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ABSTRACr 

This study is about secondary school management in Tanzanian Government secondary schools. It 

seeks to investigate the perceptions of teachers and headteachers about the management practices 
that are being used in schools and to identify strategies and practices which appear to be effective. 
Ihe main assurnption of the study is that there are Government secondary schools which are wen 

managed and others which are less well managed. Ile study aimed to identify what the well 

managed schools do in contrast to the less well managed schools. 

All Government secondary schools in Dar-Es-Salaam and the Coast region were sampled for the 

study. Questionnaires and interviews were the main data gathering methods. Questionnaires were 
issued to ten teachers and the head in each of the 16 schools. The researcher administered the 

questionnaires personally in all schools to minimise the inconvenience of getting the questionnaires 
back. Interviews were conducted in eight selected schools comprismg four well managed and four 

less well managed schools. The interviews were conducted as a follow up and to complement the 

questionnaires. Four teachers and the head of school were interviewed in each school. The 

researcher also interviewed the Inspector of schools and the Director for Secondary Education in 

the Ministry of Education. Some ethnographic data was also collected in all the schools. 

Data gathered through questionnaires were coded for analysis by the computer. The Social 
Package for the Social Sciences (SPSS) was used to analyse the data. For the interview data, 

content analysis was done. Data from two schools, one, well managed and one, less well managed 
were written up as case studies for the dissertation. 

The results showed that there were significant differences between the management practices in 
City and Coastal secondary schools, Boarding and Day secondary schools and Co-education and 
Single sex secondary schools. 

The following appeared to be the barriers to the execution of good management practices: financial 

and resource constraints; use of bureaucratic practices, lack of commitment of some staff to the job 

and lack of managmncnt training for heads of schools. 

The recommendations arising from the study were that there should be: a shift from bureaucratic to 
a more democratic and participative form of management and leadership in schools; clear 
aPPointment criteria for headteachers; a system for positive discrimination for the distribution of 

resources in schools; the production of a handbook for teachers on effective management; 
manag=ent twning for would be headteachers and those already in the job and for teachers and 
headteachers to be held more accountable for the failures in schools. These reconunendations were 
for the attention of the Ministry of Education, for headteachers and teachers. 
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CHAPTER ONE 

Background and Statement of the Problem. 

Introduction 

This is a study of secondary school management in Tanzanian Government secondary 

schools. It seeks to investigate the teachers' and headteachers' perceptions of the 

management practices of heads of schools and to identify management strategies and 

practices which appear to be more effective than others. This chapter provides the 

background and rationale for the study, outlines the aims of the research, identifies the 

research tasks and questions and provides information on how the dissertation is 

organised. 

Background and statement of total problem. 

In Tanzania, there were 656 secondary schools of which 303 (46%) were public 

(Government) schools in 1996 (MEC 1997: 18). 353 (54%) of the schools in the country 

are private and some, especially the Seminaries and the Aga Khan foundation schools, get 

the best results (National Examinations league tables 1993 - 1996) in Tanzania. 

However, in this study, I intend to focus only on Government secondary schools which 

are located all over the country but which are centrally managed by the Nfinistry of 

Education in Dar-es-Salaam. Some of the Government schools are faced with severe 

transport and communication problems and lack essential teaching - learning facilities 

such as staffTooms for teachers, enough offices, classrooms, chairs, "and desks which 

makes the task of managing the school very difficult. A number of Government 

secondary schools, especially in the rural regions, are also faced with a severe shortage of 

teachers. These remote areas do not attract teachers to go and work there because of poor 

I 
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transport and other problems. Harber and Davies (1997), have pointed out that some 

schools in Africa, especially those outside the capital cities, operate in conditions of 

severe financial stringency and consequently face shortages of trained st4 teaching 

materials and other educational resources of all kinds. Tanzanian government secondary 

schools are no exception to this. 

There has been a national concern in Tanzania that the quality of education in 

Government secondary schools is not high enough. A number of people, including the 

heads of schools and some parents, feel that some government secondary schools are not 

well managed (Arusha Conference Reports, 1996, Inspectorate Section, 1996, Dar-es- 

Salaam). The parents' concern is obvious because many of them are choosing to send 

their children to private schools even when the children have been selected to join 

Government secondary schools. 

The provision of quality education, however, cannot be achieved without a well 

established and effective management-and administrative machinery. Hence, as the 

Ministry of Education (1995) points out, sound management and administration 

techniques are essential for the effective functioning of the education institutions. The 

Nfinistry of Education states that education managers and administrators at the national, 

regional, district and institutional levels should be experienced, highly qualified 

academically and professionally, and have skills in educational management and 

administration OAinistry of Education and Culture 1995: 29)). The required qualification 

for educational managers in Tanzania, as stated by the Ministry of Education, includes a 

university degree, professional training in education and management as well as 

appropriate experience. However, this is an ideal, especially in terms of management 

2 



training, because there is no provision of management training for new headteachers 

before appointment. Some headteachers do not have even the required first degree 

qualification (Heads of school conference, 1996). Headteachers are chosen because they 

are good at teaching and have a good woricing record. The appointment of headteachers 

is made by the Director for Secondary Education in consultation with the heads of section 

at the Ministry of Education. 

However, despite the problems caused by inadequate resources, I am clear from the 

evidence of my own experience (twenty years teaching in secondary schools) that some 

schools are better managed than others. This view is also evidenced by yearly reports 

from the school inspectors and school examination results which are published in 

newspapers and in the Ministry reports (Basic Statistics in Education, 1991-1995). All 

these reports are circulated to schools. They show good performance and tranquillity in 

some schools, the factors which have high correlation with well managed schools. In my 

dissertation, I hope to investigate the teachers' and headteachers' perceptions of the 

management practices in schools and try to identify examples of good practice. What is it 

that some heads of schools are doing which makes their schools run more effectively than 

others? 

I decided to embark on this study because of my personal interest in school management. 

Being an ordinary school teacher for 20 years and deputy head for one year and working 

under various headteachers, I observed that headteachers had various styles in managing, 

schools. Some styles were favoured by staff while others were not. Some headteachers 

were conscious of what style to use towards the staff while other headteachers were quite 

insensitive to the feelings of the staff. When I was a teacher, I enjoyed listening to 
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various staff on how they ranked the heads of schools as a 'good leader' or a 'bad leader' 

and I wished to do research to investigate what practices of headteachers are regarded as 

effective management. Likewise, since I am placed at the Ministry of Education at 

present as the Head of Section, this research will put me in a better position to know the 

perceptions of teachers and headteachers about management practices in schools and 

should enable me to give relevant advice and recommendations in future. 

I acknowledge that heads of schools are working in difficult conditions and are faced with 

multiple problems. However, they have to manage the schools despite the shortfalls they 

are faced with. How do they go about performing the task of management? I selected the 

areas of leadership and management, decision making and communication, professional 

working relationships and the school community / parents relationship to focus upon in 

my study because they are fundamental to the whole task of management. 

Rationale for the study. ý 

A study on the investigation of the management practices of heads of schools in public 

secondary schools in Tanzania is significant for the following reasons: 

1. The study is important and significant because there has been no similar study 

conducted previously on this topic in Tanzania. 

2. The study is expected to generate information and data on the school management 

practices of heads of government secondary schools in Tanzania as well as identify 

practices for well managed schools. 

3. It will also provide secondary school teachers, advisers, parents and all those interested 

in education with a survey or overview of the school management literature, together 
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with a discussion of the strategies that can be used to assist in improving the 

management of schools. 

4. The research is also expected to contribute to the body of knowledge on management 

of secondary schools in Tanzania and how practice could be improved. This work is 

like a 'learning' bridge for improving competence and performance. 

S. The study findings are also expected to act as a basis for further research about 

secondary school management. 

The Purpose of the Study. 

The purpose of the study is to find out how heads of Government secondary schools 

manage schools in Tanzania. Specifically, the study intends to : 

1. Survey the views of teachers and headteachers, about the characteristics of a well 

managed school. 

2. To investigate whether schools as workplaces are conducive places to work in. 

3. To find out how heads of schools accomplish the task of decision making and 

communication in schools. 1 

4. To examine how heads of schools enhance professional working relationships in 

schools. 

S. To find out how heads of schools maintain relationships with the community and the 

parents. 

6. On the basis of the research findings, to provide suggestions for effective management 

practice in Government secondary schools in Tanzania. 

5 



The Aims of the Research. 

The main aims of the research are to investigate the teachers and headteachers 

perceptions of the management practices of heads of schools and to identify the strategies 

and practices which could help to make the management of Government secondary 

schools in Tanzania more effective. 

Research Tasks and Questions. 

The specific research questions that will be investigated are: 

Task 1: To find out how the schools' ethos, aims, rules and school regulations are 

made and practised in schools. 

Research Questions: 

I. I. How does the head of school make the school a conducive place to work in? 

To what extent do the staff have a shared view about what the school is trying to 

do? 

This research task and its questions are based on the assumption that the ethos is the 

distinctive character of a school and encompasses a number of different characteristics of 

the school as a work place such as, what is the place like to work in for students and 

teachers; what is it aiming to achieve, etc. In this case, everything that happens in school 

affects the overall ethos (Bolam, et al, 1993; SDP, 1997). 

Task 2: To find out how the leadership and management styles of the heads of 

schools are perceived in schools. 
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Research Questions. 

2.1. What are the perceptions of heads of schools about their own leadership styles? 

2.2. What are the perceptions of heads of schools and teachers about good leadership 

styles in schools? 

This research task and its questions are based on what Everard and Morris (1985) 

maintain, 'an understanding of management style would reopen the options, cause heads 

of schools to challenge their assumptions and consequent behaviour and, as a result, make 

heads of schools more effective leaders' (p. 24). 

Task 3: To examine how decision making and communication strategies are 

practised in schools by heads. 

Research Questions. 

3.1. How are the school decisions and regulations made and practised in schools? 

3.2. How effective are the channels of communication in school considered to be by 

heads of school and teachers? 

The research task and its questions are based on the thinking of many writers such as 

1301am et al (1993), Dixon, (1997) and McCallion (1998) who point out that decision 

making and communication are centrally important features of life in every school and 

the manner in which these tasks are conducted can have a profound impact upon the 

overall ethos and quality of work produced. 
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Task 4: To examine how professional working relationships between the teaching 

staff are enhanced in schools. 

Research Questions. 

4.1. How does the head of school involve staff to realise the school goals, values, 

mission and policy? 

4.2. How does the head of school support the staff and encourage professional 

development in school? 

This research task and its questions arises from the fact that, staff development is an on - 

going and continuous process which is taking place on a daily basis as part of the school 

routine. It is a process whereby, the head of school through the provision of the 

appropriate leadership skills will ensure that all teachers are fully aware of their roles and 

responsibilities which they have to the head of school, to their colleagues and to the 

students. The constant enrichment and extension of each teacher's professionalism 

should be one of the main priorities of the head of school. In doing this task, as the MEC 

(1997) maintains, the head of school is expected to reflect on such issues as how to create 

and utilise effective communication channels with staff; how to establish priorities and 

how to delegate responsibilities. 

Task 5: To find out how the heads of schools maintain the relationship between the 

school and the community and parents. 
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Research Questions. 

How much community and parent involvement is there in school? , 

5.2. How significant do heads consider the contribution of the community and parents 

is to the management of the school? 

This research task and its questions is based on the assumption that, effective 

management of schools can be promoted when parents and the community at large play a 

supportive role in the development of the school (Bolam et al 1993, Everard and Morris, 

1996). 

Theoretical Framework 

This study seeks to investigate teachers' and headteachers' perceptions of the 

management practices of heads of schools in Tanzanian Government secondary schools 

and to identify what practices are favoured in well managed schools. The initial 

perspective adopted in the research arose from Bolam et al's (1993) study conducted in 

England in which they investigated teachers' and headteachers' perceptions of effective 

management in 57 schools (Primary, Secondary and Special schools). The researcher 

agrees with Bolam et al's (1993) argument that 'successful schools do not just happen; 

they are successful because people make them so and all such people have a stake in 

management'. 

Similarly, the contingency theory which has been noted by various writers (Everard and 

Morris 1985,1986,1996; McCallion, 1998; Bolam et al 1993) in offering the best 

general explanation of effective school management; will mostly be used to direct this 

study. The contingency theory contends that the style of management should reflect and 
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change with changes in the organisation's environment. It maintains that, to be really 

effective, managers should use whatever approach is best for the organisation at that 

particular time. Contingency approach goes with the idea of flexible management. 

The researcher was also moved by some of the key management features which were 

perceived by British schools to be effective. These include; strong purposive leadership 

by headteachers; broad agreement and consistency between headteachers, and teachers on 

school goals and values; involvement of teachers in decision making and promoting staff 

development (Bolam et al 1994 The researcher wanted to investigate whether the 

features highlighted in the Bolam et al study will feature in schools which are perceived 

to be well managed in Tanzania. Further, studies in school effectiveness and school 

improvement show the need for schools to be sufficiently equipped and funded, heads of 
C 

schools being given managerial skills to increase awareness of management styles, the 

need for continuing professional development, good communication and decision making 

procedures and time management (Dean, 1993; Everard and Morris, 1996; Evans, 1998; 

McCallion, 1998). However, if provision of such necessary facilities for school 

effectiveness and improvement is desirable but not affordable, as the situation in 

Tanzanian Government secondary schools indicates;, then the management of schools 

should be grounded in the reality of the prevailing situation (contingency). Other features 

which I investigated in the study were those recommended for well managed schools to 

have in Tanzania. These include: a clean school environment; silence in school (tranquil 

atmosphere in school); time management (head to be able to control late coming at 

school); good relationship between the school and the parentstcommunity; good 

communication between the head of school and staff and good academic results (School 

Inspectorate Reporý 1996). 
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In setting out to survey the views of teachers and headteachers about the practices for 

well managed schools, the researcher explored all the features mentioned in this 

framework by using a questionnaire survey and in-depth interviews in the selected 

schools. 

Structure of the Dissertation. 

This chapter has set out the background and rationale for the study followed by the 

statement of the problem, the purpose of the study and the research aims. The research 

tasks and questions were then presented preceding the theoretical framework of the study 

and conclusion. In the second chapter, the context of the study is presented. It illustrates 

various areas which have some influence on school management. They include the 

location of Tanzania, the language and religion inherent in Tanzania, the political, 

cultural and international conditions prevailing in the country, the Tanzanian economy, 

the teaching and learning environment in Government secondary schools in Tanzania and 

communication in schools. 

The third chapter contains a review of the relevant literature. It opens by defining the 

concept of management and leadership; then discusses leadership and management 

styles; it analyses personal and managerial qualities noted for effective management such 

as the leadership vision, decision making and communication; staff development; team 

approach to leadership and delegation. Finally, school relationship with parents and 

community is presented followed by literature on school management in Tanzania. 
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Chapter Four discusses the research methodology which comprises the rationale for the 

research, rationale for the questionnaire survey, sources of data, population and sample, 

data collection methods, validation of instruments and the analysis procedures. 

Chapter Five contains the presentation and analysis of the quantitative data from the 

questionnaire survey; while Chapter Six presents the qualitative data, centering on two 

case studies; one from a well managed school and another from a less well managed 

school. 

Chapter Seven discusses the findings of the study while Chapter Eight is the concluding 

chapter. It analyses the key findings of the study and offers recommendations. Finally, 

the strengths of the study, limitations of the study and suggestions for further research are 

outlined. 

Conclusion: 

This chapter has described the background and statement of the problem. One would 

think that all the Government secondary schools in Tanzania cannot be well managed 

because of the problems in the education system, but according to various sources such as 

the yearly School Inspectorate reports (1996) it shows there are well managed schools 

and of course less well managed schools, which will be investigated in the study. The 

aims of the research, the research tasks and questions to guide the study, the theoretical 

framework and structure of the dissertation have been presented. The next chapter 

describes the context of the study. 
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CHAPTER TWO 

The Context. 

Introduction. 

The previous chapter has pres.; nted the background and statement of the problem while 

this chapter discusses the context in which the study was conducted. The issues discussed 

in this chapter are: the location and economy of Tanzania: the language, religion and 

culture, the political and international conditions followed by a discussion on enrolment 

in secondary schools. Then, the analysis of how headteachers are appointed is presented, 

finalised by a discussion of communication within and between government secondary 

schools and its effect on school management. As Harber and Davies (1997) have pointed 

out most of the literature on school management and school effectiveness has been 

written in developed, industrialised countries and describes educational conditions and 

realities as they exist in those countries. It would be a mistake to assume that similar 

conditions prevail in developing countries. Thus, it is important to take into account and 

understand the different socio-cultural context in which the research was conducted. 

The Location and Economy of Tanzania: 

The United Republic of Tanzania consists of mainland Tanzania and Zanzibar islands. It 

is situated in East Africa. The temperature ranges between 15 degrees centigrade to 34 

degrees centigrade depending on the time of the year and location of the place. Tanzania 

has a total land area of 945,158 sq. Ian. There are twenty five administrative regions; 

twenty are on the mainland while five are on the islands. The population of Tanzania is 

approximately 28,846,000 (est. 1994) composed of over 120 tribes of the Bantu speaking 

group (see diagram I which also shows the location of the research area). 

13 



Diagram 1: Map of Tanzania showing location of the area covered by this research study. 
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Tanzania is essentially an agricultural nation with its major activity divided between 

subsistence farming and cash crop farming. However, only 10% of the total land area is 

under active cultivation, whereas, much of the remaining area is unsuitable due to lack of 

rainfall or suitable soils. Agriculture is concentrated on the Coastal strip, the Kilimanjaro 

area surrounding Moshi and Arusha, the area bordering' Lake Victoria and the Southern 

Highlands. Much of the Centr-. 1 plateau is suitable only for stock grazing (Nfinistry of 

Information and Tourism, 1970). This situation can lead to many citizens suffering from 

a poor economic state which affects their health. The frequent drought in most parts of 

Tanzania causes crop failure and famine. 

Agriculture has a great effect on education in Tanzania because about 90% of the 

Tanzanians are peasants and the majority of them depend on cultivating with the 

traditional hoe. This leaves them with only a meagre income for survival. Peasants find 

it difficult to contribute to the costs of education for their children. 

Finance in Government Secondary Schools. 

In Tanzania, funds allocated to Government secondary schools are not static. In periods 

of economic distress, the education budget is cut resulting in underfunding of schools. 

Table I shows the allocation of funds to the Ministry of Education and Culture in 

Tanzania. 

15 



Table 1: Central Govemme;; t budget allocation to the Ministry of Education and 
Culture (Recurrent) in Million Shs. 1980 / 81 - 1997 / 98. 

Year Total Budget 
Million Shillings 

Education Allocation 
Million Shillings 

Percent 

1980/81 14895 1737.7 11.7 
1981/82 18316.1 2258.6 12.3 
1982/83 18993 2524.0 13.3 
1983/84 21460.9 2502.6 11.7 
1984/85 27438.4 1795.1 6.5 
1985/86 39764.4 2321.2 5.8 
1986/87 53300.6 4227.1 7.9 
1987/88 77667.9 4168.2 5.4 
1988/89 11,8672 5659.3 4.8 
1989/90 144248.7 8322.0 5.8 
1990/91 160000 10153.7 6.3 
1991/92 195708 8507.0 4.3 
1992/93 272006 9468.0 3.5 
1993/94 337283 11187.7 3.3 
1994/95 362797 12137.0 3.3 
1995/96 413284.8 10447.7 2.5 
1996/97 538275.3 13721.6 2.5 
1997/98 669592 18764.6 2.8 

Source: Basic Statistics in Education 1994 - 1998. National Data. Ministry of 
Education and Culture. Tanzania. 

The table shows that the percentage of funds allocated to the Ministry of Education has 

been reduced every year even though the number of Government secondary schools in the 

country has increased. Heads of Government secondary schools in Tanzania cannot tell 

how much money they will be allocated by the Government from one year to another, a 

situation which affects their school management plans. As Hall (1997: 307) pointed out, 

44 changing economic conditions serves as an important constraint on any organisatioe. 

Likewise, Harber and Davies (1997: 13) contend that, the quality of education and quality 

of management of schools is affected by the decrease in money available for public 

expenditure in many countries in Africa, including Tanzania. Similarly, as pointed out by 

Lockheed and Levin (1993: 3), 

"the available resources that many developing countries are able or 
willing to allocate to education are inadequate for meaningful change to 
improve effectiveness". 
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Noting that the, expenditures on education were declining, the Ministry of Education 

sought other strategies for improving financing in education by raising funds from the 

community. As pointed out by Samoff and Sumra (1994: 152), among the strategies are 

to: 

raise funds directly and indirectly from the citizens. Local residents are asked to 

donate labour and materials for the construction of school buildings. 

School based projects such as poultry keeping, carpentry and gardening are 

recommended to be started in schools. The projects are expected to generate as much 

as one quarter of a school's revenue, although, in most schools, the income derived 

from school help projects has not significantly reduced school debts. 

The cost sharing policy was introduced in 1980. Parents are required to pay school 

fees, provide exercise books and supplementary textbooks for their children. 

However, because many parents cannot afford to pay, Government secondary schools are 

left in a poor state in terms of teaching - learning facilities. The lack of funds has direct 

consequences for the Ministry of Education. It is hard to keep good teachers. Some good 

teachers are being offered jobs by private secondary schools like the Aga Khan 

Foundation and NEssionary schools who offer them better pay and fringe benefits. Mosha 

(1995) has commented on the effect of the state of the schools saying that the dilapidated 

premises, poorly furnished and supplied schools do not provide a conducive environment 

for teaching and learning and have a detrimental effect on the management practices of 

the heads of schools. 
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Language, Religion and Culture: 

Kiswahili is the national and official language spoken by almost all the people, a situation 

which helps consolidate national unity Mnistry of Information and Tourism, 1970). The 

English language is the main language of communication in the education sector 

especially in secondary education and other tertiary levels. In primary schools, English is 

taught as a subject from standard three up to standard seven. Unfortunately, the poor 

background of learning the English language adversely affects the performance of 

secondary school students who find themselves having to use English in all subjects 

instead of the Kiswahili language which is used in Primary schools. This problem of 

English usage is even experienced at tertiary level and affects many teachers in secondary 

schools who find themselves more at ease in using Kiswahili than the English language. 

Thus, even in staff meetings, staff fail to express themselves clearly or opt to remain 

silent even if they have burning issues to raise. 

Regarding Religion, the original Tanzanian residents were basically traditionalist with 

varying practices and rituals including ancestor worship. However, both Islam and 

Christianity have attracted substantial numbers of followers. The Islamic religion is 

concentrated more on the coast where the Arabs settled, while Christianity is spread all 

over the country. Religion has a great influence on education. The Arabs during their 

rule concentrated on building Mosques and teaching Islamic religion and Koranic studies, 

while the Christian missionaries apart from teaching religion, also constructed schools. 

This means, they also provided education for their followers. At present, the missionary 

schools, known as seminaries, are well established and lead in academic excellence more 

than the Islamic schools, although these are improving. 
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The cultural conditions include the values and behaviours of the indigenous population. 

In the Tanzanian context, as has been noted by Mosha (1997), a predominantly semi- 

literate society will rarely realise the need for quality education, and hence might not be 

willing to support it. In some parts of Tanzania, for instance, cultural norms and taboos 

lead to early withdraw of students from school to assume various roles such as herdsmen, 

fishermen, to attend to circumcision rites or to get married while they are still virgins. 

These conditions reduce parents/community pressures for quality education. Some heads 

of schools fail to implement school regulations effectively because some parents insist on 

getting permission for students to be absent from school during school time, which affects 

the students' progress. Similarly, some communities surrounding the Government 

schools see the schools as planted in their midst and provide no help from the community 

since very few local students are selected to enter government secondary schools - and 

some parents cannot pay school fees. Harber and Davies (1997) have pointed out clearly 

that in developing countries, the values, beliefs and behaviours of traditional cultures 

coexist, not always harmoniously, with imported western ones. Thus, the schools are 

often affected by the co-existence of the imported cultural values and the values of the 

surrounding society. 

Political Conditions: 

Britain granted independence to Tanzania on December, 9,1961 under the Presidentship 

of Mwl. Julius K Nyerere. President Nyerere, then introduced a one party democracy in 

1962 which was dominant in the country up to the introduction of multipartism in 1992. 

So, for all the period since independence, Tanzania had a one party Government with an 

education philosophy of Education for Self Reliance. Mosha (1997) argues, there was 

more rhetoric than action in implementing many of the education policies, such as 
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Education for Self Reliance as schools are ill equipped. Leaders from all sectors were not 

used to receiving criticism from the opposition or workers and opposing a leader was 

taken as lack of discipline. Strikes were forbidden and everyone was expected to abide 

by the law. Open criticism was also highly discouraged. However, in 1985, President 

Nyerere stepped down and AIR Hassan Mwinyi became the President of the country. He 

liberalised the economy and allowed freedom to the press in the same year. It was then 

that the business sector was opened to various investors, leading, for example, to many 

private schools being opened. However, the long period of a single party state and its 

ideology has affected many people who prefer to lie low rather than to air their views 

openly. At present, it seems the self reliance policy is implemented in theory rather than 

in practice although, the policy of self reliance is still in place. Similarly,, Sayi (1993), in 

her study on how school facilities affected the management of schools, noted that some 

headteachers failed to push staff to do the duties required by the self reliance policy due 

to inadequate facilities. 

International Conditions: 

The education system in Tanzania and in many developing countries is directly or 

indirectly influenced by the international community and organisations. Substantial 

resources for development of infrastructure, provision of basic equipment, supply of 

books and other teaching materials and staff development have come from external 

sources; for instance, during the era of President Nyerere; Tanzania had fiiendship with 

many Socialist countries like Cuba. The Cubans then, constructed for Tanzania as a 

Present the agricultural secondary schools like Ruvu and Kibiti secondary schools (which 

are included in the study). The Cubans equipped the schools and supplied agricultural 

equipment. However, when the Cubans left, the machines were left idle and are now out 
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of order. This is because local teachers were not trained to handle and care for the 

equipment. This is the situation found in many technical secondary schools where you 

find a lot of machines supplie. A by international agencies but there is nobody to operate 

them nor money to service them. 

Similarly, the decision to organise secondary schools into specialist subject schools was 

done prematurely in 1974 as a condition from the World Bank (World Bank report, 

1980). The country was offered a loan at that time and if it refused, the funds would have 

been loaned to another country. Thus, schools were required to specialise in their 
44 

teaching without adequate preparation of the personnel to manage the schools and the 

teachers to teach the specialist subjects; also we have learnt that support does not always 

lead to lasting improvements. For effective management, all these contextual attributes 

need to be clearly analysed and understood beforehand for, according to Hall (1977), 

revolution cannot accomplish change without the presence of the appropriate conditions 

for quality improvement. 

Enrolment in Secondary Education. 

Secondary Education was not well developed during the colonial period. Very few had 

access to the level, as noted by Malekela (1997). In 1956, there were only 5,288 students 

Of whom 2,491 were in Form one and 51 only in Form five. At independence in 1961, 

the total enrolment was 11,832 of whom 4,196 were in Form one and 236 in Form five 

(Morrison, 1976: 114). However, due to the shortage of skilled manpower at the middle 

and higher levels in the country, the country's policy was to expand opportunities for 

secondary education to fill in the gaps. By 1996, for example, total enrolment was 23,836 

of whom 6,377 were in Form One and 826 in Form Five (Malekela 1997). Despite the 
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education for self reliance policy of 1967 whose focus of expansion was on mass primary 

education, leaving secondary education and higher education expansion only as dictated 

by manpower requirements in the economic sectors, social demand and later official 

policy of expanding the sector have resulted in increased enrolments as shown in Table 2. 

Table 2: Secondary School Enrolment in Selected Years 1971-1995 - in Government 
Secondary Schools (Form 1-6). 

Year Male Female Total 
1971 24,223 8,380 32,603 
1975 27,266 10061 37,327 
1979 27,664 12634 40,298 
1983# 39,737 
1987 30,059 15762 45,821 
1991 44,188 29760 73,948 
1995 52,038 40028 92,066 

Source : Ministry of Education and Culture, Basic Statistics in Education, various years. 

# data were not desegregated by sex; only totals were available to the author. 

Data in Table 2 show that there has been an increase in enrolment. Enrolment in 

Government secondary schools has risen from 32,603 in 1971 to 92,066 by 1995, being 

an increase of 128.39%. However, Malekela (1995) reports that transition rates from 

Primary to Secondary school still stands only at 15%, giving an example, in 1995, out of 

the 386,584 standard seven leavers, 28,412 (7.3%) went to Government secondary 

school; which the researcher feels might have an effect on the school - community 

relationship, since most of the children from the community don't get a place in 

Government secondary schools, and yet the Government expects the head of school to 

have a good relationship with the community and make the community support the 

school. How do the heads manage this task? 
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Sadly, the high enrolment of students into Government secondary schools does not match 

the expansion of the teaching-learning facilities; thus most Government secondary 

schools are faced with shortages of classrooms, desks and chairs, staff rooms, teachers 

offices, laboratories, latrines, teachers' houses; in general; they are poorly equipped and 

the facilities are not enough to cater for the school community (1ýEC 1993). This 

condition has also been pointed out by Harber and Davies (1997: 14 - 16) as a general 

condition of schools in Africa: 

"Classrooms are overcrowded, teachers are overworked and underpai, 4 
social services like water, latrines, first aid facilities are lacking in 
schools, majority of schools do not have electricity even if available, 
power supplies are erratic and unpredictable, also schools especially in 
rural areasJunction with underqualifted ste'. 

Hence, they maintain that, lack of resources or know how may limit school effectiveness. 

Government secondary schools especially in the city and towns, have had to introduce a 

double session programme, in order to cope with the large number of students and the few 

facilities available in school. This is an added problem for the school management. How 

do the heads of school cope with the situation? 

Appointment to Headships: 

In Tanzania, administrative competence is not something which is taken into account 

when appointing institutional heads; sometimes it depends on knowing influential people 

to help you gain promotion. The MIEC (1993) report noted the deficiency and 

commented, 'the recruitment process to various headships is not open, competitive and 

transparent' (pp. 46,55), and advised that a system for pre - service and inservice training 

be instituted in order to keep educational administrators up-to-date. They similarly 

requested the recruitment process be opet4 competitive and transparent. They finther 

noted that because human resource management problems were neglected, this militated 
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against institutional efficiency and effectiveness. This short fall was also noted by Kitavi 

and Westhuizen (1997), who pointed out that the means by which most principals in 

developing countries are trained, selected, inducted and in - serviced are ill - suited to the 

development of effective and efficient school managers. He further pointed out that 

"good teaching abilities are not necessarily an indication that the person appointed will be 

a capable educational manager" (p. 252). The noted skills like hard work and good 

teaching abilities are official and professional bases used for appointing heads of schools 

in Tanzania. Research is expected to expose areas of weakness and inform rectification 

on the noted weaknesses; sadly most studies done in Tanzania deal with general 

improvement of education in the country and the focus is typically on the teachers, 

students, schools and the Government QýIEC 1993, Malekela, 1993) rather than school 

management. The management practices, particularly of the heads of schools are 

virtually ignored. Furthermore, the trend of research has been to focus more on Primary 

education (Kiwia, 1995, Omari, 1995, NIEC, 1995) rather than secondary education. No 

research has been undertaken to investigate how the principal executes the tasks of 

communication, decision making, delegation, staff development and relates with the 

parents and the community in his/her school. Yet, the role of the headteacher is very 

important in school management as it has been identified by a growing body of research 

on effective schools. Writers (for example, Lipman, 1981, Buckley, 1985, Dadey and 

Harber, 1991, and Weindling and Earley, 1987) have identified the principal as the key 

person in efforts to improve the quality of schools. Likewise, Weldy (1979: 1-2) captures 

the importance of the men and women who occupy the critical position of the principal by 

asserting that: 
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"In many ways, the principal is the most important and influential 
indfvidual in any school-It is his /her leadership that sets the tone of the 
school, the climate for the learning, the level of professionalism and 
morale of the teachers and degree of concern for what students may or 
may not become .. if a school is a vibrant, innovative, has a reputation for 
excellence, one can ahmays point to the principal's leadership as the key to 
that success ". 

In the Tanzanian context, since the education system is centralised, headteachers of 

government secondary schools have no final say over the appointment of their staff. The 

headteacher manages the staff who are sent to the school, they are not involved in 

recruiting staff. Thus, headteachers, have to cope with whoever is posted in the school. 

Similarly, headteachers have no powers of staff training, their task is only to recommend 

letters of application for further decisions at the Ministry of Education. According to my 

worldng experience in city or urban secondary schools, headteachers sometimes find 

themselves having more staff in one area than another, and since they have no power of 

transferring stafý they are forced to cope with the situation. Some of the staff in schools 

are connected with important officers in the Ministry and in the Government to the extent 

that headteachers fail to control them as required. In a school, especially in the Dar-es- 

Salaam area, for example, it is not unusual to find many cleaners, cooks, messengers, a 

school nurse, a school driver, more than one secretary even if the school may have only 

one typewriter. All these stafý have very little or no work at all to do in school. For 

instance, because of the Policy for Self Reliance, students do most of the school cleaning, 

so cleaners have very little to do at school. For cooks, day secondary schools have not 

provided meals for students since 1993, thus cooks in schools have no jobs and are still 

employed. For a school nurse and a school driver, in actual fact, there is no need to have 

these people in schools since most government secondary schools have no first aid 

facilities nor school transport. This situation has happened because of implementing 

changes without reference to the requirements of the civil service reform. The teaching 
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staff see the non teaching staff having very little or nothing to do but being on the 

Government pay roll and yet, the headteacher pressurises the teaching staff to teach. 

When teachers query the idleness of the non teaching stalff, no proper answer is given, so 

in some schools, this situation has created two camps, which create a burden for the 

headteacher to manage. However, in remote secondary schools, the situation is different; 

it is possible to find the headteacher doing all the jobs, say, of a school accountant, the 

secretary, postman, to being the watchman of the school, sometimes, if it is a boarding 

school, escorting students to a hospital which is miles away from school; similar to what 

Harber and Davies (1997) termed as "headteacher as taxi dflvee,. 

Communication 

Various writers such as Lyons (1974) note that a great deal of the teachers' work is done 

in combination with one or two other people, and uses methods such as discussion and 

writing. Such work therefore, requires in the school both equipment and an 

organisational structure which facilitates the contacts with colleagues which staff need to 

make. There must be in this structure, planned and generally known procedures whereby 

staff may communicate. It is expected that there should be an official communication 

system which is healthy for the organisation. However, in Tanzania, communication 

within and between schools is often hindered by inadequate facilities. Some schools have 

no staffrooms which may help teachers gather in a common place to share experiences 

nor for example, telephones or notice boards which are important for effective 

communication in schools. Further, some schools are located away from the main 

communication systems like railways lines and roads which creates management 

problems for the heads of schools. For instance, when the researcher was doing her 

research, she also acted as postlady, carrying letters and messages from one school to 
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another; she also had to walk long distances on foot from the bus station to the schools. 

In relation to communication, Farber and Davies (1997) have pointed out that teachers in 

developing countries travel considerable distances to be paid, while others are assigned to 

schools far from their homes. Both situations contribute to teacher absences and reduced 

instructional time which could have an effect on school management. However, with all 

the underlying problems in communication within the schools, there must be 

communication with staff. It is essential for workers to know what is going on in the 

work place. How then do the heads of schools communicate? What do the teachers and 

headteachers themselves see as good ways of communication? 

Conclusion. 

This chapter has discussed the context in which the research has been carried out. It has 

briefly presented the location and economy of Tanzania: the language, religion and 

culture of Tanzania; the political conditions; international conditions; enrolment into 

secondary education and described how headteachers are appointed. Finally, 

communication systems outside and within schools are discussed. It was noted that each 

of these factors has an effect on school management. For instance, regarding political 

conditions, the legacy of the one party state has meant that many people are afraid to 

express their opinions openly. On the economic side, the poor economy of the country 

has led to unexpected budget cuts to the funds allocated to education and since the 

government is their main funding source, schools end up lacking the necessary facilities 

for learning and for executing various school tasks. Similarly, the poor state of the 

economy ultimately affects the parents and the community who are required to support 

the schools financially or materially. On language, the policy of using English language 

in secondary schools somehow hinders effective communication due to many staff being 
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not very conversant with the language. On culture, the cultural norms of the society 

sometimes clash with the Western values of education which we are following. For 

example, the headteacher may insist on staff not missing classes, but when a member of 

staff has a commitment to attend the funeral, say of a father in law (arobaini), the 

headteacher although reluctantly, has to permit the teacher to go. On enrolment, the few 

students selected into government secondary schools from the local community 

demotivate the community to participate fully into school matters. People in the 

community feel that it is unfair if they are expected to contribute to the costs of the local 

secondary school when very few of their children will go to the school and benefit from 

it. Similarly, the expansion of enrolment into secondary education does not match with 

the expansion of school facilities, which affects the effective execution of many school 

tasks. On communication, the poor communication between and within schools 

contributes to the ineffective management of various school tasks such as teachers not 

being informed on time or teachers and students coming late to school. The next chapter 

reviews literature on effective school management. 
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CHAPTERTHREE 

Review of Literature. 

Introduction 

In the previous chapters the background and context of the study were discussed. In this 

chapter, the researcher intends to review various researches and Government papers from 

the UK and other countries in the West and from Tanzania about effective management in 

secondary schools. It is clear that headteachers in Government secondary schools face 

many problems in managing schools since schools in Tanzania have inadequate resources 

and services. However, regardless of the problems, the core task of school management 

in Tanzania remains the same as in the UK and other developed countries where schools 

have much better resources. The management task is to see that the schools are managed 

well. Then, how do the Tanzanian headteachers manage their schools? The international 

literature has provided a broad knowledge base of what the headteacher"s role and 

responsibilities entail and about good school management practices. This might reveal 

good practices which would be relevant for headteachers in Tanzania. 

The chapter is divided into two broad sections. The first section defines the key concepts 

in the study; management and leadership; then discusses leadership and management 

styles; it goes on to analyse personal and managerial qualities noted for effective 

leadership; discussion then follows of the general views on management and various 

strategies for its effective implementation. School relationships with parents and the 

community are discussed before reviewing the second section which covers literature on 

school management in Tanzania. 
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The Concepts of Management and Leadership. 

Management. 

There is no one universally agreed definition of management. Everard and Morris's 

(1985: 5) general definition of management includes 

1) setting aims and objectives 
2) planning how goals shall be achieved 
3) organising available resources (people, time, materials) so that it can be 

economically achieved in the planned way, 
4) controlling the process (i. e. ensuring that the goal is achieved) and 
5) setting organisational standards, 

Similarly, Robbins (1993) argues that managers get things done through other people. 

They make decisions, allocate resources and direct the activities of others to attain goals. 

However, for any particular task, skills are necessary. Bennett (1995) identified three 

essential management skills: technical, human and conceptual skills. Technical skills 

encompass the ability to apply specialised knowledge; human skills refer to the ability to 

work with, understand and motivate other people both individually and in groups, while, 

conceptual skills require managers to have the mental ability to analyse and diagnose 

complex situations. Although, as Everard and Morris (1990) argue, there are different 

ways in which managers conceptualise organisations which also influence the way they 

manage them. 

The Concept of Leadership. 

Leadership means different things to different people. Allen (1958) defines a leader as 

- one who guides and directs other people; while Bennis and Nanus (1985) see leading as 

influencing, guiding in direction, course, action and opinion; whereas Robbins (1993) 

defines leadership as the ability to influence a group towards the achievement of goals. In 

all the definitions, issues of guiding, influencing and giving direction to other people 
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come out very clearly. Bolman and Deal (1991) have discussed four different 

conceptions of leadership namely, common-sense conception, leadership and motivation, 

leadership and vision and leadership as facilitation. Thus, Bolman and Deal (1991) 

suggest that 

"Leadership then is a reiationship between leaders and their constituents; - 
it is a subtle process of mutual influence that fuses thought, feeling and 
action to produce collective effort in the service of the purposes and values 
of both the leader and the led". 

The head of school is faced with the task of managing and leading his / her staff and has 

to display leadership qualities that bind the staff together in striving for a common and 

desired goal. Studies in good leadership in organisations show that vision is the only 

characteristic of effective leadership that is universal. Effective leaders help to establish a 

vision, to set standards for performance and to create a focus and direction for 

organisational efforts (Bolman and Deal 1991: 411). Other characteristics include the 

ability to communicate a vision effectively to others, commitment, ability to inspire trust 

and build relationships and honesty. Other attributes associated with effective leadership 

include: risk taking, flexibility, self confidence, interpersonal skills, task competence, 

intelligence, decisiveness, understanding of followers and courage. Having identified 

leadership qualities, even though heads of Government secondary schools in Tanzania are 

faced with resource constraints, they can take cognisance of the context in which they 

operate for effective leadership. Some headteachers, however, also need management 

skills to perform particular tasks and in selecting a favourable management style which 

the next section discusses. 
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Leadership and Management Styles 

The secondary school headteacher occupies a key position of responsibility in the 

management and control of education services; as a leader as well as being a manager of 

his / her school, the head plays a dual role of being a leading professional and chief 

executive (Hughes, 1985). Similarly, Dalin (1998) maintains that the headteacher must 

have the ability to focus on tasks and to structure their work (goal orientation); the ability 

to create a healthy co-operative environment (people orientation); the ability to 

appreciate their own limitations while recognising their strong points (self awareness); 

the ability to project beyond the daily work, exploit external resources and have a broad 

view of their work as a manager (perspective). 

The quality of the head's leadership detennines the extent to which organisational needs 

and individual needs of the staff and students are met. This also depends upon the 

appropriate choice of leadership style adopted by the head 

Different researchers on leadership have come up with several leadership styles used by 

headteachers. Earlier researchers such as Lippit et al (1939) dwelt on autocratic, 

democratic and laissez faire, styles; but, as Hughes (1985) noted, the participative 

leadership style (democratic) seems to be more popular and effective than the autocratic 

one due to high interaction and involvement of the head and staff and extensive reliance 

on joint decision making. This was further noted to be a condition which develops team 

spirit and fosters a supportive school climate. 

Research on leadership behaviour developed by Halpin (1966) is based on a two 

dimensional category which is initiating structure and consideration whereby a 
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headteacher is considered effective when he/she shows concern for accomplishing the 

tasks of the organisation and a concern for relationships among the staff in the 

organisations, that is task- and people-oriented. 

There are, however, various theories of leadership styles. The Contingency theories of 

leadership suggest that particular situations are the main determinant of effective 

leadership and that different styles are needed for different situations (Fiedler, 1958; 

House et al, 1971; Vroom et al, 1972; Blanchard et al, 1976 cited in Owens, 1987 and 

Hoyle, 1986). Hoyle (1986: 1) for instance, argues that organisations differ, hence there is 

no single Organisation theory. He maintains that, there are two key dimensions of 

leadership: personal relationships (meeting the social needs of the staff) and task 

achievement (accomplishing desired activities) around which clusters cohere. However, 

effective leadership depends on the way the two dimensions are expressed in action, that 

is, leadership style in relation to a given situation or context in which leadership is 

exercised. In practical terms, Hoyle (1986) argues, leaders must adapt their attitudes and 

behaviour to given situations. Sometimes, leaders will have to concentrate on the 

demands of the school but on human relations at another and perhaps to be manipulative 

or behave autocratically as the context demands. The key point here is that, there is no 

One perfect style. 

At present as Bush (1995) states, headteachers have substantial responsibilities for the 

management of stA pupils, allocated finance at school and links with community. 

However, responsibilities of headteachers in Tanzania are different from their 

counterparts in the West, but they still have a key role. Executing the school tasks 

requires educational leaders to have managerial competence. Unfortunately, most 
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headteachers in Tanzania have no training in management skills; hence, in order to get 

quality schools, "the quality of leadership is a crucial determinant in creating an ethos 

which allows a school to operate to maximum effece' (Burnham, 1990: 70), there is a need 

for managerial skills, as the next section discusses. 

Personal and Managerial Qualities Noted for Effective Leadership. 

Managerial tasks are complex and individuals may need special training as pointed out by 

various writers such as Arasinghe and Lyons (1996), Donnelly (1991) and Bush (1995). 

The Hersey (1982) findings from the project of the National Association for Secondary 

School Principals (NASSP) noted the skills to be related to good school administration as 

the ability to plan and organise one's work, the ability to: work together with others and 

lead others, analyse problems and make decisions, communicate orally and in writing and 

to understand the needs and anxieties of others. In addition, Marland (1971) noted the 

required skills included: intellectual, administrative and human relationship skills; 

whereas; Bayne-Jardine (1986) suggests five qualities for headteachers as the ability to: 

Cooperate and communicate, observe and listen, manage resources efficiently, forward 

Plan and to delegate. 

The personal and managerial qualities for effective leadership noted by Bolam et al 
(1993: 30) and Dean (1993) will be used to direct this study. Bolam et a] (1993) noted the 

qualities for effective leadership as 

"behaving with integrily, dfsPlaYing consistency, being open and honest 
'with colleagues, dfsplaying finnness but fairness in their dealings with 
staff, approachable wd accesmble; having a positive outlook and striving 
to act in a constructive manner rather than being negative and overly 
altical, manifesting confidence and calmness and beingprepewed to help 
out". 
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The managerial qualities regarded as important included, 

'formulating a vision for the school, displaying a consultative style of 
management with the aim of buil&ng consensus at the same time 
empowering others, following wide consultation and then handing over to 
staff to implement what has been agreed Effectively delegating 
responsibility to other people, though following through -and requiring 
accountability, behaving forcefully yet not &ctatofially, displaying 
sensitivity to stafffeelings, circumstances and well being ". 

Other qualities include to 

"enable staff toftel confident and secure; pcying attention to securing the 
support and commitment of colleagues and enjoy7ng their trust, 
fashioning a sense of community; being adept at communicating and 
being a good listener as well as keeping people informed, being seen to 
act on information and views deriving from staff so that consultation is 
seen to be a meaninsýul exercise and making staff be in touch with the 
main events in the every day life of the school". 

However, qualities for ineffective headteachers were noted as follows: the personal 

qualities included, 

"lacking dyncunism andfaffing to inspire; failing to be at ease with others 
and to enable them to feel at ease and inability to accept any form of 
questioning or perceived criticism ". 

Likewise, the ineffective managerial qualities noted were: 

"being insufficiently decisive, failing to delegate sufficiently, failing to 
unite staff and to build a sense of community; failing to communicate 
effectively, treating colleagues as if they were children and failing to 
&splay interest in and concernfor sle'. 

Similarly, Dean (1993: 34) quoting the DES paper on school development plans (1991) 

had almost the same vision of an effective head as Bolam et al (1993). The DES paper 

noted that the headteacher is likely to be effective if he/she 

"has a mission for the school, gives direction and purpose to its work, 
co-ordinates the work of the school by allocating roles and delegating 
responsibilities, values the contribution of colleagues; is a skilled 
communicator, keeping cveryone informed about important decisions and 
events". 
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Other qualities noted include if the head, 

"is committed to the school, objectively appraises strengths and 

. 
ficiencies, has high expectatio of all weaknesses of staff and remedies de ns 

staff and recognises that support and encouragement are needed for 
everyone to give of their best". 

However, Handy (1976) suggests that the leader will be most effective when the 

requirements of the leader, the subordinates and the task fit together. Various views on 

management are discussed in 6-e next section. 

General Views on Management. 

Research into leadership has often tried to identify the characteristics of successful and 

unsuccessful leaders and has not been particularly fruitful. However, the researchers have 

noted that there are no absolutely essential characteristics that will work in every situation 

since certain approaches are more successful in some situations than other approaches. 

Thus, the successful leader is often the one who can read the situation and match his/her 

approach to that. Writers such as McCallion (1998 : 82) have noted that successful 

leaders seem to have certain aspects in common namely: 

A clear goal (sometimes called vision) of what they want to achieve. 

A definite plan as to how they hope to achieve that vision. This is usually made up of 

a series of sub-goals or steps towards achieving the main goal. 

Strong communication skills, at least where their vision is concerned. The main aspect 

of this is the ability to get the message across to others; a secondary aspect is the 

ability genuinely to listen to others. 

Strong personal commitment to the plan 
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9 The flexibility to be able to change the plan, as circumstances change, and still keep 

the final goal in view. 

These skills for successful leaders have also been pointed out by Dunham (1995), Everard 

and Morris (1996), Bolam et al (1993), Firasinghe and Lyons (1996) and Burnham et al 

(1990). However, the process by which effective leaders motivate others to achieve their 

goals can be variable, although most writers (Everard and Morris (1996), McCallion 

(1996), contend that there is no absolute right or wrong leadership approach, although 

some approaches suit certain circumstances better than others. The approaches range 

from directive, bureaucratic, democratic to delegatory. 

However, McCallion (1998) is of the opinion that there is a range of factors in deciding 

which approach to use depending on the task, the people and the school. Regarding the 

task, where a large number of people are working together and the performance of each 

one depends very closely on the performance of the others, then a 'directive' or a 

'democratic' approach usually works best. However, where a task involves a number of 

people doing the same thing and consistency is important, then the 'bureaucratic' will be 

important. If, however, the task depends on the skill and ability of the individual, then, 

the 'delegatory' approach might work best. 

Regarding 'people', two factors were noted as essential: the experience, skill and 

knowledge of the individual employees and their commitment and motivation. As these 

arise, then the most suitable approach changes from directive to bureaucratic to 

democratic then to delegatory. Unfortunately, these two factors tend to operate 

Separately. For example, people upon first taking on a new job, are usually more highly 

37 



motivated than those who have done the job for a long time, but the delegatory approach 

only fits if both factors are present. The directive approach is probably the only way 

sensibly to treat new employees. The choice between bureaucratic and democratic is 

usually based on experience. The more knowledgeable the person, the more he/she can 

contribute. It has been seen that certain styles and approaches work better in some 

schools than in others; also very few people would be comfortable with every approach. 

Equally, headteachers should be able to switch as different situations and individuals 

required. 

The study refers mainly refers to the ideas developed by McCallion (1998); Everard, and 

Morris (1996); Bolam et al (1993); Dunham (1995) and other literature on effective 

school management. 

Strategies for Effective Management. 

This section discusses various strategies for effective management which headteachers 

may wish to follow to improve their management skills. 

Leadership vision 

An effective head is expected to have a vision for her/ his school. Vision is taken to mean 

an image of a possible and desired future state for the organisation which serves to guide 

growth and development (Bolam, et al 1993, Bennis and Nanus 1985 cited in Caldwell 

and Spinks, 1988: 173). However, simply possessing a vision is not sufficient, leaders 

need to communicate the vision to colleagues and gain their commitment and ownership 

of what the school is set to achieve. The vision can be communicated in a variety of ways 

such as: 1) in a written form as a mission statement; 2) making constant reference to it 
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reference to it by the head at important school functions like school assemblies, prize - 

giving days or parent's days; 3) setting good examples to both the staff and students on 

the qualities and values in which the head believes and which he wishes to see 

reproduced; 4) using some of the selected staff to reinforce the vision and assist its 

implementation and using rewards in the form of praise and encouragement to the staff 

and students who display qualities that are valued (Beare et al, 1989: 121; Bolam et a] 

1993: 103). 

Further, Beare (1989) noted that the school vision plays an important role in shaping the 

organisational culture and the programme for leaming and teaching as well as priorities 

and procedures pervading the day to day life of the school. Once the vision becomes 

institutionalised amongst the staff, it promotes high motivation which leads to their job 

satisfaction as McClure (1986: 24) noted, 

"a shared vision is also a &Ivingforce through which all members of the 
school community can organise their energies and efforts towards the 
achievement of school alms, objectives and goals". 

Just as Snyder et al (1993) observed, when the power shifts from a 'my' to an 'Our' 

orientation, the work culture breaks open and frees the imagination and the talents of 

many to the desired goals. B61am et al (1993) and Lockheed and Levin (1993) in their 

research noted that there is a consistent relationship between the presence of a vision and 

the effectively managed schools. Other strategies for effective management include 

decision making and communication which follow in the next section. 

Decision-Making and Communication. 

Decision making is an essential part of implementing changes in school as noted by Dean 

(1993), that a decision is most likely to be implemented when those involved in the 
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implementation feel conunitted to it. She maintains that people are most likely to feel 

conunitted to a decision that they have been involved in making, although she cautioned 

that considerable dissatisfaction is generated when people think they are making a 

decision and find that they are simply being consulted and that the decision is actually 

being made elsewhere. However, Dean (1993) noted three ways in which people can be 

included in decision making as involving, consulting and informing. She notes that 

involving people in decision making will commit them to a decision, although the head of 

school has to spell out the parameters within which the decision is to be made, making 

clear the kind of decision which would not be acceptable. Also, people can be consulted 

but it should be clearly understood that the headteacher is the final decision maker, or 

people can be informed in order to know about what is to happen. Everard and Morris 

(1996) had almost similar perceptions on decision making but identified four types of 

decision taking as autocratic, persuasive, consultative and co-determinate, although they 

state that the appropriate style will depend on people and circumstances. They elaborated 

that the form of decision taking should be open and clear to all concerned and consistent 

with reality. Similarly, Bolam et al (1993) maintain that decision making 'and 

communication are centrally important features of life in every school and the manner in 

which the tasks are conducted can have a profound impact upon the overall ethos and the 

quality of work produced. In Bolam's study concerning the teachers' and headteachers' 

Perceptions of effective schools, one school which was unhappy with the decision making 

Process expressed that there were not enough attempts to consult staff about their views, 

staff were not provided with sufficient information to enable them to make an informed 

contribution to discussion, there was little evidence that senior managers took account of 

what was said and they did not receive feedback following consultation. The teachers 

lamented stating, for example, 
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"discussions are often hurried and then at a later meeting, it is said, 'this 
was agreed at a previous meeting, when in fact no decision had been 
reached'; w are often not told of things until they happen'. and 
, communication tends to he paper based ad therefore very impersonal 
and open to misinterpretation with attendant problems of 
misunderstanding". 

Like Dean (1993), what Bolam et al (1993) found in their research findings on effective 

school management showed that, arrangements for consultation, decision making and 

communication were seen as crucial to the creation of a positive climate in school for 

effective management. Most teachers appear to want a combination of firm and coherent 

leadership and consultation wicr policy matters that directly affect their working lives. 

The majority do not want to be consulted over detail, although this varies between 

schools and between individuals. These findings were also consistent with the research 

findings of Conway (1985) on teachers' participation in decision making which he further 

noted, involving teachers in decision making enhances staff co-operation. 

A satisfactory information flow and decision making process in Government secondary 

schools can be enhanced by the headteacher convening regular staff meetings with staff to 

discuss issues and problems that may arise at school or use school assemblies, staff and 

student noticeboards, newsletters, regular meetings of class teachers, house master 

teachers and school prefects (Lyons 1974). 

Lyons (1974), Torrington and Weightman (1989), Mwanalushi (1992), and Everard and 

Morris (1996) contend that communication breakdown can cause coldness in the 

atmosphere of the school. Thus effective management of Government secondary schools 

will depend upon frequent direct and open communication between the staff, students and 
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the school management with channels of communication working in all directions. This 

will help everyone maintain contact with school life and promote staff development. 

Staff Development. 

Staff development is a learning process aimed at improving the quality of teaching and 

learning. This is enhanced when the staff development policy is related to the general 

objectives of the school and the school development plan (Oldroyd and Hall, 1991: 45). 

The staff development programmes take several forms. They can be school based or 

externally provided (school focused). According to Bolam (1982: 38) staff development 

programmes can improve the job performance skills of the whole school or groups of 

staff, improve the job performance skills of an individual teacher, extend the experience 

of an individual teacher for career development or promotion purposes, develop the 

professional knowledge and understanding of an individual and extend the personal or 

general education of an individual. In addition, Bradley (1983) mentions that the role of 

headteachers is to motivate staff towards staff development and create a climate in which 

staff development prospers. 

Sergiovanni (1991) has noted th-at effective schools foster collegial interaction among the 

staff, they strive to create professional environments for teachers that facilitate the 

accomplishment of their work. Teachers participate in decisions affecting their work, 

have reasonable control or autonomy to carry out work, share a sense of purpose, receive 

recognition for contribution to the organisation, and are treated with respect and dignity 

by others in the work place, also teachers work together as colleagues to carry out 

instruction and to refine teaching practices and are always encouraged to reflect on their 

practices (p. 89). 
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Further, Oldroyd and Hall (1988) note that institutions identified for their good staff 

development programmes tend to exhibit a collegial participative style of leadership 

where senior staff work as a team and are ready to consult staff about needs and priorities. 

In addition, Dean (1993) identified some staff development activities which include 

induction programmes for new staff saying, however experienced in the work, new 

teachers need induction into the particular school organisations; he also maintains that 

support for newly qualified staff such as to see other teachers at work as well as being 

seen in the classroom and provision of opportunities for discussing their work with more 

experienced teachers is necessary help. This could be done by a group of people coming 

together to discuss their work and through team approach which the next section 

discusses. 

Team Approach to Leadership. 

Although the headteacher is a major factor in the degree of success achieved at school, at 

present, it is increasingly rare for the headteacher to be able to handle school management 

alone. Various authors have noted the importance of a team approach to management 

which enhance efficiency and, effectiveness. Caldwell and Spinks (1992) observed that 

leadership which empowers others is central to success. Similarly, Bolarn et al 

(1993: 102) in their research findings based on teachers and headteachers perceptions of 

effective school management quoted one of the deputy headteachers as saying, 

"effective management is best achieved by an informed manager who uses 
his skills to obtain the best overall results from his team by consultation, 
discussion and an understanding of the right to achieve pre-delennined 
goals". 
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Moreover, there are several benefits derived when the head of school runs the school 

jointly with management teams; Spencer and Pruss (1992) cited in Wallace and Hall 

(1994: 1) state; 

"when two or more talentedpeople come together, they can combine their 
Anowledge md expertise which leads to quality decision making, the 
interpersonal relationships between the head and other members of the 
staff involved in team work is strengthened since shared experiences have 
a bonding effect and most staff gain personal and professional 
satisfaction ". 

More benefits of a team approach were seen in Bolam et al's (1993) study-, they found 

that in schools where the team approach was perceived to be effective; the positive 

features mentioned by teachers were that the overall style of management was 

consultative. Whereas, in schools where the management team was perceived not to be 

working well, there appeared to be a breakdown in interpersonal relationships, poor 

communication and lack of explicitness. Further, the management team and the rest of 

the staff were driven with the notion of divide and rule. Furthermore, although team 

approach is regarded as the best way to run a school, Torrington and Weightman (1989) 

suggest that team management is useful when all individuals are fully committed to the 

task. However, promoting effective team management relies upon extensive delegation 

of management responsibilities and authority to staff which the next section discusses. 

Delegation 

The importance of delegation has been noted by various authors (Dean 1993, Bolam, et al 

1993, Torrington and Weightman 1989, Everard and Morris 1996, Snyder et al 1993, and 

Lyons 1974). Dean (1993) maintains, leadership is no longer an individual matter, but is 

to some extent a group activity with the personal qualities of individual members of the 

group complementing each other and with some responsibilities delegated or shared. 
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This enables the leader to get support from senior colleagues, reduces the pressure on the 

individual and in sharing the tasks of leadership, the leader is preparing the others to 

assume those tasks in their turn. If the headteacher manages or does everything, shethe 

denies employees opportunity to develop their talents (Snyder et al 1993). 

According to the DES paper on school development plans (1991) cited in Dean (1993: 4), 

an effective, headteacher 'co-ordinates the work of the school by allocating roles and 

delegating responsibilities; is ready to delegate and to value the contribution of 

colleagues'. Similarly, Bolam. et al (1993) see delegation as an effort to harness 

individual skills and capabilities for the general good. Further, Torrington -and 

Weightman (1989) noted that members of staff are valued when responsibility is 

delegated to them, but this involves delegating responsibility down the hierarchy, not just 

giving people jobs to do. They maintain that, teachers must be trusted to make decisions 

about whether, what and how to do things, not just partial duties. They caution that 

responsibility cannot be delegated and then taken away without devaluing the person and 

destroying their confidence and future effectiveness. Torrington and Weightman 

(1989: 49) noted a complaint about headteachers. The teachers said 'we spent hours in 

discussion and came up with a set of proposals on which we were unanimous, but the 

headteacher did not like them and did what he had decided on beforehand'. In this 

situation, the teachers felt humiliated that their time has been wasted, that they have been 

cynically manipulated, when the course of action to be followed was decided before their 

deliberations began. 

Likewise, in Lyons (1974) research on the tasks of headteachers and senior teachers in 

large secondary schools, found out that lack of delegation blocks infomation flows in 
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such a way as to make adequate communication difficult; it also noted that organisation 

for delegation must be detailed and thorough. These findings are however similar to the 

perceptions of Everard and Morris (1996) who noted that a job description is an important 

tool in delegating authority and responsibility for decisions and actions benefiting both 

the employer and the employee in executing their duties. 

However, managing schools is difficult, which sometimes means that headteachers use 

micropolitics in order to arrive at the desired school goals. Micropolitics used in schools 

include dividing and ruling, coopting, displacement, controlling information, controlling 

meetings, invoking outside bodies, interpreting consensus, and massaging the minutes 

(Hoyle 1982,1986; Wilkson 1987, Ball, 1987, Blase 1995). These strategies have been 

applied by heads of schools in various ways. For instance, the research done by Bolam et 

al (1993) in secondary school management; shows that staff in one school who were 

unhappy about the staff meetings, expressed that there were not enough attempts to 

consult staff about their views; and staff were not provided with sufficient information to 

enable them to make an info-nmed contribution to discussion; also, there was little 

evidence that senior managers took account of what was said. These findings were 

consistent with Torrington and Weightman's (1989) Management and Organisation in 

Secondary Schools (MOSS) research; they found that staff meetings were often 

unsatisfactory. Even though headteachers chair the meetings, there was poor preparation 

and preliminary information so that staff attended without any readiness for the matters to 

be addressed. other tasks of the head of school are to maintain school relationship with 
of . 

the community and the parents which is discussed in the following section. 
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School Relationship with Parents and Community. 

It is logical for the schools to relate with their community in which the students will serve 

after school. Everard and Morris (1996) emphasize the importance of thinking of schools 

in the context of their envirom-nent, and said that headteachers have to spend time 

managing transactions between their school and its environment. In Jones's (1987) 

headteacher survey, he found that external relations such as that with parents were 

tolerated rather than esteemed. Furthermore, Everard and Morris (1996) maintain, 

schools are not and cannot be closed systems, their boundaries must be semi-permeable if 

they are to thrive and respond to environmental change. Hence, the aim of headteachers 

should be to forge interdependent partnerships and understanding between the school and 

the environment. Even though there might be misunderstanding between the headteacher 

and the community or parents, headteachers are advised to lower the emotional 

temperature and'follow a problem solving approach and not start arguing or driving 

parents into feeling that they have to make a stand for the sake of honour. Everard and 

Morris (1996: 207) maintain that, 'self control, listening skills and empathy' are vital in 

sustaining close relations with parents. Further, headteachers are advised to respect the 

position and feelings of parents even if tempted to think them stupid. In UK, for 

example, the 1981 Act and Circular 1/83 (DES, 1983) see professionals and parents as 

partners in decision making about pupils with special education needs; while the 1988 

Act requires parents to be involved in decisions about departures from the National 

Curriculum (Everard and Morris: 1996). Basically, they state, apart from the law, good 

Practice requires headteachers to cultivate fruitful relationships with the parent'body. 

They noted that, problems are more easily resolved by parents and teachers together than 

by either alone. More surveys suggest that they would like to be more involved with the 

life of the school (Everard and Morris 1996: 207). Likewise, Lockheed and Levin 
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(1993: 10) noted that, most parents are unwilling to participate in programmes which are 

imposed on them rather than planned with them from the start. Further, they argue that, 

while teachers may have the edge over parents in pedagogy, in management, many 

parents can contribute on more equal terms. Community involvement is central to 

effective schools. The community may increase the school's resources by providing 

inkind contributions and by participating in school activities. In Thailand, as pointed out 

by Lockheed and Levin (1993), education receives substantial support from communities 

through direct contributions and donations at school social gatherings. The school, in 

turn, can contribute resources to the community by addressing community needs in its 

programs and getting students to work on community problems and projects. 

Summary. 

Generally, the 'developed world' literature about effective school management require 

headteachers to use leadership styles related to their given situation or context; to have a 

vision and communicate it to gaff so that they can work together to achieve the vision; 

decision making and communication should be clear to all concerned; staff development 

should be given priority; likewise, team approach and delegation of responsibilities to 

staff should be practised since the management task is becoming more complex. 

Leadership and Management Styles in the Tanzanian Context. 

There is very little literature about secondary school management in Tanzania which 

focuses on how the headteachers execute their management tasks in secondary schools. 

The main focus of research is directed on primary school headteachers. Thus, this 

research has drawn on literature about primary school headteachers which can also relate 

to secondary schools. 
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The Ministry of Education and Culture put emphasis on the management styles of 

headteachers which they say has a profound effect on the state of the school. It believes 

that 75% of the school ethos is portrayed by the headteacher (School Inspectorate reports, 

1997). School ethos as described in 'Whole School Development Planning', a manual for 

primary schools in Tanzania, written by the Sector Development Programme (SDP, 

1997), is the distinctive character of a school, it reflects the extent to which the school 

promotes the moral , 
intellectual and personal development of the pupil and staff The 

SDP (1997) has commented upon the leadership styles used by heads and finally 

recommended the style which they think it fits the context. They maintain, a passive / 

laissez-faire leadership can create a negative and frustrating atmosphere which can lead to 

suppression of any innovative ideas emanating from the school staiT, whereas the 

authoritarian leadership, which they noted represents an authoritarian, non- consultative 

approach, can lead to the development of hierarchical structures where contact is 

invariably centred around a few individuals; and where initiatives come only from the 

top. However, MOEC (1997) recommends participatory leadership in which strong, 

dynamic leadership which recognises and actively acknowledges staff consultation and 

participation are essential. They note that, the use of this style will involve a high level of 

consultation facilitating the harmonisation of individual viewpoints, enabling the staff to 

arrive at a consensus on particular issues rather than relying on compromise, although, 

they say, from time to time, circumstances in the school may oblige the headteacher to 

combine a number of leadership styles. Secondary schools headteachers will have heard 

about the management manual for primary schools in Tanzania from the heads of schools 

conference which is held annually in the country. Though in a different context, their 

Perceptions on leadership and management are similar to other researchers like Bolman 
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and Deal (1991), Everard and Morris (1985,1990,1996) and Torrington and Weightman 

(1989). Further, the Ministry of Education (1997) has also noted the preferred qualities 

for the heaciteacher as below. 

Qualities for the Head of School. 

The Government in Tanzania is drawing heavily on Western literature when making 

recommendations about school management even though the context is very different. 

The list of characteristics of effective schools in Tanzania is taken directly from the paper 

produced by Sammons et al in 1995 (see the table below and the annual evaluation form 

in Appendix 16). It is quite fair to adapt the same models of management but we should 

take into account the Tanzanian context. Normally, the report on headteachers is written 

by the head of section at the Ministry of Education based on the headteacher's personal 

and confidential file and the Inspectorate reports on the headteacher's perfomiance. 

Table 3: Essential qualities required by the headteacher. 

Leadership Set personal qualities and competence in the utilisation of power and authority. 
Oral Express thoughts, ideas, concepts and give directions clearly, concisely, 
communication logically; ability to listen, share information and understand direction from 

others. 
Written Ability to convey thoughts, ideas, concepts directions effectively in writing, 
communication clearly, accurately, concisely. 
Personnel Supervision and evalu on; employee selection 
management 
Decision Ability to collect and analyse data, consider alternatives, predict and evaluate 
Making consequences and take appropriate action. 
Delegating willingness to assign authority to subordinates, ability to rccognise when a 

subordinate is ready for a task and the ability to determine appropriate tasks to be 

- - 
delegated. 

G eiiersonal Competency to appropriately handle interpersonal relationships such as 
skills openness, caring, sensitivity and ability to cope with conflict. 
Initiative Ability to initiate action and proceed independently and resourcefidly, shows 

- motivation, assertiveness, effort. i; nýiety Consistent behaviour and adherence to a professional code of ethics and values 

l 

in all aspects of performance. 
Adaptability The ability to cope with change, to adapt and grow, to utilise change in a 

productive manner. 
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The headteacher in Tanzania is expected to acquire the qualities mentioned in the table. 

Further, the SDP (1997) designed a questionnaire based on the qualities required by the 

headteacher. They used a three point scale of below average, average and above average 

and listed various qualities for assessment. Table 4 shows what qualities of a leader were 

placed in each category. 

Table 4: IE[eadteachers qualities in categories 

Below average Average Above average 
Not viewed as supportive 11igh expectation of sta Produces maximum effort 

from staff. 
Fails to involve staff in 
decisions 

Highly supportive 
relationship 

Efforts of staff reflect 
favourably on leadership. 

Discourages independent 
judgement 

Network of creative 
interpersonal relationships 

Inspires spontaneity and 
creativity. 

Low morale among staff Facilitates enterprise Enthusiasm for work. 
Little / no influence on staff. Achievement of results A catalyst for cbange. 
Lacks leadership skills Transparent style 
Absence of transparency 
Condones sexual harassment. Gender balanced. 

Other practices which were researched in relation to the practices of headteachers were 

communication, personnel management, decision making and how the head performs the 

task of delegation. 

In written communication, the practices of headteachers ranked below average were 

where the headteacher uses inappropriate words/phrases, lacks communication skills, 

ideas not clearly elaborated, gives irrelevant information and cannot convey information 

in writing. The 'above average' practices were noted as, the headteacher with good 

communication skills and who encourages staff to communicate. 
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On personnel management practices, the above average practices for headteachers were, 

the head who supports and encourages staff, dedicates time and more effort for staff 

development activities, enhances self motivation among the stafT utilises staff expertise 

and exploits resources available in the environment. However, the 'below average' 

practices occur when the headteacher evaluates staff without basing on available 

techniques and is biased, distributes work load unequally, thereby creating disharmony; 

gives little help to staff due to individualism, and intimidates staff 

However, the ranking of the headteachers' practices on decision making in schools 

indicated those who scored above average, were those whose decisions were consistent; 

who made decisions with confidence and conviction, involved and informs all people 

affected at the right time; ensured that decisions were implemented at the right time and 

followed up implementation of decisions. Headteachers who scored below average were 

noted to have difficulty in identifying problems: their decisions were often based on 

emotions, they made decisions without proper analysis of available data and without 

analysis of consequences, without considering alternatives, and lacked proper decision 

making skills and did not follow up decisions. 

On delegation, the respondents of the study noted the below average characteristics of the 

heads of school on delegating duties and authority as one who does not give responsibility 

to the right person with the correct qualification for the task, does not support subordinate 

staff who fail to perform well, is generally not ready to assign duties, always tries to do 

the job alone, is self centred and delegates but withholds powers from delegatees. 

Further, headteachers who were ranked above average were those who delegate but do 

not abdicate responsibility, who train others on how to do things, supervise and allow for 
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creativity, accept responsibility for decisions and give opportunity for everyone to 

perform duties. Other aspects which were ranked below average were lack of vision, full 

of criticism, always complaining about staff and revealing confidential information 

In addition to executing delegation, the Institute for Management Training (MANTEP) 

which conducts management courses for headteachers advises headteachers to have 

confidence and trust in teachers'under them, know which tasks should be delegated to 

whom and their teachers' ability and technical competence. Headteachers, are advised to 

define what should be delegated and what should be retained and then give any other 

necessary instructions and let the delegatee do what is required and only supervise and 

monitor the implementation of tasks without constant intervention (MANTEP, 1995). 

However, through the experience of training headteachers, MANTEP (1995) observed the 

problems which hinder delegation in Tanzanian schools to include: the headteachers' 

lack of confidence in their staff; fear of being overshadowed by other teachers; 

underrating the ability, competence and experience of teachers under them; assumptions 

that available teachers lack skills and competence in the tasks to be delegated; 

unwillingness of some teachers to accept delegated duties because of inadequate 

incentives. Moreover, teachers may be unwilling to accept delegated duties due to lack of 

confidence on making decisions, fear of making mistakes and being criticised, lack of 

training and enough work experience, and fear of being given duties without authority 

and other resources to carry them out. The aspect of communication in schools is 

elaborated in the following part. 
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Communication 

Connnunication is necessary in the day to day running of the school. Effective 

communication as MANTEP (1995) argues, enables the headteacher to establish and 

disseminate the goals of the school; make all teachers aware of the objectives of the 

school; provide necessary leadership, put everyone concerned in the picture of what is 

going on in the school and promote human interaction. MANTEP advises headteachers 

to select the most useful channel and media to gain the needed effectiveness, such as oral 

or written methods and have to select the language used in communication. to suit the 

recipient. 

I 
Through working with heaciteachers, MANTEP (1995) noted the problems that arise in 

the process of communication were by-passing or omitting someone in the 

communication chain resulting in expressions like 'I was not informed, 'I was not 

involved'. Other problems include, lack of clarity in communication which results in the 

listener interpreting the message wrongly; poor personal relationships at school among 

the staff or head and staff, inappropriate timing of communication and omission of the 

why of the communication. Other problems include: headteachers failing to see the need 

for communicating information - teachers need to know what is going on in school; 

headteachers using unclear words and failing to listen to the staff However, executing 

the tasks would require training which is highlighted under staff development which 

follows in the discussion. 

Staff Development. 

The managers of education in Tanzania acknowledge the importance of staff 

development. They agree that training should be provided to satisfy the personal and 
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occupational needs of teachers; also in order to help teachers to cope with various school 

activities, teachers need to be oriented, inducted or coached (MANTEP 1995). 

However, in Tanzania, the Central Government is responsible for the management of 

public secondary schools (MOE 1990). Therefore, functions, such as the recruitment, 

selection of teachers for the schools and staff development, tend to be the direct 

responsibility of the Ministry of Education and Culture on behalf of the Government. On 

this basis, headteachers do not have much power over staff development, they are left 

with the work of presenting their staff requirements to the Ministry of Education who will 

select teachers for staff development. A study done by Mwollo-Ntalima (198 1) noted that 

the Nfinistry of Education usurping power over staff development leads to headteachers 

feeling that teachers have been imposed on them and therefore they belong to the 

Ministry of Education headquarters rather than to the schools. Similarly, a study done by 

Kisenge (1993) on staff development in Tanzania, noted that it was the Ministry of 

Education which determined teachers' development and training needs; headteachers 

were only involved at the level of recommendations. Other tasks of headteachers which 

follow in the discussion are maintaining school/community/parent relationships. 

School/Community/Parents Links. 

Schools in Tanzania are not expected to operate in isolation from the community and 

Parent links. The Nfinistry of Education and Culture (1997) maintains that 

Communication links between the school, community and parents must be effectively 

developed if there is to be mutual support in the matters of formation of school policy and 

rules, fund raising classroom construction, maintaining school discipline, protection of 

school property, inviting support from donors, provision of basic services and attracting 
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expertise from the community. However, the fact that few students are selected to join 

government secondary schools discourages both the community and the parents from 

participating fully in schools matters. Similarly, as most parents are illiterate, they do not 

bother very much with school matters. 

Conclusion. 

This chapter has reviewed the literature on school management. It has discussed the 

concepts of management and llýadership and analysed the leadership and management 

styles together with the personal and managerial qualities for effective leadership before 

giving general views on management. Likewise, strategies for effective management 

have been discussed to enable headteachers to develop a variety of ways to improve their 

skills. 

Leadership and management styles together with the qualities for effective leadership in 

the Tanzanian context have been reviewed. They show the preferred skills for effective 

management in Tanzania and the advanced world are not seen to be very different 

although headteachers from these two areas have different backgrounds and work in very 

different contexts. Then, how do the headteachers, in Tanzania perform the task of 

management? 

Summary. 

In this study, the key issues about effective school management which I intend to 

investigate in the research include how school ethos is perceived in school and how the 

leadership and management styles of headteachers are perceived in schools, to examine 

how decision making and cc=nunication are practised in schools, to examine how 
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professional worldng relationships between the teaching staff are enhanced in schools and 

to find out how headteachers maintain the relationship between the school and the 

conununity and parents. 

The review of literature has influenced the design of the research study in the sense that 

the reviewed literature from the 'developed world' has revealed practices associated with 

effective school management which will be used to guide the study to explore the current 

practices used in Tanzanian context. The following chapter discusses the research 

methodology. 

57 



CHAPTER FOUIL 

Research Methodology. 

Introduction. 

The previous chapter reviewed some literature from the LJK and other countries in the 

West and literature from Tanzania about effective management in secondary schools. 

This chapter discusses the research design and the methods used to collect data for this 

study. It describes the processes that were followed: the design and dissemination of 

questionnaires, the planning and conduct of interviews and the techniques that were used 

to present and analyse the data collected. The contents of this chapter are presented in 

eight sections: Section One discusses the rationale for the research methodology; 

Section Two discusses the area of study; Section Three elaborates on sources of data and 

is followed by Section Four on population and sample; Section Five discusses the 

research instruments. The three final sections outline the administration of the 

questionnaires and interviews and the data analysis plan, and conclude with a discussion 

of the limitations of the study. 

Rationale for Research Methodology. 

This study is about the management practices of headteachers in Government secondary 

schools in Tanzania. It examines the perceptions of teachers and headteachers about what 

are good or effective management practices in Government secondary schools. The study 

also seeks the perceptions of the Chief Zone Inspector of Schools and the Director for 

Secondary Education on what they view as good management practices in secondary 

schools. 

58 



The main research questions to direct the study were: 

1. To find out how the schools' ethos, aims, rules and regulations were made and 

practised in schools. 

2. To find out how the leadership and management styles of the heads of schools were 

perceived in schools 

3. To examine how decision making and communication strategies were practised in 

schools by heads. 

4. To examine how professional worldng relationships between the teaching staff are 

enhanced in schools 

5. To find out how the heads of schools maintain the relationship between the school 

and the community and parents. 

The purpose of the study is to find out how heads of Government secondary schools 

manage schools in Tanzania. The study intends to: 

1. Survey the views of teachers and headteachers about the characteristics of a weH 

managed school. 

To investigate whether schools as work places are conducive places to work in. 

3. To find out how heads of schools accomplish the task of decision making and 

communication in schools. 

4. To examine how heads of schools enhance professional worldng relationships in 

schools. 

To find out how heads of schools maintain relationships with the community and 

the parents. 

6. On the basis of the research findings, provide suggestions for effective 

management practice in Government secondary schools in Tanzania. 
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The study used both quantitative and qualitative methods, thus, questionnaires and 

interviews were used to collect data. The researcher decided to combine the two 

approaches in order to enrich the findings of the study by comparing and contrasting the 

data. Moreover, as Easterby-Smith, (1991) and Thorpe and Lowe, (1991) maintain; 

when researching organisations and the people working in them one should attempt to 

mix methods to some extent, because, they say, it provides more perceptions on the 

phenomenon being investigated. Three main methods of data collection were employed. 

(i). Questionnaire. 

The researcher used a questionnaire survey to gather the general perceptions of the 

teachers and headteachers in Dar-es-Salaam and Coast region (see Appendix 3). The 

reasons for choosing a questionnaire survey were, as Cohen and Manion, (1994: 83) state, 

"a research survey gathers data at a particukir point in time with the 
intention of describing the nature of the existing condftions or identi 
siandards againyt which existing conditions can be compared" 

&Ag 

Also, as Borg and Gall, (1989) point out, questionnaires could cover a larger population 

sample in less time than the interviews. 

Further, as Tuckman, (1978: 96) states, questionnaires were used by the researcher, 

because they provide access to what is inside a person's head. Questionnaires measure 

what a person knows (knowledge and information), what a person likes or dislikes (values 

and preferences), and what a person thinks (attitudes and beliefs). Questionnaires can 

also be used to discover what experiences have taken place (biography) and what is 

occurring at present. The questionnaires were composed of both the unstructured 

response (open ended) and the structured response (closed ended) questions. Apart from 
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the general information questions, the questions included a range of topics on school 

management practices. The questions were identical so that the results could be 

triangulated between different groups of respondents. The unstructured responses were 

intended to exert little control other than by virtue of the questions asked. The response 

would be stated in the way the respondent chose rather than agreeing with the set 

responses. This helped the researcher to obtain answers that were unanticipated. 

Furthermore, questionnaires were found by the researcher as least expensive. It has been 

argued by Grosof and Sardy (1985), Kerlinger (1973) and Cohen and Manion (1989) that 

questionnaires are the least expensive means of data collection and the most likely to 

preserve the anonymity of the respondents, thereby encouraging fi-ankness and honesty. 

Also, they are a convenient means of accessing many and widely scattered respondents 

(Youngman, 1979). Further, self completion questionnaires allow for comparisons to be 

made between individuals and groups (Wiersma, 1984) and are also easier to analyse than 

other techniques like interviews (Cohen and Manion 1989). 

However, the questionnaires used in the research were based on one used in a study in the 

UK. Could the study be replicated in Tanzania? The study adapted some of the 

questionnaires which were used under various themes like school ethos, leadership and 

management, decision making and communication, professional working relationship and 

the relationships between the school, the community and the parents. The questions were 

not adopted wholly, but, were modified and framed to fit the Tanzanian context. Some 

questions were left out, for example, on school ethos, a question of whether there was an 

explicit equal opportunities policy and if the policy was generally implemented. In 

Tanzania, such a policy does not exist and most teachers would not understand it. 

Questions on the management of change were left out, because, in Tanzania, we do not 
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have many reforms in education. Some words were also given alternative meaning such 

as 'vision' which was equated to 'school motto', an expression commonly used in schools 

in Tanzania. Then, together with the interview questions, they were pilot tested with 

research students from Tanzania and other countries in Africa - Uganda, Kenya, Zambia, 

Ethiopia, Botswana and South Africa who were studying at the Graduate School of 

Education, Bristol University. Ten graduate students were involved in the pilot. 

(ii). Interviews. - 

In-depth interviews with open ended questions were administered to eight headteachers, 

thirty two teachers, the Chief Zone School Inspector and the Director of Secondary 

Education. The design of the interview for each category of respondent covered the full 

spectrum of school management practices which enabled the respondents to focus on 

management practices of their headteachers (see Appendices 4,5,6, and 7)., This study 

mainly used semi-structured interviews for the headteachers, teachers, the Zone Inspector 

and the Director of Secondary Education. This kind of interview was preferred because it 

requires a framework of questions or issues to be explored in the course of an interview. 

This enabled the researcher to probe and ask follow up questions and hence gain deeper 

understanding of interviewees' perceptions. - 

(iii). Ethnographic data. 

During visits to schools, it was possible for the researcher to collect some ethnographic 

data. However, she did not observe using a schedule, rather, as she spent quite a lot of 

time in the different schools, she was able to see what was happening and made notes on 

this. Observation was centred mostly on the factors that school inspectors in Tanzania 
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look for when they visit schools. These are some of the factors the school inspectors look 

for: 

I. Attendance at school on time for both teachers and students. 

2. School day routine - morning school assembly for both teachers and pupils. 

3. Silence within the school campus during class time 

4. School cleanliness in general. 

5. Teachers attendance in classes. 

6. Notes on the notice boards. 

7. Availability of facilities such as typewriters, a working telephone, adequate 

staffroom, teachers' offices, enough furniture, school transport and pigeon holes. 

(School Inspectors Report, 1996). 

The attention of the researcher was directed on observing the management practices of 

headteachers in various situations such as how headteachers talked with teachers, moved 

about in school, explained issues to teachers and students, showed appreciation such as 

saying 'thank you' to teachers and how the headteachers conducted staff meetings (as the 

researcher observed in one school). The researcher believes that this kind of data can 

reveal much about school management practices, as pointed out by Everard, (1986: 22), 

'Spen&ng a day in a school affords many opportunities to pick up the, 
flavours of what a school stands for, what it is like and what sort of 
leadership the head gives .. A passing remark can speak volumes ... So can, 
what happens when the head encounters a pupil, .. a staff, ... Staffrooms 
and classrooms also speak ". 

Area of Study. 

The study was conducted in the Dar-es-Salaam and Coast regions of Tanzania. This area 

was purposely selected because, unlike other regions, it has many schools of different 

types. It has sixteen public secondary schools in total. Among these schools, there are 
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boarding schools, day secondary schools, co-education secondary schools and single sex 

secondary schools. 

Another reason for choosing this area was because communication is easier in the area 

selected for study. The research was conducted in April-June 1998. In this period, there 

are heavy rains in the country which makes communication difficult. Hence, railways 

and road transport which the researcher depends upon to travel to other regions become 

unreliable. Time and budget constraints were other reasons which limited the researcher 

to two regions 

Sources of Data. 

Data were collected first by a research survey using questionnaires (open ended and 

closed ended) which was distributed to the sixteen headteachers and ten teachers from 

each school. The purpose of the survey was to generate information about the 

management of schools in general and show respondents' perceptions. Then, more data 

were collected using interviews from four well managed schools and four less well 

managed schools. These schools were identified on the basis of a review of open-ended 

comments in the questionnaire and partly on observation while distributing 

questionnaires; the Inspectorate reports; recommendations from heads of sections at the 

Ministry of Education; and on the examination of league tables from the National 

Examination Council. In each of the eight schools, the headteacher and four teachers 

were interviewed to generate information for the study. other respondents who were 

interviewed included the Chief Zone Inspector of Schools and the Director for Secondary 

Education. The Chief Zone Inspector was included because he is supposed to have full 

information concerning the progress and problems of the schools in the zone, whereas, 
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the Director of Secondary Education deals directly with the management of secondary 

schools apart from being a policy maker of education in Tanzania. 

Population and Sample. 

The sample of the survey was based on convenience and purposive sampling. 

Convenience sampling, as Cohen and Manion (1994: 88) state, involves choosing the 

nearest individuals to serve as respondents, whereas, in the purposive sampling, 

researchers hand-pick the cases to be included in the sample on the basis of their 

judgement of their typicality and match to their specific needs. The survey sample in the 

study was selected following these criteria. 

Respondents in the Study 

The respondents in the study included: 

1. Research survey: 

* 16 heads of schools 

,b 160 teachers (ten from each school) 

Total 176 Questionnaires. 

2. Interview Schedule: 

* 08 heads of schools 

9 32 teachers (four from each school) 

91 Zone Inspector 

* 01 Director of Secondary Education. 

Total 42 interviews. 

In the questionnaire survey, the researcher planned to get ten teachers with five or more 

years in teaching from each school using the fishbowl technique in which slips of paper 
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representing names of teachers in a school were placed in a bowl from which a random 

choice was to be made. A fishbowl random selection procedure was preferred because all 

the teachers with five or more years in teaching had an equal chance of being selected for 

the sample. The process ensures that each slip in the bowl had the same probability of 

being selected. Fox (1969: 334), states that, when a fishbowl technique is used, the 

researcher can be confident that bias had played no part in the selection process. It is a 

bias free technique. Similarly, the researcher planned that if she obtained respondents 

with five or more years of working experience, they could provide rich data for the study 

as Patton (1990) advises the researcher to select those from whom one can learn a great 

deal about issues of central importance to the purpose of the research (a purposive 

sample). Likewise, the sample was selected within limits of time and means (Miles and 

Huberman 1994). 

In contrast, when the researcher was visiting the schools, she found that her plans could 

not work. The headteachers said it was not easy to get access to all the teachers for the 

purpose of research. Second, the teachers themselves showed no interest in being 

bothered for work which could occupy their time without any financial benefits. So, the 

researcher ended up using a 'convenience sample'. The headteachers referred me to the 

senior academic officers who traditionally deal with researchers in schools. Then, the 

academic officer called the teachers for me. Thus, any teacher who was willing to fill in 

the questionnaire got it. In this case, most of the teachers who filled the questionnaire 

were those with administrative responsibilities at school and were most of the time 

around the school. 
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'Administration of the Questionnaires and Interviews. 

On OhApril 1998 the researcher wrote a letter to the Nfinistry of Education and Culture 

applying for permission to visit Dar-es-Salaam and Coastal region government secondary 

schools for research. Permission to visit the schools for research was granted on 7d' April 

1998. The Nfinistry issued a permission letter to show to heads (see Appendix 1). The 

researcher then started visiting Dar-es-Salaam secondary schools to introduce herself and 

the research intentions and to make arrangements to disseminate the questionnaires. 

There is an agreement among some writers that the major disadvantage of the 

questionnaires as a data gathering device is low percentage of return (Kerlinger, 1973, 

Cohen and Manion, 1989, Oppenheim, 1992, Frankfort - Nachmias, 1992). To offset this 

Problem, the researcher distributed the questionnaires to the schools in person and then 

left self addressed envelopes for teachers to seal in the questionnaire after working on it; 

and a big envelope was left with the school secretary to collect in the teachers' envelopes. 

In this way, the respondents were assured of anonymity and confidentiality of their 

responses. The researcher went to collect the questionnaires from schools on a date 

agreed with the teachers. This arrangement gave them some time to fill in the 

questionnaires. The researcher gave II questionnaires in each school in which 10 were to 

be filled by teachers and one by the headteacher. The total number of questionnaires that 

were collected out of the expected 176 was 139, giving a response rate of Wyo. Some 

teachers and headteachers simply did not return the questionnaires inspite of a number of 

Personal follow-ups and reminder notes (the details are in Appendix 10). Some 

headteachers felt the researcher was undermining their positions by addressing them as 

'headteachers'. In Tanzania, heads of secondary schools are addressed as 'headmaster' or 
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'headmistress'. The researcher used the term 'headteacher' to refer to both genders as a 

non-sexist term. 

The conduct of the interviews 'Zoegan after collecting the questionnaires. Interviews were 

only conducted in the four well managed schools and four less well managed schools 

which included the headteacher and four teachers in each school. All interviews were 

personally administered by the researcher. The interviews were recorded in audiotape 

and transcribed to maintain accuracy of data and preserve the original words of the 

respondents. The researcher also took notes during the interview sessions. Taking notes 

helped the researcher to capture the meaning and context of the interview more 

completely. As Bogdan and Bilken (1992: 107) state, the tape recorder misses the sights, 

the impressions and extra remarks said before and after the interview. Moreover, 

fieldwork notes provided a personal log that helped the researcher to keep track of the 

development of the study, to visualise how the research plan was affected by the data 

collec ted and to remain conscious of how the researcher was influenced by the data. 

The questions that were asked in the interview for the teachers in each school were the 

same so that in the end, it would be possible to compare the responses. Similarly, most 

questions were the same for the teachers and the headteachers for triangulation purposes. 

The Chief Eastern Zone Inspector of Schools and the Director for Secondary Education 

were interviewed to generate their experiences and knowledge on secondary school 

management and for policy purposes. 
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Data Analysis Plan. 

Regarding the information accrued from the survey questionnaire, due to the sample of 

the respondents in each schoo! being small, (that is ten teachers in each school and the 

head of school) it was not possible to do a school by school analysis because there were 

not enough questionnaires from each school (the respondents would not be 

representative). Therefore, all respondents were reported as a whole. Further, the 

respondents for the categories strongly agree and agree and disagree and strongly disagree 

were joined in order to get a larger opinion. The researcher also examined the responses 

from teachers and headteachers separately. Furthermore, the schools were put into three 

groups. Group I was based on the location of the school which comprised city secondary 

schools and coastal secondary schools; Group 2 was based on type of schools which 

comprised girls only, boys only and co-education secondary schools; Group 3 was based 

on boarding or day secondary schools (Boardday). Likewise, heads of schools and 

teachers were combined together as a group to get their perceptions of various practices 

of headteachers. Each section in the questionnaire had various items for the respondents 

to respond to: the items were merged under one question such as communication, 

community, decision making, leadership and management, professional working 

relationship, school aims, school climate and school rules. The information gathered 

from the questionnaires used in the research survey was analysed quantitatively with the 

help of the Statistical Package for Social Sciences (SPSS). In this case, one way Anova 

analysis of variance and T -tests for independent samples were used to get the perceptions 

of teachers and headteachers on the study (Bryman and Cramer 1997: 135). 

The information gathered from the in-depth interviews was qualitatively analysed as 

follows : 
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1. Each recorded interview was transcribed and written notes summarised. 

Information from each of the research questions was gathered together. 

This information was organised into themes such as school ethos, aims, rules and 

regulations; leadership and management; communication and decision making; 

professional worldng relationships and the school and conununity / parents 

relationships. 

The emerging themes were then described and analysed in the light of the issues 

raised in the conceptual framework and literature. 

Limitations of the Study. 

The researcher anticipated several problems. The study dealt with personal issues related 

to the management practices of headteachers. Some headteachers refrained from giving 

information about their weaknesses in management in order to protect their rie putation and 

status. Hence, the researcher needed to build a relationship of trust and took time to make 

the Purpose of the study clear to the respondents, and to reassure the respondents of 

Maintaining confidentiality and a degree of anonymity. Also Frankfort (1992: 198) points 

Out thatý each data collection method has certain advantages but also inherent limitations. 

For instance, by using the in-depth iiiterviews, the researcher had no guarantee on the 

truth of what was reported. in order to minimise the degree of specificity, as Frankfort 

(1992: 199) advises, the researcher used more than one method - the questionnaires, the 

in-depth interviews and direct observation, also asked many similar questions to the 

respondents in order to triangulate the information. 

Another major limitation is that a fully generalisable study requires a large amount of 

information. However, financial constraints, transport problems and time constraints and 
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difficulty of travelling around all schools made this impossible, hence generalisations 

made in this study would only be suggestive rather than conclusive. 

However, the researcher anticipated several problems like communications, teachers not 

willing to participate in the research for nothing because they are used to be given a token 

by international researchers and also many researchers have researched in schools but 

there is nothing done to improve the situation. 

Condusion 

This chapter has discussed the research design and the methods that were used to collect 

data that would answer the researcher's research questions and test her assumptions. It 

has described the processes that were followed in the design and dissemination of the 

questionnaires and the planning and conduct of the interviews. The next chapter presents 

the findings of the questionnaire airvey. 
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CHAPTER FIVE. 

Presenting the Quantitative Data. 

Introduction. 

The previous chapter has discussed the research design and methods used to collect data 

for this study. This chapter presents and analyses data from the survey questionnaire 

done by teachers and headteachers from all the 16 Government secondary schools in Dar- 

es-Salaam and Coast regions where the study was conducted. 

The whole questionnaire had 99 items organised into nine sections. The respondents 

answered in a five point wale: Strongly Agree (SA), Agree (A), Disagree (D), and 

Strongly Disagree (SD). In the analysis and presentation of findings several things 

happened. 

1. It was not possible to do a school by school analysis because there were not 

enough questionnaires from each schooI (the number of respondents was not 

representative) therefore, all respondents were reported as a whole. 

2. The respondents for the SA and A, and for the D and SD were joined in order to 

get a larger opinion. 

3. When the responses showed there was more agreement to the items in the 

questionnaire than disagreement, then the researcher investigated whether there 

were any significant differences in perceptions if the schools were grouped. The 

schools were grouped as follows: (a) City and Coastal secondary schools; (b) 

Boarding and Day secondary schools; (c) types of school, that is, girls only, boys 

only and co-education secondary schools; (d) Teachers and headteachers (status). 
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Then, all the items in the questionnaire in each section were merged, such as the 

items under school ethos were regarded as 'school ethos'. 

The T test for independent samples was used to find out whether there was a 

significant difference between the groups of schools. The one way analysis of 

variance (ANOVA) was used to investigate whether there was a significant 

difference of perceptions among the type of schools since the T-test only deals 

with two groups. The results are reported section by section. 

School Ethos, Aims and Rules 

Research Task I sought to investigate the state of the school ethos, aims and rules and 

how they were made and practised in schools. 

(a) School ethos. 

Under the school ethos, the items which were investigated are shown in the questionnaire 

in the appendix. The total response to the questionnaire was 129 teachers excluding the 

headteachers 

Findings from the teachers perceptions on school ethos in percentage are reported in 

Table S. 
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Table 5: Teachers' perceptions on school ethos. 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree Deviation 

Agree and 
Disagree 

Pupils feel a sense of 83.0 3.1 14.0 . 879 NS 
achievement 
I-lave good academic results 79.0 - 20.9 1.011 NS 
Teachers encourage pupils to 98.4 - 1.6 . 622 NS 
learn 
Pupils & staff feel safe & 75.9 2.3 21.8 1.142 NS 

-ýecure A relaxed, purposeful 72.9 9.3 17.8 1.074 NS 
abnosphere, 
Fligh expectation of 77.5 9.3 13.2 . 902 NS 
achievement 
Buildings & grounds well 1 1.6 33.4 1.221 NS 

-maintained 

I 

The teachers' perceptions show a higher percentage of agreement than disagreement 

regarding school ethos in schools. However, comments from the open ended items 

revealed negative perceptions. Comments like 'teachers are faced with poor working 

cona7tions', 'the Goveniment should make sure all the necessa? y teaching - learning 

materials are available', 'teachers should have importantfacilities such as good salaries, 

Irwzsport, housing and medical services, 'buildings and grounds not maintained due to 

lack offunds. Such comments were reported in almost all schools. Even the National 

examination results (see Appendix 12) show the academic results of students are not 

good. Out of the 656 secondary schools in Tanzania, the nearest position taken among 

the schools in the study in 1997 was 40/656. How then do the teachers show more 

agreement than disagreement? The examination results and the open ended items indicate 

some problems concerning school ethos in Tanzania Government secondary schools. The 

T test for independent samples was used to find out whether there was a significant 

difference between the teachers and headteachers perceptions regarding school ethos by 
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location of schools; namely city and coastal secondary schools; the findings are reported 

in Table 6. 

Table 6: School ethos by location. 

Number of Cases Mean Standard Deviation 

City secondary 70 39.23 4.99 

Coastal secondary 69 35.91 6.72 

t=3.31 df = 137, P <. 001 

The responses from teachers in city secondary schools showed more agreement with the 

items about school ethos thaý I responses from the coastal secondary schools. However, 

when the teachers' perceptions were tested according to whether they were in boarding or 

day secondary schools (boaidday); the perceptions of teachers were seen not to be 

significant. It indicated t=1.18; ff = 119, NS. This data show that the location of 

schools had a greater influence upon the school ethos than whether the school was a 

boarding or day secondary school. 

Further, the researcher investigated whether there was a significant difference of 

perception among teachers in different types of schooL that is, girls only, boys only and 

co-education secondary schools towards the school ethos. Since the groups were more 

than two, a one way analysis of variance (ANOVA) was used. The teachers' perceptions 

showed F. Prob. was . 0001; indicating a significant difference (see Appendix 13 a). 

Using the Scheffe test, a post hoc analysis, shows that the difference was between co- 

education and single sex secondary schools. Single sex secondary schools' responses 

showed more agreement with the items in the questionnaire on school ethos than co- 

education secondary schools responses as shown in Table 7. 
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Table 7. ANOVA: School ethos by type. 

Number of Cases Mean Standard Deviation 

Girls only . 28 40.64 4.51 

Boys only 46 40.15 4.19 

Fýý- i 65 34.45 6- 40 

However, when tested to see whether there was a difference of perceptions between the 

teachers and headteachers (status) towards the assessment of school ethos in their schools, 

the data indicated no significant differences showing the t= .01, ff = 10.63, NS. 

Therefore, the perceptions of teachers and headteachers towards school ethos showed 

more agreement with the items in the questionnaire in city secondary schools and in 

single sex secondary schools than in coastal, co-education, boarding and day secondary 

schools. 

(b) School aims. 

The variable school aims included various items as shown in the questionnaire in the 

appendix. Findings from the teachers' perceptions in percentages are reported in Table 8. 
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Table 8: Teacher perceptions about School aims 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree Deviation 

Agree and 
Disagree 

Good academic results 97.7 .8 1.6 . 549 NS 
Pupils work in 86.1 3.9 10.1 . 901 NS 
co 
Promote knowledge 95.3 - 4.7 . 777 NS 
Promote moral values 79.1 7.8 1 13.2 1.028 NS 
Promote spirit of co- 93.0 2.3 4.7 . 731 NS 

_operation Promote spirit of 88.4 3.9 7.8 . 942 NS 

_wmpetition I 
Pupil maximum 95.3 4.7 

I 
. 761 NS 

achievement I 

The responses show that, there were no significant differences of opinion between 

teachers about the school aims. This is because the aims of education are set nationally 

and schools are obliged to comply. However, comments from several respondents on the 

open-ended items noted that high expectations of results are held mainly by teachers and 

by only a few students. Students' morale could be demoralised by the poor state of 

schools in terms of leaming facilities and the few places available for high schools. 

Therefore, to see whether there was a significant difference on how the school aims were 

perceived in schools; the T test for independent samples was used to see whether, by 

location of schools, the aims were perceived differently. The results showed no 

significant difference on the perceptions of the school aims. It indicated t= .38, df = 137, 

NS. On whether there was a significant difference regarding the school aims in boarding 

and day secondary schools, it indicated no significant difference. It showed t=1.43, df = 

116.39, NS. Uflcewise, the school aims by status showed no significant difference 

between the headteachers' and teachers' perceptions. It showed t=-. 41, df = 11.26, NS. 

Similarly, when school aims were tested using One Way Anova analysis of variance to 
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see whether there was a significant difference by type of schools regarding the 

perceptions of school aims, the results also showed no significance. It showed F. Ratio = 

2.012, df = 2, NS. 

Therefore, regarding the school aims in Government secondary schools, there is no 

significant difference on the perceptions of the school aims by location, boarding or day 

secondary schools, status or type of schools. The school aims are laid down by the 

Ministry of Education nationally. 

(c). School rules 

The items which were investigated under school rules are as shown in the questionnaire in 

appendix 3. Findings from the teachers perceptions are reported in table 9. 

Table 9: Teacher perceptions of school rules. 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree Deviation 

Agree and 
Disag 

Staff understand school 89.9 5.4 4.7 . 868 NS 
rules 

. 
Staff agree with rules 83.7 5.4 10.9 -. 942 NS 
Staff develop school rules 74.4 3.1 22.5 1.236 NS 
Staff work to achieve 78.3 2.3 19.4 1.130 NS 

_. ýchool goals I II School rules decided by 18.6 I 7.8 73.6- 1.242 NS 
headteacher I 

The table indicated high agreement on the items about the school rules except on whether 

the headteacher decides the school rules alone. Indeed, some school rules are formulated 

by the Ministry of Education. Even though, the majority have agreed, comments from the 

open-ended items reveal that the day secondary schools find it difficult to follow some of 

the rules and regulations such as being on time at school, because of poor transport in the 
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country. Some respondents expressed concern that since the rules and regulations affect 

staff, they should be set by the staff as a group, not by the senior management team alone. 

Some regulations were said to be 'out of date; such as 'women teachers not allowed to 

put on a lot of make up, curl hair, put on high heeeds shoes or mini &esses. These 

comments show that some teachers were concerned about the practice of school rules 

although a majority of teachers agreed with the rules. 

Hence, when tested to see whether there was a significant difference on how the school 

rules were made and practised in schools, by location showed no significance difference 

between the city and coastal secondary school. It indicated t= . 82, df 137, NS. 

Regarding whether there was a significant difference in the formulation and practices of 

school rules in boarding and day secondary schools, indicated no significant differences. 

It showed t=1.18, df = 119.14, NS. Likewise, regarding whether there was a significant 

difference in the formulation and practices of school rules as perceived by headteachers 

and teachers showed no significant differences as t=1.35, df = 14.87, NS. 

However, when the significant difference in the formulation and practices of the school 

rules was tested by type of schools using One Way Anova analysis of variance, it showed 

there was a significant difference on how the school rules were formulated and practised 

in schools by type. The F. Prob. was . 003 8 (see Appendix 13 b). 

Using the Scheffe test, a post hoc analysis, shows that the difference is between co- 

education secondary schools and single sex secondary schools as reported in Table 10. 
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Table 10: ANOVA: School rules by type. 

Number of Cases Mean Standard Deviation 

Girls only 65 18.64 1.61 

H; jTo-nly 28 18.67 1.84 

CO-eA 46 17.15 3.30 

This table shows that respondents from single sex secondary schools agreed more with 

the items in the questionnaire on school rules than respondents from co-education 

secondary schools. 

Therefore, regarding the formulation and practices of the school rules, it shows that there 

were no significant differences in teacher perceptions of the formulation and practice of 

the school rules by location, status, boarding and day secondary schools; but, * there was a 

significant difference by type of schooL and the difference was between co-education and 

single sex secondary schools. Some of the rules governing secondary schools are 

formulated by the Ministry of Education, however, individual schools are allowed to 

formulate their own school rules according to their environment and needs. 

Leadership and Management Practices in Schools. 

The section of the questionnaire on leadership and management included various items 

about management practices of headteachers in their schools as shown in the 

questionnaire in the appendix. Findings from the teachers' perceptions in percentages are 

reported in Table 11. 
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Table 11: Leadership and Management. 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree Deviation 

Agree and 
Disagree 

Provision of clear 93.0 1.6 15.6 1.096 S- 
direction 

ýgularly seen in school 88.4 1.6 10.1 1.029 NS 
Directly involved with 79.1 2.3 18.6 1.131 NS 

_pupils Accessible to staff 82.2 3.1 14.8 1.136 NS 

_Ppen to p les ideas 76.0 3.9 20.2 1.234 NS 
Provides excellent 72.9 7.0 20.2 1.193 NS 

ipadership 
Encourages staff 72.9 5.4 21.8 1.232 NS 

_ýevelopment activities 

_gxpresses appreciation 75.9 7.8 16.3 1.167 NS 
Takes part in staff 70.4 7.0 22.5 1.181 NS 

_Oevelopment activities 

_Discusses with staff 55.1 17.1 27.9 1.215 NS 
Supports teachers in 75.2 10.9 14.0 1.097 NS 

4risis 
Praises pupils special 58.2 14.7 27.2 1.312 NS 

--effort Works well with deputy 81.4 13.2 5.4 . 898 NS 

-4 
SMT 

Consults staff on major 74.4 4.7 21.0 1.240 NS 

-±cisions Provides support for the 76.7 4.7 18.6 1.132 NS 
staff 

I 

The table indicates more agreement than disagreement on all the aspects of leadership and 

management as practised in schools. However, some comments from the open-ended 

items indicated disagreement about how the tasks are practised in schools. Several 

respondents stated that, 'the headleacher rules using infonnation given to him by some 

members of staff withoutfin&ngfacts'some said, 'the head should try to co-Operate Ulth 

all staff, must be open, communicate and discuss with staff to get their ideas and 

suggestions' Some items stated that 'the head is hiaseg employs a dhdde and rule 

method, dictates most of the terms'while some heads are reported to be 'incompetent'. 
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Thus, Research Task 2, sought to find out how the leadership and management practices 

of headteachers were in schools. The T tests for independent samples was employed to 

get the perceptions of teachers and headteachers regarding the management practices of 

headteachers. Specifically, the t test was used to investigate whether there was a 

significant difference in perceptions of the leadership and management styles of 

headteachers by location of schools. Table 12 shows the perceptions of teachers and 

headteachers by location. 

Table 12: Leadership styles by location 

Number of Ca Mean Standard Deviation 

City secondary 70. 64.0 11.26 

Coastal secondary 69 58.01 14.29 

t=2.75, df=137, P<. 007. 

The data show that there is a significant difference regarding the leadership and 

management practices of headteachers as perceived by teachers in city secondary schools 

and coastal secondary schools. Teachers in city secondary schools were more in 

agreement than teachers in coastal secondary schools that their headteacher practised the 

behaviours detailed in the questionnaire items. There were more agreement responses 

towards leadership and management styles used in city secondary schools than from the 

coastal secondary schools. When the leadership and management styles of headteachers 

practices were tested according to boarding and day secondary schools. It showed as in 

Table 13. 
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Table 13. Leadership styles by boardday. 

Number of Cases Mean Standard Deviation 

g secondary 53 64.73 9.36 

Day secondary 86 58.74 14.61 

2.95, df = 136.77, P <. 004. 

The results show there was a significant difference regarding perceptions of the 

leadership and management styles of headteachers between respondents from boarding 

and from day secondary schools. The leadership and management styles of heads in 

boarding secondary schools were perceived more positively than in day secondary 

schools. 

However, when leadership and management styles were tested according to status, that is 

whether the teachers' and headteachers' views were significantly different towards the 

leadership and management styles of their headteachers, the results showed there was no 

significant difference between the teachers and headteachers concerning the styles of 

leadership and management styles. It showed t=1.06, df = 16.57, NS. 

Moreover, when the leadership and management styles of headteachers were tested 

according to type of schools, One way Anova analYsis of variance was used, which 

showed the F. Prob. was. 0001, indicating a significant difference of the leadership and 

management styles of headteachers by type (see Appendix 13 c). 

Using the Scheffe test, a post hoe analysis, shows that the difference is between co- 

education secondary schools and single sex secondary schools as shown in table 14. 
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Table 14: ANOVA: Leadership styles by type. 

Number of Cases Mean Standard Deviation F 

Ghirlsonly 28 68.43 6.52 

Boys only 

- , 

46 67.46 8.04 

T 0 : W- 65 53.29 13.97 

The table shows more agreement in responses to these items on the questionnaire in 

single sex secondary schools than in co-education secondary schools. 

Regarding leadership and management styles, the analysis shows there are significant 

differences in the perceptions of leadership and management styles of headteachers by 

location of school, type of school and whether it is a boarding or day secondary school. 

Decision Making and Communication Strategies. 

Tb-- imesearch Task 3 examined how decision making and communication strategies were 

reached and practised by headteachers. 

(a). Decision making practices in schools* 

Under the task of decision making, the items were as shown in the questionnaire in the 

appendix. Findings from the teachers perceptions in percentages are reported in Table 15. 
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Table 15: Decision making as perceived by teachers. 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree Deviation 

Agree and 
Disagree 

Head creates opportunity 70.5 4.7 24.8 1.216 NS 
jor questions I Explains &jusfifies 82.9 1.6 15.6 1.049 NS 
decisions 
Obtains ideas & suggestions 71.3 6.2 22.5 1.237 NS 
from staff 
Involves staff in decision 

-malcing 

77.5 .8 21.7 1.213 NS 

. 
Is persuasive 72.9 7.8 19.4 1.033 NS 
Is consultative 76.8 4.7 18.6 1.163 NS 
Is autocmtic 40.3 14.0 45.7 1.221 NS 
Teachers share in decisions 74.4 3.1 22.5 1.207 NS 
Decisions c9mmunicated 78.3 3.1 18.6 1.118 NS 

Lquickly I I I I 

The table indicates a high agreement on the task of decision making as practised in 

schools except on the item on whether the head was autocratic. However, some 

comments from the open-ended items in the questionnaire indicate problems on how 

decision making is practised in schools. They said that some heads do not involve 

teachers in decision making; one said, 'if you ask questions, you become his enemy, 

'others lamented that 'decisions were not communicated quickly to staff, or 'the head is a 

&clator'. The revelations indicate some problems on how decisions were made in 

schools. 

Thus, using t tests for independent samples, the test was aimed to show whether there was 

a significant difference on how the decisions were arrived at or made in secondary 

schools by location. The results indicated no significant difference; the t=1.73, df = 

137, NS. It shows'that, decision making strategies are not different in city or coastal 

secondary schools. 
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W4en tested on whether the decision making strategies were different in boarding and 

day secondary schools, the t tests results indicated were as illustrated in Table 16. 

Table 16: Decision making strategies by boardday. 

Number of Cases Mean Standard Deviation 

Boarding sccondary 53 35.11 4.32 

Day secondary 86 31.16 8.04 

t=3.76, dt=134.96, P<. UUI. 

The results show that there is a significant difference in decision maldng procedures 

between boarding secondary schools and day secondary schools. It seems respondents 

from the boarding schools agreed more with these items in the questionnaire than inday 

secondary schools. 

When decision making strategies were tested by type of schools, using One way Anova 

analysis of variance, it showed the F. Prob. to be . 0001, indicating a significant 

difference in decision making strategies by type of schools (see appendix 13 d). Using 

the Scheffe test, a post hoc analysis, shows that the difference was between co-education 

secondary schools and single sex secondary schools as reported in table 17. 

Table 17: ANOVA: Decision making strategies by type. 

Number of Cases Mean Standard Deviation 

Girls only 28 35.96 3.19 

Boys only 46 36.59 3.37 

Co-ed. 65 28.48 7.94 
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Responses to the items on the questionnaire on decision making showed more agreement 

in single sex than in co-education secondary schools. But when decision making 

strategies were tested by status using t test, it indicated no significant dffference, showing 

t-1.66, ff = 17.74, NS. 

The results show there was no significant difference between the headteachers' and 

teachers' perceptions on the strategies of decision making in schools. The general 

analysis concerning decision making in schools showed that there were significant 

differences in schools by type of school and between boarding and day secondary 

schools. Location of school or status were not significant in influencing decision making 

in schools. 

(b). Communication practices in schools. 

The task of communication included various items which were investigated as shown in 

the questionnaire in the appendix. Findings from the teachers' perceptions in percentages 

are reported in Table 18. 
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Table 18: Teachers' perceptions of communication 

Strongly Don't Strongly Standard Comments 
Agreeand Know Disagreeand Deviation 

Agree Disagree 
77.6 1.6 20.9 1.141 NS 

to teachers I ýpr=ýdures 
of 71.3 5.4 23.3 1.179 NS 

communication 
69.7 11.6 18.6 1.11 NS 

between the head & 

-teachers Head wanders about 41.9 17.1 41.1 1.211 NS 
school 
Head sits in office 39.8 3.9 57.4 1.316 NS 
Communicates in 52.7 6.2 41.1 1.324 NS 
writing I 
Prefers fim to face 76.8 3.9 19.4 1.109 NS 
communication 

69.0 3.1 27.9 1.335 NS 

-in meetings 
Teachers briefed about 76.0 5.4 18.6 1.074 NS 
daily issues 
Staff clear about 77.4 8.5 14.0 1.057 NS 

jesponsibilities 
Minimum meetings 69.8 1.6 28.7 1.18 NS 

-Purposeful meetings 83.7 16 14.7 . 999 NS 

-Well chaired meetings. 86.8 10.8 1.050 NS 

The teachers' perceptions show high agreement regarding the task of communication as 

practised in schools except on whether the heads remain seated in the office when in 

school. However, some open-ended items show there were problems with 

communication in schools. One respondent pointed out that with a double session 

programme, the school size becomes too big to handle; others said, internal school 

communication should be improvedý adding W clon't have telephone facilities for 

teachers, proper offices andgood chairs. Some just commented, 'conswIldlion of staff is 

importmt' while others said, meetings are not well chaired and end in chaos. These 

revelations show problems, but surprisingly, the majority of teachers responded positively 

to these items. 
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Thus, regarding whether there was a significant difference in the channels of 

communication and how they were practised in school, by location, the results showed no 

significant difference, indicating t=1.08, df = 137, NS. However, when communication 

strategies were tested by boarding or day secondary schools, the results were as indicated 

in Table 19. 

Table 19. Channels of communication by boardday. 

Number of Cases Mean Standard Deviation 

Boarding secondary 53 51.98 6.63 

Day secondary 86 48.86 8.46 

t=2.42, dt=12921, P<. 017. 

The results show there was a significant difference in perceptions of the channels of 

communication between respondents from boarding and day secondary schools in the 

study. Respondents showed more agreement with the items in the questionnaire in 

boarding than in day secondary schools. 

Further, when communication strategies were tested by type of schools using one way 

Anova analysis of variance, it showed the F. Prob. was . 001, indicating a significant 

difference in the channels of communication by type of school (see appendix 13 e). 

When the Scheffe test, a post hoc analysis was used, shows that the difference was 

between co-education and single sex secondary schools as reported in Table 20. 
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Table 20: ANOVA: Channels of communication by type. 

Number of Cases Mean Standard Deviation 

Girls only 

_ 

28 52.96 4.15 

g;; -7s only 

11ý 

46 53.72 5.81 

Co-ed. 65 46.20 8.74 

There were more responses in agreement to the items in the questionnaire in single sex 

secondary schools than in co-education secondary schools. Furthermore, when the 

channels of communication were tested by status, the results showed that there was no 

significant difference between the headteachers' and teachers' perceptions regarding the 

channels of communication in schools. They showed t=1.46, df = 12.97, NS. 

The general analysis of communication channels in schools indicated that there was a 

significant difference in perceptions of the channels of communication used between 

respondents in boarding and day schools and also by type of schools. However, there is 

no significance difference in the channels of communication in schools by location and 

status. 

Professional working relationships. 

The section on professional working relationships in school had 28 items which 

informants were asked to assess. The items are as shown in the questionnaire in the 

appendix. Findings from the teachers' perceptions on professional worldng relationships 

are reported in Table 21. 
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Table 21: Teachers perceptions on professional working relationship. 

Strongly Don't Strongly Standard Comments 
In this school: teachers: Agree and Know Disagree and Deviation 

Agree Disagree 

Express views openly and 80.7 1.6 17.8 1.133 NS 
honestly 
Teachers views taken seriously 69.7 5.4 24.8 1.180 NS 
Encouraged to seek solutions to 83.7 1.6 14.8 1.021 NS 
problems 
Teachers feel welcome and at 66.7 7.8 25.6 1.069 NS 
case 
Teachers co-operate onjoint 73.7 6.2 20.2 1.079 NS 
activities 
Teachers committed to work 79.8 3.9 16.3 . 958 NS 
together 
Teachers discuss teaching 72.1 2.3 25.6 1.094 NS 
methods 
Teachers jointly plan new 62.8 6.2 31.0 1.068 NS 
approaches 

-Prepare 
teaching materials 49.6 7.8 42.7 1.118 NS 

Teachers give each other 67.4 5.4 27.2 1.098 NS 
practical advice 
Teachers observe teaching mid 38.8 7.8 53.5 1.110 NS 
give feedback 
Teachers with difficulty get 74.4 6.2 19.4 1.057 NS 
support 
Teachers strive to improve 83.0 7.0 10.1 . 844 NS 
teaching 
Teachers keep proper students 91.4 2.3 6.2 . 758 NS 
records 
Good team spmt among staff 78.3 6.2 15.5 1.011 NS 
Staff support headteacher 94.5 5.4 10.1 . 893 NS 
Headteacher delegates 90.7 3.9 5.5 . 754 NS 
management tasks 
Teachers develop skills through 96.1 3.1 10.8 . 859 NS 
tash 
Teachers feel happy and satisfied 49.6 8.5 41.9 1.225 NS 
Teachers feel supported by 75.2 6.2 18.6 1.079 NS 
headteachcr 
Staff contributions recognised 79.1 7.0 14.0 . 980 NS 
Staff share experiences and 85.2 2.3 12.5 1.031 NS 
success 
Teachers have a sense of team 72.1 4.7 23.3 1.079 NS 
work and mutual support 
Much conflict of interest among 17.9 9.3 72.9 1.079 NS 
staff 
Teachers collaborate freely 62.0 8.5 29.5 1.184 NS 
among them 
Teachers controlled from the 30.2 15.5 3T2 1.129 NS 
centre 
Teachers duties set by 33.3 6.2 60.5 1.112 NS 
headteachers 
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Findings from the teachers perceptions show more agreement to all the items in the 

questionnaire on staff development as practised in schools except on whether teachers 

observe each other when teaching and give feedback, whether there was much conflict of 

interest among staff, teachers controlled from the centre and whether teachers duties were 

set by the head. Although, there was more agreement with the items on the questionnaire, 

some comments from the open ended items reveal the opposite. One respondent said, 

'teachers don'tfeel very happy and salis7ed with their work, others sell lemons, plastic 

bags, cold water, do manual work in the evening and weekends to support theirfamifies. 

Some comments noted that, 'teachersfeel there is too much to dofor too little money. 

One respondent said, 'there is no co-operation between the staff and the head which leads 

to poor management'Others said, 'the head delegates, hut goes on to do whatever he had 

delegated because of lack of confidence in his staff. Some comments said, 'teachers 

have no time of working together because of economic hardships, they are busy looking 

for extra income. Despite more agreement of staff with the items on the questionnaire, 

the revelations on the open-ended items show something amiss on the practise of 

professional worldng relationships in schools. 

Thus, the T test for independent samples and one way Anova analysis of variance were 

used to identify whether there was a significant difference on views about the 

professional working relationships by location of schools , the t tests results indicated 

there was no significant difference as t=1.78, df = 137, NS. The results show that, 

concerning the task of promoting professional working relationship in schools, location of 

schools did not influence the teachers' responses. 
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When practices of headteachers on promoting professional working relationships was 

tested by boarding and day secondary schools, it indicated no significant difference 

showing t=1.06, df = 130.72, NS. Likewise, when headteachers practices towards 

professional worldng relationships were tested by status, the perceptions showed there 

was no significant difference in the responses from teachers and headteachers, as t= . 05, 

df = 10.48, NS. 

However, to examine whether there was a significant difference in perceptions about 

promoting professional working relationship by type of schools, a one way Anova 

analysis of variance was used which showed the F. Prob. to be . 0002, showing a 

significant difference in promoting professional working relationship employed by 

headteachers by type of schools (see Appendix 13 f). 

Using the Scheffe test, a post hoc analysis, shows that the difference was between co- 

education and single sex secondary schools as reported in Table 22. 

Table 22: ANOVA: Professional working relationship by type. 

Number of Cases Mean Standard Deviation 

Girls only 28 100.86 10.08 

Boys only 46 99.93 12.66 

Co-ed. 65 89.80 17.21 

The respondents from single sex secondary schools were more likely to agree with the 

items in the questionnaire on professional working relationships than those from co- 

education secondary schools. 
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The general analysis concerning perceptions of the promotion of professional working 

relationships as practised by headteachers showed significant differences by type of 

school but no significant differences by location, boarding or day secondary schools, and 

status. 

School relationship with the community/parents. 

Research Task 4 sought to find out how the headteachers maintain the school 

relationship with the community and parents and to find out how much community and 

parents' involvement there was in schools. 

(a). School/community relationship. 

The section on community - school relationship had seven items to be investigated. 

Findings from the teachers' perceptions regarding school community relationship in 

percentage are reported in Table 23. 

Table 23: Teachers' perceptions of school-community relationship. 

Strongly Don't Strongly Standard Comments 
Agree and Know Disagree and Deviation 

Agree Disagree 
School activities respond to 65.9 4.7 29.5 1.095 NS 
community 
Teachers play active role in 68.2 9.3 22.5 1.038 NS 

. community 
Pupils play active role in 56.6 9.3 34.1 1.102 NS 
community 
Community play active role 48.0 12.4 39.6 1.119 NS 
in school 
School good links with 24.1 20.9 55.0 1.030 NS 
local industry 
Close school - community 66.7 19.4 14.0 . 977 NS 
relationship 
Improvement ideas 55.0 17.1 27.9 1.145 NS 
exchanged I I I 
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The table shows a range of perceptions regarding the school - community relations. The 

comments from the open ended items also show a variation of perceptions. For instance, 

several respondents said, 'the school - community relationship was average; some said, 

'the schools do not seem to he part of the community, while others said, 'community 

involvement in school matters is very little'. 

Thus, testing whether the relationship was influenced by location using t tests for 

independent samples, showed no significant difference as t= . 03, ff = 137, NS. The 

results indicate no significant'difference between the responses from city and coastal 

secondary schools about community involvement in school matters. Likewise, when 

community - school relationship was tested by boarding or day secondary schools; the 

results showed no significant difference as t=1.30, ff = 109.55, NS. Similarly, when 

status was used to show whether there was significance difference in their perceptions 

regarding community - school relationship or involvement in school matters; it as well 

showed no significant difference. It indicated t=_. 13; df = 10.3 1, NS. ' 

However, when community/school relationship was tested by type of school to find 

whether there was a significant difference in maintaining good relationships, a one way 

Anova. analysis of variance was used which showed the F. Prob. to be 
. 0303, indicating a 

significant difference in promoting community - school relationship by type of school 

(see Appendix 13 g). 

Using the Scheffe test, a post hoc analysis, showed the difference was between co- 

education and single sex secondary schools, as shown in Table 24. 
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Table 24: ANOVA: Community-school relationship by type. 

Number of Cases Mean Standard Deviation 

Girls only 28 23.14 4.33 

liýy-; -only 46 24.50 5.43 

Co-ed. 65 21.72 5.77 

The responses to the three items in the questionnaire showed more agreement in single 

sex secondary schools than in co-education secondary schools. The general analysis of 

the community school relationship indicate that there were no significant differences in 

the relationship between the school and the community by location, status, boarding or 

day secondary schools, while there was a significant difference in school-community 

relationship by type of school and the difference was between co-education secondary 

schools and single sex secondary schools. Teachers in co-education schools were more 

likely to perceive the school - community relations as poor. Most co-education secondary 

schools are recently built and so not yet fully established. 

(b) The school/parent relationships. 

Concerning the school - parents relationships, the items included in the questionnaire are 

as shown in the questionnaire in the appendix. Findings from the teachers' perceptions 

regarding the school - parents' relations are reported in percentages in Table 25. 
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Table 25: Teacher perceptions of school - parents relationship. 

Strongly 
Agree and 

Agree 

Don't 
Know 

Strongly 
Disagree and 

Disagree 

Standard 
Deviation 

Comments 

School good relations with 

_parents 

82.2 11.6 6.3 . 873 NS 

Parents welcome to school 81.4 8.5 10.1 . 952 NS 
Parents informed and 

_ponsulted 

84.5 4.7 10.9 1.030 NS 

Jýarents help in classroom 34.9 14.7 50.4 1.212 NS 
Parents encouraged to ask 

__questions 

66.7 11.6 21.7 1.090 NS 

-Active and supportive parents 46.5 17.1 36.5 1.225 NS 
Jýarents days well attended 39.6 17.1 43.4 1.244 NS 

_. 
Parents proud of school 69.0 17.1 13.9 1.058 NS 

_j 

The table indicates a range of perceptions regarding school-parents relationship. 

Similarly, comments from the open ended items showed variations of perceptions. Some 

pointed out that 'there is a cold relationship between some parents and the school 

management'. some said, ýparents ive sometimes informed of their chil&en's 

performance when it is too late or not at all, and some parents don't bother to know their 

children's progress. Some comments noted that 'some parentsare illiterate and tend to 

leave everything to the teachers - academic, social and moral development of their 

chil&en'. 

Thus, on whether there was a significant difference in maintaining the school - parents 

relationship by location of schools, using at test for independent samples; the results are 

reported in Table 26. 
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Table 26: Parents - school relationship by location. 

Number of Cases Mean Standard Deviation 

City secondary 70 29.30 5.56 

Coastal secondary 69 26.75 5.28 

t=2.77, df=137, P<. 006. 

The results indicate that there was a significant difference by location regarding the 

parents-school relationships. It shows there was more agreement with the items regarding 

parents - school relationship in city secondary schools than in coastal secondary schools. 

However, when the parents-school relationship was tested by boarding and day secondary 

schools; the results showed no significance difference. They indicated t= . 24, df = 

133.413, NS. Similarly, when parents-school relationships was tested by status to see 

whether there was a significant difference in perceptions of the parents' involvement in 

school matters; the results showed no significant difference in the perceptions of the 

informants. It showed t=-. 43, ff = 10.44, NS. 

However, when the parents - school relationship was tested by type; using one way 

anova analysis of variance, to see whether there was a significant difference by type of 

schools regarding the parents involvement in school matters; the results showed a 

significant difference. The F. Prob. was . 0001 (see appendix 13 h). Using the Scheffe 

test, a post hoc analysis, showed that the difference was between co-education and single 

sex secondary schools, as shown in Table 27. 
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Table 27: ANOVA: Parents - school relationship by type. 

Number of Cases Mean Standard Deviation 

Girls only 28 31.21 4.67 

Boys only 46 29.65 4.37 

Co-ed. 65 25.52 5.58 

The responses on the items of the questionnaire regarding parents - school relationship 

showed more agreement in single sex secondary schools than in co-education secondary 

schools. 

Thus, the general analysis shows that there was a significant difference in perceptions of 

the parent - school relationship by location, in which respondents from city secondary 

schools seem to have more agreement with the items in the questionnaire regarding 

parents - school relationship than respondents in coastal secondary schools. There was 

also significant difference by type of schools and the difference is between co-education 

and single sex secondary schools. Teachers in co-education schools were more likely to 

disagree with the items on the parents - school relations. 

Summary. 

This section has presented and analysed data from the survey questionnaire in the light of 

the study's research tasks and the perceptions of the respondents to the questionnaire 

regarding headteachers' practices in Government secondary schools in Tanzania. The 

significant issues that emerged from the questionnaire survey were: 
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The general perceptions'of teachers showed more agreement with the items in the 

questionnaire. This was t&. tn by the researcher to be partly influenced by culture, 

whereby people do not criticise their leaders openly. 

On School Ethos 

" Regarding the state of school ethos, city secondary schools' responses showed more 

agreement with the items in the questionnaire than coastal secondary schools. 

" By type of schools, there was a difference of teachers' perceptions regarding school 
. 6. 

ethos between co-education and single sex secondary schools. Responses from co- 

education secondary schools were more likely to disagree with the items in the 

questionnaire than the responseg from single sex secondary schools. 

Using T-tests, it showed that whether or not the school was a boarding or day 

secondary school was not a significant factor to determine school ethos. 

Concerning the school aims, teachers" perceptions of school aims were not affected by 
I 

location of school, boarding or day secondary schools and type of schools. All the 

tests using t- tests and one way Anova showed not significant. Similarly, the 

formulation and practices of school rules were perceived not to be different by location 

of schools, boarding or day schools. 

Difference in perceptions of the formulation and practices of the school rules were 

seen between co-education and single sex secondary schools. There were more 

agreement responses to the questionnaire in single sex secondary schools than in co- 

education secondary schools. 
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On Leadership and Management 

Regarding the leadership and management practices of headteachers, it showed that: 

There were differences in perception of practices of headteachers between respondents 

in the Coastal and City secondary schools. There were more responses in agreement 

with the items in the questionnaire in city secondary schools than in the responses 

from coastal schools. 

e Similarly, when responses from teachers in boarding and day schools were analysed, it 

showed more agreement in response to the items in the questionnaire, from boarding 

secondary schools than in the day secondary schools. 

Further, different perceptions on leadership and management practices were found 

between respondents in co-education and single sex secondary schools. Single sex 

secondary schools responses were more likely to agree with the items in the 

questionnaire than the responses from co-education secondary schools. 

On Decision Making and Communication. 

Issues which emerged on decision making and communication strategies as practised by 

headteachers showed that: 

(a) Decision making. 

* The location of schools, that is city and coastal secondary schools was not a significant 

factor to influence perceptions of decision making practices in schools. 

* However, boarding and day secondary schools did influence perceptions about 

decision malcing. Boarding secondary schools responses regarding practices on 

decision making in schools showed more agreement with the items in the 

questionnaire than responses from day secondary schools. 
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Similarly, there were more responses agreement with the items of the questionnaire on 

decision maldng strategies in single sex schools than in the responses from co- 

education schools. 

(b) Communication. 

The communication strategies used in schools, by location of schools, showed that 

location of schools was not an influencing factor on responses, although there were 

more responses in agreement with the items in the questionnaire in boarding schools 

than in day secondary schools. 

Similarly, there were more positive responses agreement from single sex secondary 

schools on the items of communication than in co-education schools. Respondents 

from co-education schools seem to have a poorer perception of communication than 

respondents from single sex schools. 

(c) Professional working relationship 

" On professional working relationships, the location of schools or boarding or day 

schools was not a significant factor to influence perceptions of professional working 

relationships, but the type of schools was. 

" There were more responses in agreement with the items in the questionnaire from 

single sex secondary schools on promoting professional working relationships than in 

co-education schools. 

(d) School - community / parents relations. 

Issues which emerged on the school - community / parents relationships showed that, 

The location of schools, boarding or day schools were not influencing factors for 

perceptions about promoting school - community relationship although the type of 

school was. There were more responses in agreement with the items of the 
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questionnaire from single sex secondary schools than the co-education secondary 

schools. 

* On parents - school relationships, the location and type of schools were found to be 

influencing perceptions of factors of promoting parents - school relationships. City 

secondary schools showed more close parents - school relationship than coastal 

secondary schools. 

Similarly, the single sex secondary schools showed more parents involvement in 
I 

schools than in co-education secondary schools. 

Conclusion. 

Chapter Five has presented data from the survey questionnaire. Data was presented 

according to the themes of the research tasks. It is noted that, in Tanzania, culture leads 

people generally to make positive responses. The significant level of the research tasks 

was taken at P <. 05. The next chapter presents the two case studies. 
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CHAPTER SIX. 

Presenting the Qualitative Data. 

Introduction. 

The previous chapter presented and analysed the quantitative data from the survey 

questionnaire while this chapter presents the qualitative data which includes the 

interviews with the teachers and headteachers from two Government secondary schools in 

Tanzania, one on a well managed school and another from a less well managed school. 

The section presents the data collected through in-depth interviews and summarises the 

major findings. The researcher interviewed 42 respondents, which included 8 

headteachers (four from well managed and four from less well managed schools); 32 

teachers (four from each school); the Chief Eastern Zone Inspector of Schools and the 

Director for Secondary Education. 

As stated earlier in Chapter Four (research methodology), the four well managed schools 

were identified on the basis of a review of open-ended comments in the questionnaire and 

partly on observation while distributing questionnaires, the Inspectorate reports, 

recommendations from Heads of Sections at the Nfinistry of Education and on the 

examination of league tables from the National Examination Council. The points made in 

the interviews by headteachers and teachers from all the well managed schools were 

similar; they reported the behaviours that were included in the questionnaire and which 

are associated in the literature with effective school management, (for example, the need 

to have a vision and communicate it to st4 having clear procedures for decision making 

and communication). Responses from those interviewed in less well managed schools 

were also similar. Almost all respondents complained of unclear procedures of 
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communication and decision making in schools, of headteachers not involving staff in 

matters happening in school and headteachers lacking or not communicating their vision 

to staff. Therefore, rather than report all the data, the researcher decided to select one 

school in each category and report the findings in detail for these two schools. 

In the researcher's judgement, the two schools in the case study represent the best 

example in each group showing good management and poor management. In fact, the 

headteacher in the selected well managed school was granted an award as the best 

headteacher in Government secondary schools during the Workers Celebration Day in 

May 1997. Similarly, the researcher felt that the headteacher in the selected less well 

managed school faced problems which were most severe of all in the group. The 

researcher's three days stay at this school enabled her to observe uncontrollable hostility 

between the headteacher and the teachers and everybody wished for a change of 

management or staff. In this school, the fourth respondent to be interviewed refused to be 

interviewed and walked out of the room when he learned that the researcher was doing 

research for, academic purposes. He thought that the researcher had been sent by the 

Ministry of Education to investigate the management problems which they were facing at 

school. He told me; 'so you are one of the researchers, you catmot even help us to solve 

our problems. He excused himself for a while to go to the toilet and later on the 

researcher, to her surprise, found out that he had left. 

To maintain confidentiality, as Borg and Gall (1983: 113) advise that confidentiality 

should be guarded, the researcher linked the data to specific subjects by substituting 

numbers for names. The names of schools, as well as respondents were replaced by 

numbers. The perceptions of interviewees on issues to do with practices of headteachers 
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for well managed schools were analysed according to the themes; similarly, the 

relationships between their interpretations including similarities and differences are 

discussed. 

Teachers Accounts from the Less- and Well-Managed Schools. 

The data in this section are presented according to the responses of the teachers from the 

less well managed and well managed schools and have carried the following alphabetic 

and numbers: Responses from a less well managed school are indicated by Al. Similarly, 

responses from a well managed school are indicated by B2. The teachers are indicated as 

respondent I or 2 from Al or B2. The headteachers are indicated by headteacher A and 

headteacher B. The following is the schools' information. 

B2 school. 

This is a girl's only secondary school built in 1950. It is a day cum boarding school 

situated in Dar-es-Salaam city. Boarding facilities are provided only for Form Five and 

Six students, whereas all Form One to Four students are day scholars. The current 

number of pupils on roll is 1400 with an age range of 13-22 years. The school has a 

teaching staff of 80 and operates on a double session basis for students in Forms One to 

Four. The morning session starts at 7.30 until 1.15pm. The second session begins at 1.30 

up to 5.55pm. The students alternate the shifts after every three months. The school is 

very popular with students and parents. The school premises are well kept and 

maintained. The school buildings are in good condition and the teachers have two 

spacious staffrooms. There are also departmental offices for each subject, although, the 

heads of department said, they need to be expanded to allow more space to cater for more 

students. However, the school facilities are not adequate but since the school operates on 
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a double session basis, the facilities somehow cover the school community needs, 

although the wear and tear was high, said the headmistress. 

The Headteachees information. 

Headteacher B had been a headteacher for 23 years since 1975. This is her 5th school as 

headteacher. She has been the head of this school for ten years. She has attended a one 

year course in administrative skills in Tanzania; apart from that she was sent to Moray 

House in Scotland for three months to train in school management. She is a graduate 

with a BA degree with Education. 

Teachers' information 

The respondents from school B2 had the following qualities: Teacher I has been a 

teacher for 17 years and has worked in the school for all the 17 years. She is responsible 

for the school environment and cleanliness, and has a BSc. (Education) degree. She 

teaches Chemistry. Teacher 2 has been a teacher for 26 years and has also worked in the 

same school for 26 years. He heads the department of Physics and the school book store. 

He has a BSc. degree in Education and teaches Physics. Teacher 3 has been a teacher for 

20 years and has worked in the school for 5 years. She is the deputy head of the Biology 

department and holds a Master's degree in Education. She teaches Biology. Teacher 4 

has been a teacher for 22 years and worked in the school for 5 years. He is the co- 

ordinator of local examinations in the school and holds a Diploma in Education. He is 

also in the second year at the Open University in Tanzania doing a Bachelor's degree in 

Education. He teaches Geography. 
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The interview schedule listed at Appendix 3 was used with all the teachers to give their 

perceptions on different areas concerning what they perceived to be practices for effective 

school management. The following section gives the perceptions of respondents 

concerning the school ethos. 

School ethos. 

The first part of the interview concerns the school ethos and the respondents were asked 

to describe what it was like to work in their school; respondents from school B2 felt 

positive about the ethos in their school. The words in italics are direct quotes. Teacher I 

stated; 'Ifeel comfortable working in this school because there is good relationship with 

other teachers and the school a&nmistrafion co-operates very well with the staff '. 

Teacher 2 also said he had worked in the school for 26 years and he likes the 

a&ninistration because it involves staff in most decisions. Whereas, Teacher 3 

commented that their school is a good place to be since the aims and objectives of the 

school were followed by the staff and the students. Further, Teacher 4 stated that unlike 

his previous schools, this school has good organisation and co-ordination of activities and 

the students" discipline was good. 

The responses of the teachers interviewed from school B2 indicated that they were 

comfortable and satisfied being in their school, stating phrases such as Teacher I 'school 

leadership is good .. open leadership... involvement in decision making. Teacher 2 

stating; 'it is an old and well established school, there is co-operation among the staff, 

the staff are united and target to achieve the school goals together. Teacher 4 noted 

'good relationship with teachers. However, Teacher 3 stated that there was not much 

room for flexibility in their school. Most of the school decisions are taken by the top 
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management. Responses from the open ended items praise the school management 

saying for example, the head is considerate, co-operative and understan&ng. ' 

Likewise, the response from their headteacher on school ethos who said her main 

responsibility was to make sure the school community attend to their duties according to 

the set regulations and that she had established a follow up mechanism for different 

aspects. On academics, for instance, the academic mistress, heads of departments and 

class teachers see that the academic part was conducted according to the set regulations. 

Similarly, there was a discipline committee for discipline matters; on cleanliness, the 

maintenance teachers, area teachers and teachers on duty took care of the school 

cleanliness. Her duty, she said, was to make sure those rules were followed. The 

headteacher was confident, demonstrated that she was keen to push forward with school 

development, and perseverance to see the school community was performing as required. 

The next section presents the aspect of leadership and management in schools. 

Leadership and Management. 

On the aspect of leadership and management, the researcher through the interviews 

wanted to investigate the perceptions of teachers regarding the headteachers' vision for 

the school. Respondents from school B2 agreed that their headteacher had a vision for 

the school, saying that the head always asks teachers to work hard so that the school 

maintains good performance and good status. Further, Teacher 2 said their head was 

struggling to improve the state of the school and all the teachers were behind her. 

Teachers 3 and 4 also agreed saying that their headteacher had a vision for the school and 

kept on reminding the school community to work towards it. The teachers' responses 

were similar to their headteacher's who said her vision was embalmed in the school 
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motto, known as Isey' development, seffrefiance and seffrespect. These vision words 

were printed on the students' badges which were part of the uniform. She said, they made 

students aim high and be ambitious to develop themselves and it was part of life for every 

member of the school. Therefore, the headteacher has a vision for the school and has 

communicated it to staff. 

Further, respondents were asked how they would describe their headteacher's style of 

management. Respondent I from B2 praised the management style of their headteacher. 

He said, 'her management is good because she is closer to the teaching staff... if there is a 

problem, she involves everybody... she makes close follow up of teaching in the 

classes ... she al%%Ws works together with us. Moreover, Respondent 2 said their 

headteacher does not keep on tracing and pressing the teachers unnecessarily. But, 

Teacher 3 said that the headteacher uses a kind of top-down management and sometimes 

dictates most of what she has decided. Similarly, Teacher 4 said the headteacher wants to 

see everyone cooperating with what she wants or what has been decided by the SMT. 

However, open-ended comments from the questionnaires from this school expressed 

similar views to those heard in interview-, for instance, one respondent said their 

headteacher is a very good leader, although there was no more elaboration. Likewise, the 

headteacher described her management style stating that 'was having each member of 

school society involved on whatever helshe is assikned to do' and she had a follow up 

mechanism right from the student body to the top management to enable her to get 

feedback on tasks that had been delegated. 

In summary, respondents from school B2 reported the styles of management of their 

headteacher as being, for example, consultative style, involvement in decision making, 
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not tracing and pressing teachers unnecessarily, everyone is given something to contribute 

to the school management, wants to see everyone cooperating to achieve the school goals 

and sometimes dictates what she wants to be done. However, the teachers in school B2 

were pleased with their headteachers' style of management. 

In trying to get more information on leadership and management, the researcher asked the 

respondents how well they considered the head, deputy and senior management team 

worked as a team. Respondents from school B2 agreed that there was a team spirit in 

their school. For example, Teacher I in school B2 said; 'they work well because they 

usually have a meetingfor the a&ninistration team and whenever there is an issue; they 

alg%Ws come together and &scuss. Similarly, Teacher 2 stated; 'they work as a team 

because you can get information from any senior teacher about the school'. Further, 

Teacher 3 said, 'they work as a team, powers have been delegated to them all and they 

always meet to evaluate their duties. Teacher 4 also said that they work very closely and 

have many common issues and were friendly to one another. Their headteacher also was 

confident that there was a team spirit in the school; she said, 'when I can absent, the team 

isfully in charge of the school and there is ahvays peace. Therefore, these responses 

show the headteacher and the management team work closely together as a team. The 

following section presents teachers' perceptions on decision making. 

Decision making in schools. 

Regarding the aspect of decision making in schools, the researcher asked the respondents 

to explain how the school decisions were reached at school. Respondents from school B2 

said all staff had an opportunity to contribute ideas on decisions made at school. Teacher 

I stated, 'most school decisions are arrived at through consensus in the staff meetings, 

ill 



when &scussing academic issues, only teachers attend the meeting but when we discuss 

issues for the school, the non teaching staff also attend and we agree on resolutions 

together'. Further, Teacher 2 said apart from the stated rules or decisions from the 

Ministry of Education, some school decisions were made during the staff meetings where 

they usually discuss and come to a point. 

Likewise, when their headteacher was asked to explain how they arrived at school 

decisions, she said it depended on the qW of decisions, elaborating that there were 

decisions which were first made by herself in consultation with her deputy before they 

were brought to the staff meeting for approval or consultation with staff; some decisions 

were made in the staff meeting and some were made after the School Board and 

forwarded to the parents' meetings (if they concerned parents) for further decisions. 

Therefore, from the responses, it shows that the staff are involved in some school 

decisions through the staff meetings. 

Staff meetings are places where decisions and communication to staff is easily done. 

When the respondents were asked if their headteachers conduct regular staff meetings, 

respondents from school B2 stated that they had a staff meeting once a month where they 

discuss various school matters. However, they said, any member of staff with an issue he 

/ she wanted to raise was welcome to submit it to the secretary of the meeting who 

compiled the agendas of the meeting. They were happy that most of the issues agreed in 

the staff meeting were implemented, though some issues which require money were 

delayed due to lack of funds from the Government. However, when the respondents were 

asked if their headteacher had meetings with individual teachers, they said she only meets 

teachers who failed to do their duties as required. Responding on whether the 
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headteacher meets teachers individually for a talk or guidance, the headteacher said that 

she conducted meetings with problematic teachers to remind them about their duties. 

Therefore, deducing from the responses, it shows headteacher B2 is strict and followed 

the scheduled school plan for staff meetings and involved staff in reaching some 

decisions, although they also said, some teachers don't speak in the meetings even if they 

have something to say. The following part presents teachers' perceptions on 

communication in schools. 

Communication in schools. 

On the aspect of communication in schools, the researcher asked the respondents to 

explain how effective they considered channels of communication in the school to be, 

respondents from school B2 stated that there was verbal communication among the 

teachers and the headteacher, or as a reminder to staff, the headteacher uses various 

means such as putting messages on the notice board or in teachers' pigeon holes. 

Usually, they said, the issue would already have been discussed, for example in the staff 

meeting, and then such messages followed up as a reminder. Further, when asked if they 

were kept well informed about matters in school, they agreed. The first respondent added 

that, they were even reminded about matters in advance like preparation for end of term 

examinations, or if somebody was sick or absent, it was written on the deputy head's 

notice board. 

Their headteacher also said she uses oral and written communication but suffered the 

problem of some teachers not reading the notice boards. Similarly she said, 'besides staff 

meetings, I put announcements on notice boards and use a blackboard in the deputy 
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hea&nistress's office, I as well put announcements in the sign book which every teacher 

is supposed to sign daily, I also use the 77mrsday assembly, which is known as the 

headmistress &M to communicate with the school community; and sometimes, I use the 

teachers on duty to communicate information to students and staff. ' 

Generally, respondents from school B2 felt their headteacher communicated well with 

staff using oral and written means of communication, placing notes on notice boards and 

calling those who do not perform their duties as required for counselling. The responses 

from the open ended questionnaire were similar to the responses from the interviews. 

The following part presents teachers' perceptions on staff development as practised in 

schools. 

Staff development in schools. 

Professional working relationships among staff was one of the aspects probed in the 

study. This aspect is discussed under staff development. When respondents were asked 

to say what were the main areas over which teachers have considerable autonomy, all 

respondents in school B2 felt they have autonomy in the classrooms. Similarly, their 

headteacher stated that the teachers had more say in their teaching subjects saying that 

teachers as professionals have autonomy about which topic they will start to teach, what 

next and so on. Further, when asked if they felt that their expertise was fully utilised in 

schools, they felt that, since the Government schools lacked many learning and teaching 

facilities, their expertise was not fully utilised. Some respondents, for example, Teacher 

I in school B2 said some subject combinations were taught in school making most 

graduates teach ordinary level subjects rather than advanced level subjects. 
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However, when respondents were asked if they felt valued as members of staff, 

respondents from school B2 felt valued at their school by teachers and their headteacher 

although, they felt the Nfinistry of Education does not value teachers much; as Teacher I 

from school B2 said, 'schools lack many leaching-lew-ningfacififies, we share tables and 

chairs, I think the Minisity does not value us much. 

Furthermore, when respondents were asked if there were oppomufities to work 

collaboratively with colleagues or if they worked separately, respondents from B2 school 

said they worked collaboratively in their school. For example Teacher I stated, W work 

collaboratively especially with teachers teaching the swne fonns and subjects 1. 

Similarly, Teacher 2 said, 'we work together, we share experiences, if I don't understand 

something, I ask my colleagues and we discuss it ... we set and mark exwns together in the 

department'. Their headteacher also stated that she had no doubt about her staff working 

collaboratively. Thus, the responses show there is collaborative culture in school B2. 

The respondents were also asked to what extent they talk about professional matters with 

colleagues; respondents from B2 said they discuss a lot of professional matters and share 

freely their experiences. 

On whether teachers were encouraged to think about their professional development, all 

respondents agreed that they were, but said that they relied on personal initiative to apply 

for different courses and solicit funds. The headteacher's role in this aspect was to give 

initial recommendations on the application letters which were forwarded to the MOE for 

approval. Commenting on what help the headteacher gives the staff, she said, the 

Government secondary schools as such have very little to do with staff development, 

except when headteachers arrange meetings of various subject teachers to meet together 
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to review their subjects, or positively recommending staff letters for various courses and 

encouraging staff to go for further studies; and if seminars arose, she allowed them to 

attend. She also encouraged teachers to sit together in their departments, set tests together 

and mark tests together so that they could learn from each other. 

On the aspect of delegation, respondents were asked to comment on what extent the 

headteachers delegate; Teacher I from B2 said their head delegated a great deal and 

remained as overseer, while Teacher 2 said she had delegated responsibilities and gave 

the delegates powers of making decisions in their own areas but she wanted to be given 

feedback. Similarly, Teacher 3 said the tasks at school have been split up so much to 

different teachers. Their headteacher also said the same thing, that she had delegated 

duties but insisted on teachers reporting or giving her feedback. 

Therefore, the responses show headteacher B had delegated responsibilities to staff, and 

had left the delegates to do their responsibilities but insisted on feedback from the 

delegated tasks. The following part presents teachers perceptions regarding school - 

community / parents relationship. 

School/Community/Parents Relationship. 

The task of headteachers of maintaining school/community/parents' relationship was 

probed in the interview. Respondents were asked about their perceptions concerning the 

relationship between the school and the community, respondents from B2 said the 

school" s relationship with the parents was good and the parents sometimes met with the 

school management to discuss various school matters and the parents had even 

contributed money to build the school fence and improve the school toilets. However, 
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they pointed out the relationship between the school and the community was not known 

since the school was suffounded by the city. 

The responses show the school/community relationship in the Government secondary 

schools in Tanzania does not really exist except in the community secondary schools in 

which the community contributed their labour in building the school. On the parents' 

relationship with the schools, it showed that some parents involve themselves much in the 

school matters. The issue of illiteracy of most parents was pointed out as a contributing 

factor towards lack of parental involvement in school and not valuing education. Poverty 

of some parents made them see schools as other added burdens in their midst. The next 

part presents the perceptions of teachers and the headteacher from school Al. 

Al school 

This is an ordinary level (Form One to For7n Four) co-education secondary school built in 

1996. It is about 70 I= from Dar-es-Salaam city in a village. The students are now in 

Form 3. The school is small; it has three small rectangular buildings for classrooms and 

a small square house for administration. The population of students on roll is 360, with a 

teaching staff of 17 teachers. The school was built with the parents' effort when every 

district was required to construct a secondary school. The buildings are poorly finished 

and furnished. The corrugated iron sheets for roofing have started to rust. There are no 

ceiling boards in some buildings which causes a lot of noise in school especially in the 

rainy season. All the windows in the school buildings including the administration block 

and the headmaster's office have no shutters, instead, wire mesh is built in the windows. 

When the researcher was in the headmaster's office, for example, it started to rain and he 

asked her to help him drag his table which was near the window to the middle of the 
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office since rain water was dripping in from the window. The school has no games and 

sports facilities and there is no school fence. It is about one kilometre from the bus stand 

where they cleared a forest to build a school. Villagers' houses are about 50m away; as 

the headmaster said, the villagers help accommodate students and teachers. There are 

only three teachers' houses within the school. The staffroom for teachers was a very 

small room which had only eight chairs around a rectangular mahogany table. The school 

has no departmental offices, all the books are kept in the headmaster's office. 

The headteachers' information. 

The headteacher of school A has been a secondary head in this school for three years. He 

said he had been a principal in two Teachers' Training Colleges in Tanzania. He had no 

training in management and said he did not need any training in management. He holds a 

Masters degree in History. 

Teachers' information. 

The respondents from schools Al had the following characteristics: Teacher I from 

school Al has been a teacher for 5 years and has worked in that school for three years; he 

heads the department of Kisw4hili language and is a Diploma in Education holder. He 

teaches Kiswahili language. Teacher 2 in Al has a teaching experience of three years and 

has worked in the school for two years. He heads the department of Geography and is a 

Diploma in Education holder. He teaches Geography. Teacher 3 has been a teacher for 6 

years and has worked in the school for 2 years. She is also a school matron. She has a 

Diploma in Home Economics and teaches Home Economics. 
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Apart from this personal information, respondents gave their perceptions on different 

areas concerning what they perceived to be practices for effective school management. 

The following section gives the perceptions of respondents concerning the school ethos. 

School ethos. 

The first part of the interview concerned the school ethos and the respondents were asked 

to describe what it was like to work in their school; Teacher I from school Al said the 

atmosphere in the school was not good because the headmaster was discouraging some of 

the members of staff; when asked to elaborate more, he said, 'in this school, only heads 

of departments tire informed of what is going on in school or outside school; the 

hea&naster almWs dictates some of the issues which are very crucial to teachers, 

teachers are given no chance of discussion or asking questions; teachers are very much 

restricted, but if the hembnaster could give teachers a chance to discuss school issues, he 

will reduce the tension of teachers. However, Teacher 2 responded that the school 

environment in general was good for academic matters just because they were near the 

Nfinistry of Education headquarters, it is easy to go to the Nfinistry to solve some of the 

problems of work like salary claims and promotion, but 'when it comes to the school 

itself, he said they were short of many teaching and learning materials which make 

teaching difficult. Respondent 3 also said it was not good to be teaching in that school 

due to shortage of facilities for teaching. She said, she was a home economics teacher but 

only teaches theory without practicals which is eroding her expertise. She also added that 

the headteacher was an arrogant person who always frustrates staff. 

Their headteacher's response regarding his perceptions on school ethos showed despair, 

he said, after shaking his head, that it was hell working in that school. He continued 
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saying that his school has got a lot of problems caused by groups of teachers who work 

ainst the headteacher. He also said many of the staff at school have bad worldng 

records; some of them were new to the job and knew nothing about the regulations of the 

job; then showing total desperation, he said; 'it is a bit hard tf thejob of the hea&naster 

includes dfrecting the newly appointed teachers. Finally he said, Y really don't know 

how to deal with this school'. 

The responses of teachers tally with the comments of respondents in the open ended items 

on the questionnaires where various respondents commented as; W like the school but 

the problem is the management of the head (dictatorship management), 'the school 

management is not good especially in a&ninistration, the hea&naster does not 

collaborate with the staff. Others stated; 'the school climate is conducivefor teaching 

and learning but only the head &scourages both teachers and students. 

The responses of the informants from Al show the school experiences the shortage of 

teaching/leaming facilities and implicitly, lack of enough funds to run the school 

effectively. Regarding the state of teachers being at school, teachers show discomfort or 

the state of not being happy at their schools, airing comments like: Al Teacher I saying; 

'we lack information; the head dictates. Teacher 2 commented; 'the head gives his 

views only ... doesn't allow viewsfrom others; the school is not well established. Or 

Teacher 3 said; 'the head always complains. However, their headteacher was also not 

comfortable to lead that school and complained a lot concerning the behaviour of the 

staff. The following part gives the perceptions of teachers regarding leadership and 

management as practised in schools. 
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Leadership and Management. 

On the aspect of leadership and management, the researcher through the interview wanted 

the perceptions of teachers regarding the headteacher's vision for the school. 

Respondents from school Al were not sure whether their head had a vision for the school. 

Teacher I said, theoretically, it seems he wants the school to be good... but in practice, it 

is vice versa ... all academic issues which teachers ask are not implementeg teachers 

resoludons only end up in writings. Meanwhile, Teacher 2 said, 'since the heacknaster 

was trans 
. 
ferred to the school, he hasn't seen a? Whing which he has introduced or 

planned in order to improve the school'. He went on to say that whenever they have a 

staff meeting and talk about school problems, the headteacher dismisses such discussion; 

he further added; 'the head is not ready to explain. The third respondent was not sure 

whether the headteacher had a vision for the school. 

The headmaster's response concerning having a vision for the school was negative. He 

said he did not have a vision for the school, elaborating that it was not possible for him to 

direct the school in the way he would like because he had few teaching/learning facilities 

and few poor buildings; he said his school was opened prematurely as a secondary 

school. Generally, the headt, eacher did not have a vision for the school because of 

multiple problems the school is facing. 

Further, respondents were asked how they would describe their head's style of 

management. School Al Teacher I said, 'he is using a dictatorship sVe because he only 

wants what he says to be; if teachers come up with suggestions to a certain task, he 

would scr% Y have decided that and that is all', we only hear thingsfrom him'. Further; 

Teacher 2 said, T am not pleased with the management of the school because the 
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headteacher thinks there are better teachers than others, hence, he has divided us into 

two groups, those who are working close to the head and those who are just here and 

there. I don't like the teachers to be dfvided; the headmaster is afterfi-ustrating some 

teachers; we are not supposed to talk our opinion or aMihing agwnst him. Teacher 3 

said the headteacher uses a 'a dfcIatorship style - aboys his decisions are right. 

Responding to how he would describe his style of leadership, Headteacher A said, since 

there were things that cannot be changed like policy matters and Tegulations, the staff had 

to follow them as they were; however, on school decisions, he said he used the 

committees, staff meetings and the School Board if necessary. He said most of his staff 

were inexperienced, so he directs what should be done for the betterment of the school. 

Therefore, the perceptions of teachers on the style of management used by their 

headteacher showed discomfort. They used words like, Teacher 1, '&ctatorship style, 

&Wde and rule', Teacher 2, imposing things, delegation of duties to teachers without 

authority to make decisions, Teacher 3, 'ahvays his decisions are right, 'sey centreg 

more blame than appreciation, not open. Teachers from school Al seem to be lamenting 

over the management style of their headteacher and wish him to change his style; for 

instance, Teacher 2 in school Al said; if the heazimaster could change the way of 

a&ninistratjon of dividing teachers and try to explain issues; things could be better 1. 

in trying to get more information on leadership and management, the researcher asked the 

respondents how well they consider the head, deputy and senior management team 

worked as a team. Teacher 1 from school Al said most of the issues were always decided 

by the headteacher, although they have different committees, once their plans reach the 
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headmaster's desk, they all end there without explanation. Moreover, Teacher 2 said, 

'there are only a list of teachers who are working close to the head, but other members 

are ignored completely'. Teacher 3 was confident that the headteacher and the SMT 

don't work together saying, Y don't see them working together, the headteacher gives 

them instructions to implement. 

However, the headteacher said since he was the one who appointed the SMT, they work 

well with him, but he was not sure whether they work well among themselves. Therefore, 

the responses from school Al show lack of team spirit. 

Further, when the headteacher was asked if he considered his school to be well managed, 

he said4 'no, elaborating that the atmosphere of hatred and lack of peace made the school 

to be not well managed. When asked how he was controlling such a situation, he said, 

most times, he calls the teachers for counselling or warning although teachers hardly take 

into account what he said. The following part presents teachers' perceptions on decision 

making as practised in school. 

Decision making in schools. 

Regarding the aspect of decision making in schools, the researcher asked the respondents 

to explain how the school decisions were taken at school; the first teacher from school 

Al said most of the school decisions come from the top (headmaster's desk). Although, 

they accept them, he said some decisions were so sensitive for the teachers that he felt 

teachers should be involved in making some decisions which concern them. Teacher 2 

had similar perceptions as Teacher I and Teacher 3 said 'the hea&naster decidesfor us 

and tells us what to do. 
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However their headteacher still insisted that he uses committees, staff meetings and the 

School Board if necessary in making school decisions; otherwise, he said, he decides for 

the staff what he feels is better for the school. Therefore, from the responses, it shows 

that in school Al, school decisions are mainly made by the headteacher and sometimes 

with the involvement of the SMT. 

Staff meetings are places where decisions and communication to staff are easily made. 

When the respondents from school Al were asked if their headteacher held regular staff 

meetings, Teacher I said staff meetings were only conducted if there was something to 

explain; similarly, Teacher 2 said, although they had a school calendar for meetings, it 

was not followed. However, when asked if the headteacher had confidential meetings 

with individual teachers, both teachers in school Al agreed they did. Teacher I said, 'on 

that, he is good, he is very interested to know personal affairs of teachers; sometimesfor 

gossip; and we sometimes don't like it because he reveals whatyou tell him to others 1. 

Regarding staff meetings, the headmaster said it was not logical to call a staff meeting 

when you do not have anything to discuss. That is why he sometimes skipped the 

planned staff meetings. 

Therefore, deducing from the responses, it shows that, headteacher Al was not strict on 

following the school plan for staff meetings and their staff meetings were management 

centred; the staff were not given room to air their views openly. The following part 

presents teachers' perceptions on communication in schools. 
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Communication in schools. 

On the aspect of communication in schools, the researcher asked the respondents to 

explain how effective they consider channels of communication in the school to be. 

School Al Teacher I said communication was not too bad because their headteacher puts 

some announcements on the blackboard for staff to read and occasionally, calls individual 

teachers for a t0c. However, Teacher 2 was negative, he said the headteacher was 'very 

arrogant and rude. He treated teachers like children, he added. Teacher 3 also said the 

headteacher tried to communicate information to staff though it was a top-down 

communication, and sometimes puts messages on the noticeboards for implemention. 

When the respondents were asked if the headteacher moved around the school during 

office hours to encourage teachers to work or talk with students, they disagreed and were 

not sure whether he used heads of departments. Moreover, when asked if they felt they 

were kept well informed about matters affecting their school, they disagreed. The first 

teacher said, 'we are outsiders in our own school', while the second teacher said, 'we 

don 7 get enough informationfrom the hea&eacher, unless we get information the other 

way round .. sometimes we find things being done without our Imowledge'. The 

respondents wished to have more information. 

However, their headmaster said he communicates information. He used oral and written 

communication, writing notes on the notice board and passing a note to teachers who 

signed to show they had seen and read it, but he said the problem was with individual 

teachers who did not want to co-operate and always pretended not to see or hear anything. 

Generally, respondents felt the channels of communication in their school were not good, 

for instance, Teacher I in school Al perceived the head of school as rude and arrogant 
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and treating them as children. Teachers 2 and 3 said information just flows from the head 

to staff and no feedback is sought, and Teacher 3 added, as 'top - down communication'. 

Similarly, all respondents -wished to be given more information on what goes on in 

school. Responses from the open ended items in the questionnaire tally with the teachers' 

responses from the interviews. The following part presents teachers' perceptions on staff 

development as practised in the school. 

Staff development in schools. 

Professional working relationships was one of the aspects probed in the study. This 

aspect is discussed under staff development. When respondents were asked to say what 

were the main areas over which teachers have considerable autonomy, all respondents in 

school Al felt they had autonomy in the classrooms. Further, when asked if they felt that 

their expertise was fully utilised in schools, they felt that, since the Government schools 

lacked many learning and teaching facilities, their expertise were not fully utilised. Some 

respondents, for example, Teacher 3 from, school - Al said she was teaching home 

economics without practicals. 

However, when respondents were asked if they felt valued as members of staff, 

respondents from school Al were not sure whether their headteacher valued them, but felt 

valued by their fellow teachers. For instance, Teacher 1 from school Al said, Y think I 

am valued by myfellow teachers, whereas, Teacher 2 said, 'no, the headfiwirates me 

so much. However, their headmaster stated that he valued his staff although they don't 

recognise it, adding that that is why he kept on directing the staff for their own good. 
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Furthermore, when respondents were asked if there were opportunities to work 

collaboratively with colleagues or'do they work separately, school Al Teacher I said, 

: from the created environment at school, you find everyone working on his or her own, 

Similarly, the second teacher said, 'we have been divided in two groups, so what we do 

here is everybody works on his1her own; we don't trust each other. The third 

respondent had similar perception to I and 2. But when their headteacher was asked if 

his staff work collaboratively, he said, 'probably'. He seemed not to be sure. Thus, the 

responses show there is no collaborative culture in school Al. 

The respondents were also asked to what extent do they talk about professional matters 

with colleagues. Respondents from school Al Teachers I and 2 said because they were 

divided, they normally do not talk about their intentions openly. Teacher 3 also denied 

that the staff were open with each other. 

On whether teachers were encouraged to think about their professional development, all 

respondents agreed but said that this relied more on personal initiative to apply for 

different courses and solicit funds. The headteacher's role in this aspect was to give 

initial recommendations on the application letters which were forwarded to the MOE for 

approval. Their headmaster also said that he just encourages and recommends staff to go 

for further studies. 

On the aspect of delegation, respondents were asked to comment on the extent to which 

the headteacher delegated. Respondents from school Al said their headteacher doesn't 

delegate much; the committees they have at school just wait for directives from the 

headteacher. For example Teacher I said; 'there is delegation of responsibility to staff 
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on paper, not in practice, staff do their duties according to the wants of the headreacher ', 

whereas, Teacher 2 said, 'the head delegates duties to staff but they don It havefreedom to 

do the work, the head keeps on interfering their work, so they tend to leave matters for 

him to solve '. Teacher 3 said he had delegated responsibilities but that the headteacher 

followed behind whatever they do and gave directives on what was to be done. 

Similarly, when the headteacher was asked to what extent he delegates, he said he had 

delegated duties to staff but felt he did not get much from delegation; as suck he did not 

see the need for delegating. He stated, delegation depends on communication, there is no 

feed back; and if there isfeed back; it is wrong advice. Now, do you suggest that I will 

keep on delegating? no no no. Head A, finther said he was not afraid to sack anybody 

who did not carry out her/his responsibility well, saying, 'if I find somebody not 

managing her his duties well, then I sack himlher. meaning that he takes away the duties 

from the teacher. 

Therefore, the responses show the headteacher had delegated responsibilities to staff, but 

directs what is to be done and how to do it. Generally, he said, he did not believe in 

delegating. My personal view regarding the failing manager is that a person failing to 

manage an institution has to be accountable for his/her managerial failure. He/she should 

as a result be relieved from managerial responsibilities and be assigned other non 

managerial duties and not be transferred to manage another institution. Although, on the 

other hand, the headteacher was challenging the Mnistry's view of how heads should act 

(see Table 3). The following part presents teachers' perceptions regarding school, 

community and parent relationship. 
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School/CommunityAParents relationship. 

The task of headteachers to maintain school/community/parent relationship was probed in 

the interviews. Respondents were asked for their perceptions concerning the relationship 

between the school and the community. Respondents from school Al said the school / 

community relationships were not bad although they did not share ideas with the 

community on how to manage the school. They said most teachers and students in their 

school rented houses in the community since there were not enough houses for teachers 

and as it was a day secondary school, some students who live far from school also rented 

houses locally. Commenting on the parentstschool relationship, they said some parents 

were not willing to help with the school chores even when requested by the headteacher. 

However, the second respondent blamed the headteacher saying that the majority of the 

parents were not educated, hence they needed help and guidance from the headteacher on 

what was to be done concerning the education of their children, something they did not 

get when they come to school. The third respondent was convinced that the community 

and parents relationship was very minimal in the school. Some effort was needed to 

make the community and the parents take interest in the school matters. The teachers' 

responses tally with the headteacher's response. He said the community/school 

relationship was there in terms of teachers and students renting houses in the community. 

However, in terms of community participation in the school's development, there was 

very little, although the school was initially builtwith the help of the community in terms 

of labour. Similarly, he said, the parents were not much help to the school apart from 

paying school fees. 
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On the parents' relationship with the school, the issue of illiteracy of most parents was 

pointed out as a contributing factor towards lack of parental involvement in school and 

not valuing education. Poverty of some parents made them see schools as another burden 

in their midst. 

Conclusion. 

This chapter has presented the perceptions of teachers and headteachers regarding the 

management practices of headteachers in Tanzania Government secondary schools on 

various areas such as their perceptions on school ethos, leadership and management 

practices, decision making in schools, communication channels, professional working 

relationships and their perceptions on the relationship between the school and the 

community and parents in the two case study schools. Great variation of perceptions 

were seen between teachers responses from school Al in comparison with school B2. 

Likewise, variations were seen between headteacher A and headteacher B. School Al 

had many problems: it was a new school and opened while not completed and the 

headteacher was the first teacher in the post. The findings reveal the possibility that he 

had not set up any systems for management and administration. However, school B2 is a 

long established school, the teachers in the school have long experience in teaching and 

some have stayed in the same school for twenty years; likewise the head of school has a 

long experience in managing schools. This is her fifth posting as a head and she has been 

in this post for twelve years. Moreover, she has attended various management courses in 

school administration. Being in the same school for a long time, she has set up a system 

of management and administration to monitor performance of school tasks. The two case 
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studies demonstrate the importance of the role of the headteacher and also that, even 

though there might be widespread problems with inadequate resources, schools can still 

be well managed. The next chapter discusses the findings of the study. 
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CHAPTER SEVEN. 

Discussion of Findings. 

Introduction 

The previous two chapters have presented the findings of the study. This chapter 

discusses the findings from both the quantitative (questionnaire survey) and the 

qualitative data gathered from the study. The findings are discussed in the light of the 

background literature presented in chapter three. It aims to integrate the views of the 

respondents (headteachers, teachers, the Chief Eastern Zone Inspector of Schools and the 

Director for Secondary Education) who were interviewed, with the questionnaire 

findings. The questionnaire was completed by teachers and headteachers from the 16 

Government secondary schools in Dar-es-Salaam and Coastal region. It compares 

findings from this study with those described in the literature, particularly as they relate 

to: 

1. School ethos. 
2. Leadership and Management in schools. 
3. Decision making in schools. 
4. Communication in schools. 
5. Professional working relationship in schools. 
6. School - Community / Parents relationship in schools. 

The discussion of the findings is organised following the themes highlighted in the 

research questions: 

" What do the respondents perceive their school ethos to be? 

" What are the leadership and management styles of the headteachers, what leadership 

and management practices seem to be preferred? 

" How are decisions made in schools? 

" How effective are the channels of communication in schools? 

132 



o How is the professional working relationship enhanced in schools? 

and finally, to find out - 

How the headteachers maintain the school relationship with the community and 

parents. 

Each of the themes is preceded with a brief introduction before the discussion. 

School ethos. 

This section discusses the findings from the respondents in relation to the research 

question which guided the study together with literature reviewed in Chapter Three. The 

primary focus is on Research Task I which aimed at investigating the perceptions of 

teachers and headteachers regarding the ethos in their schools. School ethos can have an 

adverse effect on the management practices of headteachers and the performance of staff. 

The views of the informants accrued from the survey questionnaire showed that the 

respondents from city secondary schools showed more agreement in response to the items 

under school ethos in the questionnaire than the respondents from coastal secondary 

schools. City secondary school respondents were more likely to agree to these items than 

teachers in the coastal schools because of their environment, for instance, the item on 

dmost pupils feel a sense of achievement'. City secondary school pupils, even if their 

school libraries may be lacking books, can use libraries for the community in the city. 

Thus they are in a better position to feel a sense of achievement than the pupils from the 

coastal schools which have no such services. Even on the item of whether staff and 

pupils feel safe and secure, city secondary schools, apart from using the few facilities 

available at schools, such as first aid services, telephone, if any, at school, are also within 

reach of other such services available in the city, unlike their counterparts in coastal 

schools which are in remote areas. This finding informs us that location of schools in 

133 



Tanzania has an influence on the school ethos. Significant differences of perceptions on 

school ethos were also found in single sex secondary schools and co-education secondary 

schools. More agreement responses towards the items under school ethos were reported 

in single sex secondary schools than in co-education secondary schools. In Tanzania, 

most co-education secondary schools are newly built unlike the single sex secondary 

schools which were long established, thus these new schools are affected more by the 

poor state of the economy of the country. Most of these co-education schools were 

hurriedly opened while not complete so they have contributed to the poor state of the 

school ethos. 

However, perceptions of infomants were probed in detail in 8 selected schools which 

were identified as being well managed or less well managed. Two well managed schools 

were located in the city and two in the coastal regions. The two schools from the coast 

region were boarding schools and well established. One was built during the colonial 

times and another one soon after independence in 1961. The three schools among the less 

well managed schools are located in the coast region. All of them are newly built. One 

of the less well managed schools was located in the city. According to the placement of 

these schools, it shows that the quality of school management is not determined by the 

location of the school. The responses showed that questions about school ethos received 

a more positive response in a well managed school than in a less well managed school. 

The main areas of dissatisfaction pointed out in the less well managed school were issues 

like the administration not informing staff about school matters, dictating style of 

leadership, lack of teaching/learning facilities in schools, lack of involvement of staff in 

school matters which made staff feel like outsiders in their own schools and the 

headteacher lacIdng appreciation of staff and always complaining about staff not 
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performing well. On the contrary, in the well managed schools, respondents were 

positive towards the school ethos pointing out factors like open leadership in their schools 

where everybody was involved in decision making, good relationships with staff and the 

school administration, their school being well established compared to the newly built 

schools, the headteacher being considerate, co-operative and caring, encouraging staff 

development training and having high expectations of their pupils performing well in 

examinations. 

Tanzania is a vast country beset with various social and economic problems, but at least 

every region has a Government secondary school. Some of the secondary schools are 

located in remote areas where communication is difficult; also they lack services such as 

telephone, school transport, nearby hospital, electricity, water, enough teachers' houses 

and enough school facilities. The coastal secondary schools in the study exemplify these 

problems. Although city secondary schools also lack some of the items mentioned, since 

they are within reach of the Ministry of Education headquarters, which is the main 

supplier of facilities in Government secondary schools, their resources are generally far 

better than in rural secondary schools such as the coastal schools. Other differences in 

school ethos were pointed out in single sex secondary schools and co-education 

secondary schools. 

Findings reveal that single sex government secondary schools were built long ago, hence 

well established, for instance, B2 was built in 1950, whereas, the co-education school Al 

was built in 1996. The newly built schools are affected by the poor economy of the 

country, hence are poorly finished and fiu-nished. 11istorically, the education system 

inherited from the colonial government in 1961 when independence was granted favoured 
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single sex secondary schools, so the government secondary schools at that time were all 

single sex. These schools were built to accommodate a certain number of students, they 

had teachers' houses and at least the necessary facilities like departmental offices, 

staffroom and play grounds. In contrast, the introduction of co-education secondary 

schools in Tanzania is a recent move and politically based. The Government asked every 

district in 1985 to build a secondary school in order to provide secondary education for 

the pupils. The few Government schools available were not enough to accommodate all 

the primary school leavers who had qualified for secondary education, thus most co- 

education secondary schools were built by the District Councils using community labour. 

They are popularly known as 'the community secondary schools'. The Government only 

provides salaries for teachers, leaving the provision of facilities in schools to come from 

the community/parents. Sadly, most parents are poor and some are illiterate and have 

very little regard for education, hence the community secondary schools are very poorly 

equipped and incomplete in structure. Some of the co-education secondary schools were 

changed from primary schools into secondary schools and used the same buildings, such 

as school Al in the study. Respondents from both the questionnaire survey and 

interviews pointed out this weakness. 

Furthermore, the responses of teachers from the well managed and less well managed 

schools indicated that staff prefer a school ethos whereby the headteacher is open, 

encourages staff, caring, informs staff about school matters, employs a participative 

management style and enhances a spirit of co-operation. These findings were similar to 

the international literature as portrayed by Everard (1986) and Bolarn et al (1993). For 

instance, Everard (1986) stated, 'a passing remark can speak volumes ... staffrooms and 

classrooms also speak', whereas, Bolam et al (1993) noted that, a school as a work place 

136 



which staff rated highly in terms of process and output measures was where the staff were 

worldng together in harmony and with a sense of purpose. 

Problems with school ethos in Tanzania Government secondary schools are deeply rooted 

in the Ministry of Education headquarters, which appears to be failing to support the 

Government secondary schools fully and also by allows the newly built community 

secondary schools to open while incomplete and lacking very necessary facilities like 

school buildings and offices as in school Al. Other hidden problems, pointed out by 

respondents in less well managed schools, were poor management skills emanating from 

the headteachers who fail to see staff as important human resources in schools who have 

their personal goals, feelings, needs and interests apart from the school goals. This 

I 
problem is rooted in the fact that in Tanzania, management skills are not taken as a factor 

for appointing headteachers, whereas, the international literature on effective 

management points out the need for management skills in order to manage tasks 

efficiently (Lyons 1996, Donnelly 1991, Bush 1995, Marland 1971). The headteacher in 

school Al revealed that he had hardly attended management courses as the headteacher 

B2 had. Fortunately, the Director for Secondary Education and the Chief Eastern Zone 

Inspector of Schools have seen the need for management training for headteachers, as 

revealed in the interviews with the researcher. 

Leadership and Management styles in schools. ý 

Research Task 2 sought the perceptions of respondents on the leadership and management 

styles of the headteachers. The general perceptions of teachers regarding this task 

showed more agreement than disagreement with all the items in the questionnaire. 

However, further analysis of the findings from the survey questionnaire have shown that 
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there was a significant difference regarding the leadership and management practices of 

headteachers, in city secondary schools and coastal secondary schools. Respondents from 

city secondary schools agreed more with the items in the questionnaire indicating their 

headteachers were more likely to use the practises detailed in the questionnaire items than 

the coastal secondary schools headteachers. Another significance difference arose 

between the management practices of headteachers of boarding secondary schools and 

day secondary schools. Respondents from boarding secondary schools agreed more with 

the items on the questionnaire on leadership and management than the respondents from 

day secondary schools. This implies headteachers, in boarding secondary schools were 

more likely to use the practices than those in day secondary schools. Furthermore, single 

sex secondary schools and co-education secondary schools showed a significant 

difference in management practices. More agreement responses were seen in single sex 

secondary schools than in co-education secondary schools. 

These differences in management practices could be caused by a variety of 

circumstances. As the researcher distributed the questionnaires personally in schools and 

according to my long teaching experience in secondary schools, the differences in the 

management of headteachers is vivid and, as pointed out in the previous section, schools 

can have a very different ethos. First, city secondary schools are near the Ministry of 

Education headquarters, thus, teachers can easily sort out their concerns with the 

headquarters rather than depending solely on the headteacher, also, the headteacher can 

easily refer the teachers to the Ministry whenever they have free periods. Also, in the 

city, the respondents are within reach of facilities such as transport, hospitals, water and 

other social services, unlike in the remote secondary schools. Thus, headteachers of city 

secondary schools are relieved of the tension of finding social services for their staff; the 
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problem they have is to make teachers come to school and teach, as pointed out by 

headteacher B2. Again, as indicated in respondents' information, city secondary schools 

have more experienced teachers than coastal secondary schools and headteachers in the 

city were more experienced and many more were trained in school management than their 

counter parts in the coastal secondary schools. Thus, the situation in the city secondary 

school entails a mangement style which incorporates all the values of the city. This is 

argued by McCallion (1998). He pointed out that the style depends on the expertise of 

the led, the level of motivation of both the leader and the led and the environment. 

Likewise, there were more agreement responses in the management practices in boarding 

secondary schools than in day secondary schools. Boarding secondary schools in 

Tanzania usually enrol students from all over the country although a 1/4 of the enrolment 

is from that region. Similarly, teachers are from various places. Thus, taking into 

account that most boarding schools are in rural regions and isolated even from the 

community, the school community regard themselves a family. In boarding secondary 

schools, respondents pointed out that, if there was an emergency message, a note was 

circulated from house to house. Such a situation is very hard to find in day secondary 

schools where staff reside separately and students stay at school for hardly 8 hours. 

Furthermore, differences in management practices were found in co-education secondary 

schools and in single sex secondary schools. As discussed in the section on school ethos; 

co-education school ethos were not favoured by staff and headteachers. Most Co- 

education secondary schools were newly built and not fully completed coupled with 

shortages of many school facilities and over enrolment. Again, according to the culture 

of Tanzania, boys and girls are not allowed to mix freely, especially in hidden comers 
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without supervision. Hence, the headteacher has to be more strict on executing this 

regulation. In some circumstances, the headteacher has to monitor even the male teachers 

from following school girls, behaviour which is not liked by young male teachers. For 

instance, Respondent I from school Al, a co-education secondary school complained that 

the headteacher suspects him of making friendship with girl students, so, even if he 

volunteered to teach students his subject - Geography- over the weekend (out of school 

hours), the headteacher denied him permission. This teacher was furious and insisted to 

be given freedom to talk to girls as he talked to boys. When the researcher talked to the 

headteacher concerning this issue, he agreed, saying that the teacher had a weakness for 

tracing girls for friendship and he will not give him that opportunity. In this situation, the 

headteacher was right in taking such a decision. 

Management practices for headteachers were probed in detail in the interviews in the case 

study schools. The less well managed school Al was a co-education secondary school 

and the well managed school B2 was a single sex secondary school. 

Then, taking the words of Holmes (1993: 15) that 'all successful schools are built around a 

clear sense of vision and purpose', the head in school Al, as the responses from the 

interviews shows, was not seen to have a vision for his school, whereas the headteacher 

of school B2 had a vision for her school and had communicated it to the staff. The 

responses from all teachers tallied with the headteachers' responses; for instance head 

Al said he did not have a vision for the school and saw no need to have a vision. 

The responses from the Chief Eastern Zone Inspector of Schools and the Director for 

Secondary Education said that headteachers should have a vision (plan) for the 
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development of the school. Similarly, studies in good leadership in organisations show 

that vision is the only characteristic of effective leadership that is universal, and that 

effective leaders help to establish a vision and to set standards for performance and to 

create a focus and direction for organisational efforts, and communicate a vision 

effectively to others (Bolman and Deal 1991). The importance of a vision is also 

discussed by various writers such as Bolam et al 1993, Bennis and Nanus 1985, Beare 

1989, McClure 1986 and Morgan 1989. 

Indeed, the life of the school must embody the school vision and bring it alive. The 

school leader is the catalyst of that embodiment. Headteacher Al who denied the need of 

having a vision, should know that vision is necessary. Effective school management is 

not really possible unless the head has a vision of the kind of how the school should be 

and its future development. Holmes (1993) maintains that, a vision is fundamental to the 

success of the school. Thus, as Morgan (1989) maintains, it is crucial that members of an 

organisation be united through some shared understanding of the organisation and its 

mission. 

Further, as Burnham (1990: 70) noted, 'the quality of leadership is a crucial determinant in 

creating an ethos which allows a school to operate to maximum effect'. This statement 

draws our attention to the style of management used by headteachers. The perceptions of 

the respondents regarding the style of management of their headteachers varied. 

Respondents from school Al reported styles employed by their headteacher as dictatorial, 

divide and rule, delegation without authority, self centred and more blaming than 

directing, whereas school B2 reported styles like consultative, involvement in decision 

making and trusting staff When headteachers were asked what management styles they 
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use, the head of school Al indicated that he used a style which was reported by the 

teachers as dictatorship, blaming and partial delegation of responsibilities, contrary to 

head B2 who showed herself to be trusting the staff, involving and consulting staff. 

According to the researcher's observation, their styles of management were influenced by 

their context, for instance, staff in Al were mostly young Diploma holders with less 

experience at work, so as the head pointed out, his teachers were inexperienced, thus they 

needed to be directed although they disliked it. This is similar to the literature discussed 

by McCallion (1998), who said the level of education of the staff can dictate a certain 

style of leadership. 

However, as discussed in the literature, there is no outright 'best buy' style of leadership; 

there are different Ends of leadership, each of which can be successful in appropriate 

circumstances. Some teachers prefer one kind of leadership, others a different kind; but 

the crucial thing is that the headteacher has to create the climate and conditions within 

which everyone can give of his or her best. However, as Paisey and Paisey (1987) note, 

the particular style of leadership chosen must be capable of conveying a simultaneous and 

high concern both for the work to be done and for the people doing it. These ideas are 

similar to the reviewed literature discussed by Reddin (1970) and Trethowan (1984) who 

insist that headteachers should be able to diagnose accurately the conditions of the 

situation encountered and choose an appropriate leadership style which will enable them 

to change the situation to fit their style. 

The spirit of co-operation or team work is recommended for well managed schools. In 

the study, the respondents commented on whether there was a team work spirit among the 

head, deputy and the senior management team (SMIT). School Al showed lack of team 
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work spirit; similarly their headteacher said he works well with the SMT but was not sure 

whether the SMIT worked well together. School B2 was perceived to have team spirit in 

their school. 

Various writers as reviewed in the literature (Caldwell and Spinks 1992, Bolam et al 

1993, Spencer and Pruss 1992, Maeroff 1993, Torrington and Weightman 1989) have 

discussed the importance of team work in management as a factor which enhances 

efficiency and effectiveness. In the Tanzania context, as argued by some respondents, for 

instance from school Al, inadequate school buildings can contribute to staff failing to 

work as a team in departments. The only staffroom available was congested, denying 

them an opportunity of woAing together in teams. A further problem in school Al which 

hindered team work was the misunderstanding between the headteacher and some 

members of the SMT. The headteacher wanted to dictate, not give others the opportunity 

to contribute ideas. The headteacher was delegating responsibility without full authority 

to the SMT. Likewise, team spirit was affected by lack of expertise in the team as in 

school Al where all the staff were Diploma holders except the headteacher who had a 

Masters degree in Education, so they always failed to come to an agreement when 

discussing school issues. The headteacher told the researcher that he resorted to dictating 

what was to be done for the betterment of the school. Both the staff and the headteacher 

showed frustration which is an element against team spirit. Thus in the Tanzania context, 

the team work spirit in some schools is affected by situations such as lack of expertise and 

facilities to enforce team work. The next section discusses decision making in schools. 
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Decision making in schools. 

Research Task 3 sought to examine the perceptions of teachers and headteachers 

regarding decision making and cornmunication in schools. Beginning with decision 

making in schools, the questionnaire survey findings showed that there were differences 

of perceptions regarding decision making in day secondary schools and in boarding 

secondary schools. Respondefits from the boarding secondary schools were more likely 

to agree with the items in the questionnaire than those from day secondary schools. Other 

differences in decision making were found between single sex secondary schools and co- 

education secondary schools. As discussed in the leadership and management section, 

decision making in day secondary schools and boarding secondary is highly affected by 

the prevailing situations in the schools. Boarding secondary schools are isolated from the 

outside communities, so the school community in boarding schools is united by common 

factors, hence they behave as a family, unlike in day secondary schools, where both staff 

and students spend hardly eight hours at school so their behaviour could have home and 

community influence. Logically the boarding schools' headteachers have greater chances 

of knowing their staff and students better than in day secondary schools since they stay 

with the staff and students within the same premises; thus, they have even greater 

chances of entrusting staff in decision making since they closely know their staff 

expertise and behaviour. 

Differences in perception between single sex secondary schools and co-education 

secondary schools regarding decision making could as well be influenced by the 

prevailing conditions in schools. In Tanzania, managing single sex students and mixed 

sex students could be influenced by the cultural conditions. Parents prefer their students 

to get a place in single sex secondary schools rather than in a co-education school for fear 
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of girl students having early , influence of making friendship with boys, so the 

headteachers in co-education have to be extra keen on controlling the students' 

movements at school. Moreover, school conditions in co-education secondary schools, 

since most of them were newly built, are still not good. Most of the infrastructure in co- 

education secondary schools was not complete and of low standard as was observed in 

school Al. The schools were in a very poor state which demoralised the staff. The 

researcher observed the staff were always reluctant, even when their headteacher made 

good decisions for them; they always evaluated such decisions as oppressive, and wanted 

to be involved in decision making even in areas which do not concern them. Similarly, 

the headteacher from school Al pointed out that the staff lacked motivation towards 

work. This means that such a demotivated staff, even if involved in decision making, 

cannot give out logical decisions for improvement apart from blame. However, the 

headteacher was supposed to understand this context and play his role to lead his people 

through. Poor state of buildings should not be taken as an excuse for poor management. 

Responses from the interviews in school B2 decisions were arrived at through consensus 

in staff meetings. Likewise the headteacher in B2 had more regular staff meetings than 

the headteacher in Al, although both schools faced the problem of staff not participating 

My in discussion during staff meetings 

International literature has documented the need to involve staff in decision making for 

effective decisions (Dean 1993, Everard, and Morris 1996, Bolam et al 1993). They 

advise headteachers to involve staff in decision making regardless of whatever feelings 

they have towards the staff. Time management is similarly important to the headteachers; 

cancelling staff meetings without convincing reasons is a sign of poor management 
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(Everard and Morris 1985); and can lead to failure of setting aims and objectives, 

planning how goal shall be achieved, organising available resources (people, time, 

materials), controlling the process and setting organisational standards (ibid. p. 5). 

Lack of staff participation in decision making can be caused by various reasons; as all 

headteachers pointed out; staff meetings are conducted in English, as a regulation from 

the Ministry of Education; thus teachers who are not very conversant in the language 

tend to remain quiet. Also, as respondents from schools Al, pointed out, the headteacher 

was not in favour of staff s views which are critical of the management and tends to 

dislike the teachers who are vocal on such views, so the teachers tend to remain quiet for 

the sake of keeping peace with the headteacher. Sometimes, teachers know that some 

decisions are not within the headteacher's power to implement them or the headteacher 

has a habit of not implementing the decisions made; thus, teachers prefer to remain quiet 

rather than waste time on such discussions. The importance of implementing decisions 

made has been documented by Dean, 1993. Similarly, Bolam et al (1993) maintain that 

decision making and communication are centrally important features of life in every 

school. The next part discusses communication in schools. 

Communication in schools. 

'Ambiguity in communication is not only bad practice, it can have a deleterious effect on 

professional relationships ... clear communication is essential for effective leadership in 

schools' (Holmes 1993: 65). Similar thoughts about communication have been stated by 

many writers (Dean 1993, Bolam et al 1993, Lyons, 1974, Everard and Morris 1996, 

Torrington and Weightman 1989). Having the above vision in mind, the survey 

questionnaire sought the perceptions of teachers and headteachers on how they 
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considered the channels of communication to be in their schools. Responses from 

teachers in boarding secondary schools agreed more with the items on the questionnaire 

than respondents from day secondary schools. Similar circumstances reported on 

decision making affected these types of schools. Likewise, differences of perceptions 

occurred between the single sex secondary schools and co-education secondary schools in 

which single sex schools agreed more with the items in the questionnaire than co- 

education secondary schools. From the findings, it shows that the state of the school 

facilities such as school offices, staffrooms, pigeon holes, notice-boards, school transport, 

telephones and typewriters affected channels of communication, as the case from school 

Al, where all teachers were congested in the staffroom together with the deputy 

headteacher due to shortage of offices. Teachers complained of lacking privacy in the 

school. 

Responses from the interviews revealed leadership behaviours from the headteacher 

which were not favoured by the staff, such as being arrogant and rude to the staff, treating 

staff like children, communication always flowing from the head and without feedback. 

These were comments from school Al. B2 favoured the communication channels used 

by their headteacher. They reported their headteacher to be using both oral and written 

communication and sometimes they placed notes on the notice-board and other strategic 

places like on the top of the sign book, and used teachers on duty and heads of 

departments to communicate information in their departments and sometimes called 

individual staff for a talk. 

Advising on the way of communication, Shepherdson (1989) prefers to 'talk' rather than 

4. write'. She maintains that communication is a high risk business and the chances that 
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you and those with whom you are attempting to communicate will fully understand one 

another are slender, but the odds are slightly shorter if you talk rather than write. Like 

various writers (Everard and Morris, 1986, Dean, 1993), she notes that misunderstandings 

can be cleared up quickly and could be done more effectively when talking. 

Responses from school Al pointed out that communication was one sided, was from the 

head to the staff for action and lamented that their headteacher ignored their suggestions 

and opinions. Various writers, (Shepherdson, 1985, Dean, 1993, Morris and Everard, 

1996, Evans, 1997) advise headteachers, to listen to the staf& let anxieties be expressed 

and differences be aired, and appreciate and express appreciation of all efforts made by 

staff. The behaviour of undermining stA of always complaining over staff and not 

showing appreciation, as reported from the respondents from school Al, is against 

effective communication in schools. Even the Director for Secondary Education stated in 

the interview that headteachers should always communicate with staff and the Ministry of 

Education so that the Ministry knows what problems the headteachers are facing. He also 

said that communication among the headteacher and the school board is important since 

the board can help the headteacher to run the school smoothly. The Director urged 

headteachers to follow up plans of implementation, advised them to sqt constant 

evaluation of plans, give and insist on feedback and be ready to get criticisms from their 

staff. Thus, it is important for headteachers to honour other people's ideas. Similarly, the 

Director for Secondary Education in the interview advised the formation of school to 

school relationships so that schools can learn from each other and give each other advice 

on solving problems. These suggestions are good although some of them are not realistic, 

because most school plans require funds for their implementation which schools do not 
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have. The following section discusses professional worldng relationships as perceived by 

the informants 

Professional working relationships in schools. 

Research Task 4 sought to examine the professional working relationships in schools. 

The perceptions of teachers were varied, most of the teachers noted that headteachers had 

little power of promoting staff development since the education system was centralised. 

However, the perceptions of the informants from the survey questionnaire showed 

promoting professional working relationships was not significant or influenced by the 

location of schools, or whether the school was a boarding or day. Similarly, there were 

no significant differences between the perceptions of teachers and headteachers regarding 

the promotion of professional working relationship in schools. However, significant 

differences in promoting professional working relationships was seen in single sex 

secondary schools and co-education secondary schools. Co-education secondary schools 

had more disagreement responses to the items in the questionnaire than single sex 

secondary schools. 

Investigation of the respondents perceptions was probed in detail in the interviews in the 

selected schools. Teachers noted that they have considerable autonomy in the 

classrooms. Their perceptions were similar to the headteachers, the Director for 

Secondary Education and the Eastern Zone Chief Inspector of schools. Moreover, when 

asked if their expertise was fully utilised, most respondents disagreed, noting that the 

schools lack learning - teaching facilities to make them use their full potential; also, some 

teachers were teaching only one subject due to various reasons such as lack of 

combination subject in that school or too many teachers in one subject rather than 
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another, resulting in some teachers being located to a subject with fewer staff. In other 

aspects like feeling valued at work, respondents from the well managed school felt valued 

by their headteacher, unlike the respondents from the less well managed school who felt 

that their headteacher didn't value them. Regarding the opportunities of working 

collaboratively in school, such opportunities were felt in the well managed school rather 

than in the less well managed school. Respondents from less well managed school felt 

their headteacher have divided them, so created two camps which didn't trust each other, 

hence there has been created a situation whereby staff do not discuss their intentions 

openly. On delegation, the headteacher from the well managed school had delegated 

responsibilities to staff with full responsibility although in the less well managed school, 

delegation has been done but with much reservation. The headteacher directed what was 

to be done in the delegated tasks, a situation which was not preferred by staff. Findings 

from the staff tally with the headteacher's accounts. 

Reviewed literature on staff development points out that effective schools should foster 

collegial interaction among the staf& strive to create professional environments for staff 

that facilitate the accomplishment of their work, staff should receive recognition for 

contributions at school, should be treated with respect and dignity in the work place and 

should always be encouraged to reflect on their practices (Sergiovanni, 1991). A teazn 

approach in schools also enhances efficiency and effectiveness (Caldwell and Spinks, 

1992, Wallace and Hall, 1994, Bolam et A 1993). However, as Torrington and 

Weightman (1989) noted, where there is a shortage of competent people or conflicting 

loyalties, the school will be poorly served by team or collegial management as the case 

found in school Al. Furthermore, promoting effective team management relies upon 

extensive delegation of management responsibilities and authority to staff together with 
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inculcating a spirit of consultation and working together. In the less well managed 

school, headteacher Al, was aScinst giving extensive delegation with authority among the 

stA also, the staff reported to be divided by the management, thus, in such a school, 

there were conflicting loyalties and lack of trust among the staff; the qualities which are 

against effective staff development (Dean, 1993, Torrington and Weightman, 1989). 

Likewise, as Lyons (1974) contends, lack of delegation blocks information flow in such a 

way as to make adequate communication difficult. This situation is found in school Al. 

Respondents complained of lacking information and information flowing from the 

headteacher to the staff only, there was no upward information. Thus, in this school, 

there was stress not only to the staflý but also to the headteacher as revealed by the 

findings. 

Some headteachers, as revealed by the findings, use various micropolitical strategies to 

achieve the school tasks. The use of these micropolitical strategies may be choice on the 

part of the head or may be caused by shortages of facilities at school or as the Ministry of 

Education is centralised, lack relevant information at that time or finance. Thus, the 

headteachers tend for example to divide and rule, co-opt, displacing issues, controlling 

information, controlling meetings, invoking outside bodies like the school board or the 

Ministry of Education, interpreting consensus and massaging the minutes, as discussed in 

the review of the literature. The use of these micropolitical strategies has not only been 

reported in the less well managed schools, but also in the well managed schools, although 

to a lesser extent. As Hoyle (1986) advises, there is nothing wrong in using these 

strategies, but headteachers have to be educated on the best use of the strategies for the 

betterment of the school. The next section investigates the teachers' and headteachers' 

perceptions regarding school relationships with parents / community. 
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School relationship with parents/community. 

Research task 5 aimed at finding out how the headteachers maintain the school's 

relationship with the community and the parents. The general findings of the teachers' 

responses were varied. However, further analysis of the findings from the questionnaire 

survey showed there were no significant differences in the informants' perceptions 

regarding school - community relationships in coast or city government secondary 

schools; but, there was a significant difference in perception according to the type of 

school, that is single sex and co-education government secondary schools. 

Regarding parents/school relationship, the findings indicated a significant difference 

between the parents from city secondary schools and coastal secondary schools. 

Responses to the items on the questionnaire had more agreement responses to the items 

regarding the relationship of the parents of the students and the school in the city than 

parents in the coastal secondary schools. This situation could be expected because city 

secondary schools are day schools, hence the parents are within the location of the 

schools, whereas, most coastal secondary schools, especially those which are located in 

rural - interior areas, are boarding schools. The parents of the students are from all over 

Tanzania, who mostly cannot get in touch with the schools. Another significant 

difference was noted in the single sex secondary schools and co-education secondary 

schools. Single sex secondary schools responses agreed more to the items in the 

questionnaire than co-education secondary schools. This shows that parents in single sex 

secondary schools had closer relationship to the school. 
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Literature for effective schools showed a need for a relationship between the schools and 

the community (Everard and Morris, 1996). Unfortunately, in the Tanzanian context, 

school community relationships are very weak, as the Director for Secondary Education 

pointed out in the interview, in Government secondary schools, the communities are not 

very much involved except through the School Board, where members of the Board come 

from the community. He said this could be due to students coming from distant places. 

Since the students come from distant areas, the community around do not feel that the 

school is theirs, they regard government secondary schools as schools for the government, 

not the community. 

A significant difference was found between responses from teachers in single sex 

secondary schools and co-education secondary schools regarding school - community 

relationship. In the Tanzanian context, most co-education secondary schools were built 

by the community. ý The community contributed labour and some money for the 

construction of the schools. In this case, one could expect the co-education secondary 

schools to have better school - community relationship. This view was pointed out by the 

Director for Secondary Education - that schools which have been built by the community 

have more community involvement in school matters and that they feel the school is 

theirs because they built it through their labour and also since student enrolment is from 

within the community or nearby areas. However, findings from the questionnaire showed 

the opposite. It showed single sex secondary schools have more community school 

involvement. According to the perceptions of the informants, the level of education of 

the community surrounding the school matters in building the school - community 

relationship. The open ended items on the questionnaire and the interviews indicated that 

the neighbouring community in co-education government secondary schools is often semi 
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- illiterate and poor, they see schools as an added burden in their midst since, for instance, 

they have to contribute labour for the school's construction and sometimes money as 

decided by the District Councils and the School Board and also pay school fees even if 

the parents might not value education. These are Government regulations which the 

community has to abide by. 

Schools/parents relationship was significant by location of schools. Respondents in city 

government secondary schools reported to have more parents - school relationship than 

the coastal government secondary schools. The level of education and financial status of 

the parents are contributing factors. Parents in the city are in paid employment unlike the 

parents in the coastal areas, most of whom are peasants and illiterate as the findings from 

the interviews revealed. However, regardless of these problems, good practice for 

effective management reveals that headteachers should cultivate relationships with the 

community and parents (Everard and Morris, 1996). 

Condusion. 

This study has presented the perceptions of teachers and headteachers towards the 

management practices of headteachers in government secondary schools in Tanzania. 

From the study, we have learnt that school ethos was affected by the level of 

availability of the teaching/learning facilities. Likewise, the attitude of the 

headteachers towards staff affected the school ethos. The headteacher from the well 

managed school actively created a climate that encourages the staff to co-operate and take 

responsibility for quality work, she effectively involved staff either directly or through 

representation in making decisions that affect their lives. Respondents from the well 

managed school pointed to factors like having open leadership in their school, good 
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relations with staff and the headteacher being caring unlike the headteacher of the less 

well managed school who was perceived as not informing staff and using a dictatorship 

style of management. The less well managed school was perceived to have a severe 

shortage of school facilities which sometimes affected the management practices of the 

headteacher. For leadership and management, respondents' perceptions agreed more 

on leadership styles which were not dictatorial. However, it was found that there were 

no best style of leadership and management; the best style is that which could be 

dictated by circumstances. Other practices which had more agreement responses from 

the well managed school were the need for vision which was shared by all staff. The 

headteacher had a vision although in the less well managed school; the headteacher 

declared a lack of vision; a factor which is against good management of schools. The 

presence of a team work spirit was reported in the well managed school; however, it 

was found that team work spirit was not very good in the less well managed school. 

On decision making, this task was highly promoted in boarding schools and in single sex 

secondary schools rather than in day secondary schools. Boarding and single sex 

secondary school headteachers were reported to involve staff in decision making more 

than the day secondary schools and co-education secondary school headteachers. The 

school circumstances seemed, to dictate the beadteachers' practices towards decision 

making in schools. 

On communication, teachers in boarding schools agreed more strongly than teachers in 

day secondary schools that communication in their schools was good and that these 

features were in place such as staff were informed on time and communication was clear 

(see appendix 3). Also, teachers in single sex secondary schools showed more agreement 

responses to the items with the questionnaire than teachers' responses from co-education 
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secondary schools. However, the interviews revealed that teachers wanted dear 

communication where information flows from the headteachers to the staff and Wee 

veraý followed by feedback. Staff reported they disliked one sided communication and 

delays in communicating information or hiding information from staff as was 

pointed out in the less well managed school. Regarding the perceptions of respondents 

towards promoting professional working relationships in schools, this task seemed to 

be centralised more at the Ministry of Education headquarters since the education 

system is centralised. However, perceptions of practices towards promoting professional 

working relationship were hindered by lack of autonomy of teachers in schools. Teachers 

had considerable autonomy only in classrooms; also some of the teachers' expertise was 

not fully utilised in schools; an example is the headteacher from case study school Al 

who did not delegate tasks fully to staff and tended to divide the staff in groups which 

denied the staff opportunity to share their potential fully. Some headteachers, were 

reported to use strategies like controlling meetings, invoking outside bodies, 

hiding/controlling information and displacing issues, behaviour which was not preferred 

by staff. 

Moreover, school/community relationships were not very much promoted in 

Government secondary schools where the community have tended to see them as 

schools for the government not the community. However, the parent/school 

relationship was more active in city secondary schools than in coastal secondary 

schools. This was affected by the level of education and financial status of the 

parents. 
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CELAPTEREIGHT. 

Conclusions and Recommendations. 

Introduction. 

The previous chapter has discussed the findings gathered from the study. This chapter 

presents the research tasks which directed the study, a summary of the research findings. 

It also presents conclusions, recommendations in the light of the findings, the strengths 

and limitations of the study and suggestions for further research. 

The Research Tasks 

This study investigated the teachers' and headteachers' perceptions of the management 

practices of headteachers in Goverment secondary schools in Tanzania. The tasks that 

the researcher sought to investigate were: 

* To find out how the schools' ethos, aims, rules and school regulations are made and 

practised in schools. 

9 To find out how leadership and management styles of heads of schools are perceived 

in schools. 

To examine how decision making and communication strategies are practised in 

schools by heads. 

To examine how professional working relationships between the teaching staff are 

enhanced in schools. 

e To find out how heads of schools maintain the relationship between the school and the 

community and parents. 
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The following were the research questions that the study addressed: 

1. How does the head of school make the school a conducive place to work in? 

2. To what extent do the staff have a shared view about what the school is trying to do? 

3. What are the perceptions of heads of schools about their own leadership styles? 

4. What are the perceptions of heads of schools and teachers about good leadership 

styles in schools? 

5. How are school decisions and regulations made and practised in schools? 

6. How effective are the channels of communication in school considered to be by heads 

of schools and teachers? 

7. How does the head of school involve staff to realise the school goals, values, mission 

and policy? 

S. How does the head of school support the staff and encourage professional 

development in school? 

9. How much community and parent involvement is there in school? 

10. How significant do heads consider the contribution of the community and parents is to 

the management of the school? 

The following are the key rinqings of the studr. 

Regarding the questionnaire survey, although the responses were generally strongly agree 

and agree, the qualitative data told a different story in some schools. On school ethos; 

respondents in city secondary schools and single sex secondary schools were more likely 

to agree that there was a good, positive school ethos than in coastal, co-education, 

boarding and day secondary schools. The in-depth interviews revealed that the state of 

teaching and learning facilities and social services available in schools can have a 

negative or positive effect on school ethos. For instance, it shows that city secondary 
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schools were better provided with teaching - learning facilities and can use transport and 

social services provided in the city, while they were also near the Ministry of Education 

headquarters which enabled them to solve most of their work problems unlike their 

counterparts in the coastal schools and boarding schools which were located away from 

the city. Further, most co-education secondary schools were opened before completion, 

that is the school buildings were not complete, which lowered the school ethos as 

reported by respondents from co-education secondary schools. 

It was also noted that the behaviour of heaciteachers towards staff matters in evaluating 

the school ethos. The interview data revealed that, characteristics of headteachers who 

encourage and enable staf& that is, those who consult, inform, show support, collaborate, 

operate as a team and encourage dialogue between members of staff and management 

were preferred. These behaviours were reported from well managed schools and 

motivated staff to work in such school environments. 

On leadership and management styles in schools, respondents from city secondary 

schools, boarding and single sex secondary schools agreed more with the items in the 

questionnaire that these behaviours were in place in their school than in the coastal, day, 

and co-education secondary schools whose respondents disagreed. Respondents 

supported leadership and management styles whereby headteachers were visionary and 

communicated their vision to staff, were consultative, involving and trusting staff, and 

inculcated the spirit of co-operation and team work among staff. However, in the less 

well managed schools, where respondents had disagreed with these items in the 

questionnaire, interview data revealed that headteachers, were not communicating their 
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vision to st4 using a dictatorial style, divide and rule, delegation without authority, were 

self centred and did not inform staff about school matters. 

On decision making in schools, respondents agreed more on headteachers who involved 

staff in some decision making or who incorporated staff s views and consulted staff in 

decisions made at school. Disagreement responses were directed on behaviours of 

headteachers who give orders. Teachers perceived this behaviour as dernotivating them 

in perforrning their duties well. 

On communication in schools, respondents reported headteachers as using both oral and 

written communication. However respondents from less well managed schools 

complained that communication in their schools was one sided, flowing only from the 

headteachers to the staff while coupled with no feedback, and reluctance from 

headteachers, to listen to the teachers' views and suggestions and not informing staff in 

time. 

On professional worldng relationships, although the education system is centralised; 

headteachers are expected to promote good working relationships at schools. In less well 

managed schools, interview data showed headteachers failing to encourage a 

collaborative spirit in schools and team work spirit and managing by using micropolitical 

strategies like, divide and rule, displacement issues, control of information and also they 

delegated responsibility without authority, contrary to the practices of headteachers; 

reported from well managed schools. 

160 



Regarding headteachers promoting school/community/parent relationships, findings 

showed that the school/community relationship between the Government secondary 

schools and the community was not very evident because the community regards 

Government secondary schools as schools for the Goverrunent. However, the co- 

education secondary schools which were constructed through community labour have 

some support from the community, although, this relationship is affected by the level of 

education. The community surrounding the co-education schools in the study were 

mostly illiterate, hence they do not value education much and contribute less in promoting 

education. In contrast, parents from the city promote school/parent relationships more 

than parents from the coastal regions because they are generally better educated and value 

education. 

Aims of the study. 

The researcher feels that the aims of the study and research questions have been achieved. 

Teachers and headteachers have reported their perceptions of the management practices 

in schools. They vividly show a range of management behaviours, in place in schools. 

The researcher used a research instrument (the questionnaire) which had been originally 

used in research in the LTK. One of the questions that the researcher was exploring was 

the extent to which an instrument such as this can be used in Tanzania. The researcher 

has found out that the questionnaire could be used, but needed to be modified to fit the 

context and culture of Tanzania. For instance most teachers would not respond 

negatively on direct questions which concern their leaders, or which inquire on their 

performance. 
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Moreover, the findings from the study both confirm and challenge the findings in the 

literature. They confirm in the sense that most studies in effective school management 

(Everard and Morris 1996; Dunham 1995; McCallion 1998; Bolarn et al 1993; Dean 

1993) suggest, that teachers preferred headteachers who were informing and incorporated 

staff in various school tasks. On the other hand, the findings contribute to the literature 

on effective management in the sense that most Government schools in Tanzania are not 

well equipped and yet staff and headteachers make full use of the few facilities available 

and are all convinced that their schools are managed well. This shows that the state of 

school facilities is not the only factor for successful management of schools. It is the 

state of mind among the headteacher and the staff which leads to harmony and direct 

practice towards achieving the school goals. 

Recommendations. 

On the strength of the research findings and the literature reviewed in this study, the 

researcher recommends the following: 

1. For the attention of the Ministry of Education: 

School ethos is highly affected by the state of the schools especially regarding the 

availability of the teaching - learning facilities and schools being opened before the 

building is completed. Therefore, 

Schools should not be opened until they are complete. 

School should be organised into clusters. This could help relieve the problem of 

shortage of school facilities 

Measures aimed at improving the recruitment process of headteachers should be 

adopted. 
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" Headteachers, should be given training in school management. 

"A system of positive discrimination for the distribution of resources for schools should 

be adopted. Schools located away from the city or urban centers should be given 

priority in allocation of resources. 

" There should be a system of educating the community and some parents on the 

importance of education. 

" There should be a handbook for headteachers on effective school management. 

2. For beadteachers: 

" Headteachers should note that whatever style of management they use, they should try 

to incorporate a human relations approach in managing staff. 

" Literature together with the research findings highlights the need for management 

skills for headteachers. 

" Headteachers should struggle to find scholarships to meet their professional 

development needs instead of waiting for government sponsorship. 

3. For teachers: 

Teachers should not blame the headteachers alone for the failures at schools. 

Successful schools are made through a collaborative effort and support among the staff 

and headteachers, as revealed in literature and the research findings. 

Strengths of the study 

This study is the first of its type to examine the management practices in secondary 

schools in Tanzania. The study has a contribution to make towards understanding the 

teachers' and headteachers' perceptions towards the management practices in 
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Government secondary schools in Tanzania. It has thrown some light on the perceived 

managerial and leadership practices that the respondents saw as conducive to well 

managed schools. Also, the high response rate to the survey questionnaire added more 

strength to the study. The researcher distributed 176 questionnaires and received 139 

questionnaires back, a response rate of 79%. 

Limitations of the study. 

Combining quantitative and qualitative methods of data collection, although it has some 

advantages of looldng at both the breadth and the depth of the problem, and makes 

triangulation possible, somehow created some problems. There was much data that could 

not be fitted in, given the constraints of the length of the dissertation. Had the researcher 

to do the research again; she would concentrate on fewer schools; give questionnaires to 

all teachers in the schools so that I can get wide view of responses; and then do case 

studies in two schools only. Although she held interviews in 8 schools, the researcher 

reported on only two schools, partly because of the limitations of the words in the 

dissertation. 

Suggestions for further research 

This study has investigated the teachers' and headteachers' perceptions of only two 

regions in the country - Dar-es-Salaarn and Coastal regions Government secondary 

schools. There will be a need for research in all the regions in the country in order to get 

a more generalisable view of the study, so that a headteachers management manual 

(handbook) can be written to guide headteachers practices towards effective school 

management. 
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THE-MTED REPUBLIC OF TANZANIA 

MINISTRY OF EDUCATION AND CULTURE 
Cables: ELIMU DAR ES SALAAM 
Telephone 110150/2,110179,11046 P. O. Box 9121 
Telex 4274kElimuTz. DAR ES SALAAM 
Fax: 0811-337563 
Email : escc@inmfrica. com 

Reply please quote: Date: April 6,1998 

Ref No: 

Mkuu wa Shule 
Shule ya Sekondari ......................... 

YAH: RUHUSA YA KUFANYA RESEARCH SHULENI KWAKO 

Husika na taarifa hii, Mwalimu L. E. Sayi, tumemruhusu afanye research shuleni kwako kama 
sehemu ya kukamilisha, masomo yake ya, Ph. D. 

Tunaomba umpe ushirikiano wako. 
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k. n. y 
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APPENDIX 2. 

An Introductory Letter for Research Intentions. 

University of Bristol, 
Graduate School of Education, 
35 Berkeley Square, 
Bristol BS8 IJA., U. K. 

30 March 1998. 

An Investigation of the Senior Management Practices in Public Secondary Schools in 
Tanzania. 

ibis is the subject of the study for my dissertation for the degree of Doctor of Education (ED. D. ) 
of the University of Bristol. 

The aim of this study is to identify examples of management practices (structures and processes) in 
individual schools which staff of these schools have recognised as effective practice. 

The investigation has two main phases: 

* The present questionnaire survey is to obtain heads and teachers' views on school 
management issues. 
9 Case studies in a selection of schools using interviews with heads and staff to explore 
the issues in more detail. 

The purpose of this questionnaire is to obtain your perceptions and views on various aspects of 
management practices in the school. 'Me information you give will enable the researcher to 
establish a clear picture of teachers' views of school management practices. 

Please answer every question. The first section of the questionnaire seeks basic information where 
answers should be written in or circled to indicate the appropriate response. 

The rest of the questionnaue has been designed as a series of statements where your 
agreernent/disagreement can be indicated by circling the appropriate number. Space is provided at 
the end of each section for you to add finther comments or explanation. 

Please answer each question by circling the number which most closely represents your opinion 
using the following 5 point scale: 5 SA = Strongly Agree, 4. A = Agree, 3 DK = Don't Know, 
2D= Disagree, I SD = Strongly Disagree. 

I would stress that all the information you provide will be treated in the strictest confidence. Please 
return the questionnaire in a sealed envelope to the secretary in the school office. Thank you for 
your help and for your cooperation. 

Yours sincerely, 

Mrs. Laetitia E. Sayi. 



APPENDIK 3. 

Teachers' Questionnaire. 

Name of school: 
How many years have you been teaching? 

How many years have you been at this school? 
How many years have you worked with your present head of school? 

How many schools including this one have you worked in? 

What is your gender? Male / Female. 

State any other responsibility you hold in this school other than teaching. 

Please tick all the qualifications you have: Diploma in Education; 
Degree, BA/BSc., Masters degree, Other - (Please detail) 

0 What is your main teaching subject? 

1. School Climate. 
in this school, What are your views about the fbHowing? 

Please circle 
(SA = strongly agree; A= Agree; DK = Don't Know; D= Disagree; SD = Strongly 
Disagree). 

SA A DKD SD 

most pupils feel a sense of achievement. 

academic results are good. 

" teachers encourage pupils to learn. 

" the discipline of the students is good. 

" the buildings and grounds are well maintained. 

" staff and pupils feel safe and secure. 

" there is a relaxed but purposeful working atmosphere. 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

3 



SA A DKD SD 

" pupil attendance is consistently high 54321 

" teachers have high expectations of pupil achievement. 54321 

" teachers have high expectation of pupil behaviour. 54321 

Please, add any other comments about the school climate 

2. School Aims. 

In this school : What are your views about the following? 

*a main aim is to achieve good academic results. 54321 

*a main aim is to prepare pupfls to work in the community 54321 

a main aim is to promote the acquisition of knowledge. 54321 

a main aim is to promote the acquisition of moral values. 54321 

*a main aim is to promote a spirit of co-operation. 54321 

"a main aim is to promote a spirit of competition. 54321 

"a main aim is to help each child to achieve as much 
as he/she can. 54321 

Please, add any other comments about the school aims: 

3. School rules and regulations. 

In this school : What do are your views about the following? 

o most staff understand the school rules and regulations. 54321 

" most staff agree with the rules and regulations. 54321 

" staff are involved in developing the school rules and 
and regulations. 54321 

" most staiTwork together to achieve the school goals. 54321 

" School rules and regulations are decided by the head. 54321 

Please add any comments about the school rules and regulations. 
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Please circle 

4. Leadership and Management. 

In flis this schooL the headteacher: 

" provides a clear sense of direction for staff. 

" is regularly seen around the school. 

" is directly involved with pupils. 

" is easily accessible to staff. 

" is open to other people's ideas and suggestions. 

" provides excellent leadership for the school. 

" effectively promotes the school with the community. 

" strongly encourages staff development activities. 

" often communicates personally with individual staff to 
express appreciation for special effort. 

" regularly takes part in staff development activities. 

" has a discussion with each member of staff at least 
once a year about their work. 

can be relied upon to support the teachers in a crisis. 

often communicates personally with pupils to praise 
special effort. 

" works well with the deputy head. 

" consults staff before reaching major decisions. 

" provides good and consistent support for the staff. 

What are your views and opinions on the quality of leadership 
and management in the school? 

SAADKDSD 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

4321 

43 

4321 

4321 

4321 

4321 
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5. Communication and Decisiih Making. 

Please circle 

What are your views about the fbHowing? 

information about school matters is conununicated quickly 
to teachers. 

there are clear procedures of communication among the 
school community. 

there are various informal meetings between the headteacher 
and teachers. r 

the head of school always wanders about the school. 

" the head of school always sits in the office. 

" the head of school prefers to communicate in writing. 

" the head prefers face to face communication. 

SAADKDSD 

54321 

54321 

5 4 3 2 1 

5 4 3 2 1 

5 4 3 2 1. 

5 4 3 2 1 

5 4 3 2 1 

o staff meetings are used for discussion about major policy issues. 54321 

e teachers generally feel well informed. 

teachers are generaUy briefed by the head senior teachers 
about day to day issues and news. 

teachers are clear about the Merent roles and 
responsibilities of the headteacher, deputy, senior 
academic teacher and discipline teacher. 

* meetings are kept to a minimum. 

* meetings are usually purposeful. 

lo meetings are usually well chaired. 

54321 

54321 

54321 

54321 

54321 

54321 

Please add any comments about communication and decision malcing in the school. 
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6. Decision making. 

Please circle SA A DKD SD 

What are your views about the following? The head of school 

often creates an opportunity for questions regarding 
decisions which she / he made without involving teachers. 54321 

" often explains and justifies her/ his decisions to the staff 

" obtains ideas and suggestions from the staff before 
taldng decisions. 

" Involves staff in decision maling. 
Is persuasive. 

Is consultative 

Is autocratic. 

Teachers feel they have a share in decision making. 
Decisions are communicated to teachers quickly. 

54321 

54321 

54321 

54321 

54321 

54321 

54321 

54321. 

What are your views and opinions on the effectiveness of the decision making and 
communication procedures in this school? 

7. The Parents. 

What are your views about the foRowing? 

Please circle SAADKDSD 

In this school: 

the head of school works very hard to build and maintain 
good relations with parents. 5 4 3 2 1 

parents are always made to feel welcome in school. 5 4 3 2 1 

parents are informed and consulted about significant 
developments in pupil progress. 5 4 3 2 1 

parents are encouraged to ask questions about the 
educational practice in school. 5 4 3 2 1 

parents are encouraged to help in the classroom. 5 4 3 2 1 

there is an active and supportive parents committee. 5 4 3 2 1 

Parents days are well attended. 5 4 3 2 1 

most parents are proud that their children attend the school. 5 4 3 2 1 
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What are your views and opinions on relationships between the school and the parents? 

8. The Community. 

Please circle SAADKDSD 

What are your views about the following? 

our school activities are responsive to the character and 
culture of the local community. 

54321 

staff play an active role in the community. 54321 

pupils play an active role in the community. 54321 

members of the community play an active role in school. 54321 

there are good links with local industry. 54321 

The head of school work very hard to build and maintain 
close relationship with the wider community. 54321 

Ideas about the improving school / community relations 
are freely exchanged with colleagues from other schools. 54321 

What are your views and opinions on relationships between the school and the 
community? 

1 

9. Professional working relationships. 

Please circle SAADKDSD 

What are views about the fbHowing? 

1. In this school, teachers: 

* feel able to express their views openly and honestly. 54321 

9 feel that their views are taken seriously by the headteacher 54321 
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Please circle SAADKDSD 

are encouraged to be involved in seeking solutions to 
problems facing the school. 54321 

go out of their way to make new colleagues / teachers feel 
welcome and at ease. 54321 

are encouraged by the head to cooperate with colleagues 
on joint activities. 54321 

* are committed to work together as much as possible. 54321 

regularly discuss teaching methods and approaches 
in some detail. 54321 

regularly engage in joint planning of new approaches 
to teaching and learning. 54321 

9 often prepare teaching materials together. 54321 

often seek and give each other practical advice about 
classroom teaching. 54321 

often observe each other teaching and give constructive 
feedback. 54 321 

4P teachers experiencing difficulties receive support from 
their col. leagues. 54321 

9 are constantly striving to improve teaching and learning. 54321 

* keep proper student records. 54321 

* there is good team spirit among the staff. 54321 

staff support the headteacher. 54321 

9 the head delegates some management tasks to teachers. 54321 

teachers develop new skills by undertaking delegated 
management tasks. 54321 

* teachers feel happy and satisfied with their work. 54321 

teachers feel that the head of school supports their work 
in the classroom. 54321 

staff contributions and aclievements are given public 
recognition in staff meetings and on similar occasions. 54321 
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Please circle . SAADKDSD 

staff are encouraged by the head to share their experiences 
and successes. 54321 

* there is a strong sense of team work and mutual support. 54321 

* there is much conflict of interest creating distrust and hostility. 54321 

there is considerable freedom to decide our own activities 
collaborating with colleagues in any way we wish. 54321 

teachers are closely controlled from the centre, with 
little scope for individual decision maldng. 54321 

teachers duties are precisely set down by the head with 
little scope for personal initiatives. 54321 

What are your views and opinions on professional worldng relationships in this school? 

Thank you for completing this questionnaire. Please set out any additional views on 
issues related to the management practices in your school. 
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APPENDIX 4. 

Interview Schedule for Teachers. 

How long have you been a teacher? 

How long have you worked in this school? 

What is your other responsibility in this school apart from teaching? 

What qualification do you have? 

A. School ethos, aims and rules and regulations. 

1. Can you describe for me what it is like to work in this school? 

2. Do you consider this to be an effective school? 

If so, can you describe this for me? 

3. (i) Does a head have a vision for the school? 

If so, can you describe this for me? 

(H). How did you learn about it? 

(iii). Did you play a part in shaping this vision? 

(iv) To what extent do you and your colleagues share this vision? 

B. Leadership and Management. 

4. (i). How would you describe your head's style of management? 

(H). Do you consider your head to be a good leader? 

5. From what you know or have heard, what are the main similarities and differences 
between the present head's approach to management and that of his / her predecessor? 

6. How well do you consider the head / deputy and senior managers work as a team? 

7. In relation to how the school is managed, what do you think are the main strengths 
and weaknesses? 

8. Does the head of school have regular confidential meetings with individual teachers? 

9. Does the head conduct regular staff meetings which all teachers are expected to 
attend? 

10. What issues are normally discussed in the staff meetings? 
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C. Decision making and Communication. 

11. (i) How are the school decisions / regulations made in the school? 

(H) Do you have the opportunity to contribute to school rules / regulations making? 

If so, in what way? ý 

(iii) Would you like to have;, bireater say? 

12. How effective do you consider channels of communication in the school to be? 

13. Are you aware of marked differences of opinion having arise in relation to matters of 
school rules / regulations? 

If so, how were these situations dealt with / resolved? 

14. Can you think of any changes in the way that the school is organised which, if 
implemented could increase its effectiveness? 

15. What are the main problems do you experience in staff meetings at school? 

16. Do you feel that you are kept well informed about matters affecting your school? 

17. Would you like more information? 

D. Professional working relationships. 

18. (i) What are the main areas over which you have considerable autonomy? 

(ii) To what extent would you say the head delegates? 

19. (i) Do you feel that your expertise is being fully utilised at the present time? 

(ii) Do you feel valued as a member of staff? 

20. Are there opportunities to work collaboratively with colleagues or do you mainly 
work separately? 

21 How far are you encouraged to work out your own solutions to problems which arise 
in school? 

22. To what extent do you talk informally about professional matters with your 
colleagues? 

23. How open or guarded are you in what you say and to whom? 

24. (i) Are you encouraged to think about your continuing professional development? 

(ii) To what extent are you actively supported by the school management? 
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25. Does your school have regular formal staff meetings which all teaching staff are 
expected to attend? 

26. Schools often develop informal customs and rituals. Can you think of any such 
customs / rituals which exist in your own school? 

E. The qommunity / Parents. 

27. What is the school's standing in the local community? 

28. How if at A have the following contributed to the management of the school? 

(i) the parents. 

(H) the community. 

29. How significant a contribution do you consider this to have been? 
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APPENDIX 5 

Headteachers' Questionnaire. 

Name of school: 

Name. 

Are you Male or Female? Male / Female. 

Type of school: 

Mxed or single sex? 

Age range of pupHs: 

Current number of pupHs on roU: 

Total number of teachers (not including the head). 

How many years have you been headteacher at this school? 

How many headships including this one, have you held? 

Have you got any training in school management? 

Would you like to attend management courses? 

If yes, what areas or tasks in school management would you prefer? 

If no, Why not? 

A. School ethos, aims, rules and regulations. 

1. Can you describe for me what it is like to work in this school? 

2. Do you consider this to be an effective school? 

If so, in what respects? 

Probes: 

(i) What do you consider to be the school's main strengths? 

(H) What do you consider to be the school's greatest weaknesses? 
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3. Do you have a vision of what you want this school to be in, say three to five years 
from now? 

(i) Please describe this to me. 

(fi) How did you arrive at this? 

(iii) Are the staff aware of the vision? 

If so, how did this come about e. g. 

(iv) To what extent do staff share this vision? 

B. Leadership and Management. 

4. How would you describe your style of leadership? 

S. On what aspects of your role as head do you place priority? 

6. From what you know or have heard, what are the main similarities and differences 
between your approach to management and that of your predecessor? 

7 How do you control your school? 

8. As a manager, what do you consider to be your strengths and weaknesses? 

9 (a). Do the senior management team at this school work well together as a team? 

(b) Have you got the right balance of personalities and expertise / skills in the team? 

10. In relation to how the school is managed, what do you consider are the main 
strengths and weaknesses? 

C. Decision making and Communication. 

II (a). How are the school decisions / regulations arrived at in the school? 

Probe : Do people other than yourself contribute to making school regulations and rules 
in the school? 

(b) Do you consider there is sufficient consultation of staff prior to school decisions 
regulations being made? 

12. Do marked differences of opinion arise with regard to school policy matters, rules 
and regulations? 

If so, how typically is such a situation handled? 

13. What are the main problems you experience in staff meetings? 
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D. Professional working relationships. 

13 (1). What are the main areas over which staff have considerable autonomy? 

(H) To what extent do you delegate? 

Probe : 

14. To what extent do the stafTwork together collaboratively? 

15 (i). How much emphasis is placed on the continuing professional development of 
members of staff? 

(H) How do actually promote professional development for your staff.? 

16. How open or guarded are you in what you say and to whom? 

17. Informal customs and rituals often develop in schools. Can you think of any such 
customs / rituals which exist in your own school? 

18. What evidence do you have of (active) collegiality among school staff? 

19. Do you conduct regular formal staff meetings which all teachers are expected to 
attend? 

20. What issues are normally discussed in the staff meetings? 

21. Do you have regular confidential meetings with individual teachers? (a confidential 
meeting of at least 15 minutes? ). How often? 

E. The Community / Parents. 

20. What is the school's standing in the local community? 

21. Are you and colleagues seeldng to project a particular image of the school upon the 
local community? 

If so, please describe this. 

22 (a). How, if at all, have the following contributed to the management of the school? 

(i) the community. 

(H) parents. 

22 (b). How significant a contribution do you consider this to have been? 
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APPENDIX 6. 

Interview Schedule for the Eastern Zone Inspector of Schools. 

Background. 

1. How long have you been an Inspector of Schools? 

2. How many times have you inspected this school for the past three years? 

A. School ethos, aims rules and regulations. 

3. Can you describe to me what this school is like? 

People often employ metaphors to capture succinctly complex ideas. Does a 
suitable metaphor spring to mind which would characterise this school? 

4. Do you consider this to be an effective school? 

If so, in what respects? 

Probes: 

(i) What do you consider to be the school's main strengths? 

(ii) What do you consider to be the school's greatest weakness? 

5 (i). Do you think that the head has a vision for the school? 

If so, can you describe this for me? 

(H). Did you or any of the school inspectors play part in shaping this vision? 

(iii). How are the school inspectors involved in the management of the school? 

B. Leadership and Management. 

6. How would you describe the head's style of leadership? 

7. From what you know or have heard, what are the main similarities and differences 
between the present head and his / her predecessor in their approach to management? 

8 (i). How effective a leader do you consider the head to be? 

(ii). What would you say are his / her main strengths and shortcomings? 

9. How well do you consider the head / deputy and senior staff work well together as a 
team? 
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10. In relation to how the school (A) is managed, what do you think are the main 
strengths and weaknesses? 

C. The Community / Parents. 

11. What is the school standing in the local community? 

12. How much community involvement is there in the school? 

13. What are the relations like between the school and the parents? 

14. How influential do you consider the community has been in shaping the school? 

15. Has there been any marked disagreement between the head and the parents over any 
aspect of school practice or regulations? 

16. What are the relations like between the community and the school? 

17. How significant do you consider has been the contribution of the parents to the 
management of the school? 
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APPENDIX 7. 

Interview Schedule for the Director of Secondary Education. 

1. What do you consider to be a well managed school? 

What is your opinion on the effective management practices of the heads of 
schools? 

3. How can the heads of schools manage schools effectively? 

4. Should the community be required to take greater participation in the school 
management? 

5. Is there a necessity for the school management to incorporate the community in its 
school management plans? 

6. How can the parents be effectively incorporated in the management of the school? 

7. Do you have any general comments to make concerning headteachers' practices 
for effective school management? 

19 



APPENDIX S. 

AIMS AND OBJECTIVES OF EDUCATION IN TANZANIA. 

General Aims. 

The general aims and objectives of education and training in Tanzania are: 

" to guide and promote the development and improvement of the personalities of the 
citizens of Tanzania, their human resources and effective utilization of those resources 
in bringing about individual and national development; 

" to promote the acquisition and appreciation of culture, customs and traditions of the 
peoples of Tanzania; 

" to promote the acquisition and appropriate use of literary, social, scientific, vocational, 
technological, professional aiid other forms of knowledge, skills and understanding for 
the development and improvement of the condition of man and society-, 

" to develop and promote self-confidence and an inquiring mind, an understanding and 
respect for human dignity and human rights and a readiness to work hard for personal 
self-advancement and national improvement; 

" to enable and to expand the scope of acquisition, improvement and upgrading of 
mental, practical, productive and other life skills needed to meet the changing needs of 
industry and the economy, 

" to enable every citizen to understand the fundamentals of the National Constitution as 
well as the enshrined human and civic rights, obligations and responsibilities; 

" to promote the love and respect of work, self and wage employment and improved 
performance in the production and service sectors; 

" to inculcate principles of the national ethic and integrity, national and international co- 
operation, peace and justice through the study, understanding and adherence to the 
provision of the National Constitution and other international basic charters; 

" to enable a rational use, management and conservation of the environment. 

Source: Ministry of Education and Culture, 1995: 1-2. 
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APPENDIX 9. 

Responsibilities and duties of the head of school in Tanzania secondary school. 

The responsibilities of the head of school as stated in the head of school guide (1979) are: 

1. Is the representative of the Ministry of Education in school. 
2. Sees that the goals of educatinn are achieved in school. 
3. Leads the entire school community, that is teachers, non teachers and students. 
4. Acts as a fink between the school and other outside bodies such as the Government, 
parents and parastatal organisations. 
5. Supervises all tasks of school management in school. 

Main duties of the head of school. 

The main duties of the head of school as stated in the head of school guide (1979) are: 

1. Receive all directives concerning education and monitor implementation of the 
directives. 
2. Act as a link between the school and the Ministry; hence receive and forward 
information and letters from and-to the Ministry / teachers / parents. 
3. See that the school has enough qualified teachers and non teaching staff, together with 
enough resources for the implementation of education. Also the school must have all the 
required syllabus for all subjects. However, Ifiring of teachers is done by the Ministry of 
Education headquarters. 
4. Must see to it that teachers prepare schemes of work, lesson plans and fill in subject log 
books. 
5. Must educate teachers that their duties are not only teaching but also to guide pupil's 
behaviour. 
6. Must inspect teachers to make sure that what they teach matches with the syllabus. 
7. The head is the chair person of the academic committee in school as well as the self 
reliant projects in school. He/she is supposed to balance the academic periods and the 
outside curricular periods including games and sports and to involve all teachers to 
participate in extra curricular activities. Furthermore, the head of school as the leader of 
the school community, according to the head of school manual (1979), is supposed to: 

1. Know all the teachers and non teachers in order to assign them responsibility according 
to their level of performance. 
2. Listen and attend to the problems of the staff. 
3. Know the students well. 
4. Work closely with the teachers discipline committee in order to guide the pupils 
properly. 
1. Must delegate responsibility to other staff but has to know that final accountability fies 
in the hands of the head of school. 
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Likewise, the head of school as a link to outside bodies is advised to know the 
neighbouring school community; know the Party, Government leaders and other leaders of 
institutions and parastatal organisations and incorporate them in the school development 
plans. Similarly, the head is supposed to be in close contact with parents in order to 
collaborate in educating and upbringing of the students. 

The head of school is also in charge of all administrative tasks and school accounts. Has to 
make sure that the school has a good recording / Ming system such as student admission 
register. Must also have a daily attendance register of teachers and non teaching staff, a 
logbook for recording events in school, visitors book, teachers on duty register, teaching 
record logbook for teachers and students attendance daily registers. 

The head of school is the warrant holder in school on behalf of the Principal secretary in 
the Ministry of Education. Thus, the head is responsible for all the accounts and 
expenditure of school funds. However, he / she is supposed to send financial progress 
report to the Ministry of Education every month. The head is as well the in charge of all 
the school resources, such as the school store, hence, has to make sure that there are 
proper records of resources in school. The head is assisted with the school accounts clerk 
in managing the school funds. 

Source: Head of School Guide(1979). 
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APPENDIX 10. 

Administration of the Questionnaires. 

Tambaza school - 13 4/ 98 - gave out II questionnaires from 8- 10.3 Own. 
15 4/ 98 - collected only one questionnaire 
16 4/ 98 - collected only four questionnaires 

Total number of questionnaires collected were only 9 out of 11. 

Azania school - 13 /4/ 98 - gave out questionnaires from 12 - 3pm. 
17 /4/ 98 - collected six questionnaires. 
20 /5/ 98 - collected two questionnaires. 

Total number of questionnaires were orgy 8 out of 11. 

Jangwani school - 14 /4/ 98 - gave out questionnaires from 8-I Oam. 
15 /4/ 98 - collected seven questionnaires. 
17 /4/ 98 - collected three questionnaires. 

Total number of questionnaires collected were 10 out of 11. 

Zanald school - 14 /4/ 98 - gave out questionnaires from 12 - 3pm. 
15 /4/ 98 - collected nothing. 
17 /4/ 98 - collected one questionnaire. 
20 /4/ 98 - collected six questionnaires. 
22 /6/ 98 - collected nothing. 

Total number of questionnaires collected were 7 out of 11. 

Kibasila school - 16 /4/ 98 - gave out questionnaires at I Oam. 
20 /4/ 98 - collected five questionnaires. 
24 /4/ 98 - collected two questionnaires. 

Total number of questionnaires collected were 7 out of 11. 
The head of school refused to fill in the questionnaire, saying she was busy. 

Forodhani school - 16 /4/ 98 - gave out questionnaires from 2pm - 3pm. 
17 / 4, / 98 - collected five questionnaires 
24 /4/ 98 - collected three questionnaires. 
26 /6/ 98 - collected nothing. 

Total number of questionnaires collected were 8 out of 11. 

Pugu school - 21 /4/ 99 - gave out questionnaires at 8.30am. 
18 /5/ 98 - collected six questionnaires. 
20 /5/ 98 - collected two questionnaires. 

Total number of questionnaires collected were 8 out 11. 
The head of school was sick, he could not fill the questionnaire. 

Minaki school - 21 /4/ 98 - gave out questionnaires at 12 noon. 
18 5 98 - collected five questionnaire. 
20 5 98 - collected two questionnaire. 

Total number of questionnaires collected were 7 out of 11. 
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Ruvu school - 22 /4/ 98 - gave out questionnaires at 9am. 
19 /5/ 98 - collected two questionnaire. 

Total number of questionnaires were 10 out of 11. 
I left a stamped addressed envelope for the teacher to post the questionnaire but he did not 
do so. 

In the Coast region secondary schools, because of transport difficulties, I arranged to 
travel to the schools and stayed for two to three days administering the questionnaires and 
doing interviews. Despite my presence at school, some teachers disappeared with the 
questionnaires as indicated below: 

Bagamoyo, school - 15 /5/ 98 - gave out II questionnaires. 
16 /5/ 98 - collected 10 questionnaires. 

One teacher was nowhere to be seen. 

Kibiti school -5/6/ 98 - gave out the questionnaires at 12 o'clock. 
8/6/ 98 - collected six questionnaires. 

Together with the deputy head of school, we traced the teachers who took the 
questionnaires but we could not get them. I left my address and the stamped addressed 
envelopes but I could not get the questionnaires up to the end of my research time. 

&wiriri school -5/6/ 98 - gave out the questionnaires in the evening at 4pm. 
6/6/ 98 - collected six questionnaires. 
7/6/ 98 - collected nothing. 

The teachers with the questionnaires were nowhere to be seen. 

Mwinyi school - 10 /6/ 98 - gave questionnaires to teachers at 10am. 
10 /6/ 98 - collected seven questionnaires at 3pm. 
II/6/ 98 - collected nothing. 
12 /6/ 98 - collected nothing. 

I left some money, Tanzanian currency 1000 Shillings for bus fare for the teacher who said 
he was planning to come to the Ministry of Education and would come with the envelope 
containing the questionnaire. I didn't see that teacher until I left for Bristol. 

The schools in which I had no problems administering and collecting the questionnaires 
were: 

Kibaha school - 22 4/ 98 - gave out the II questionnaires. 
19 5/ 98 - collected them all. 

Kilangalanga school - 15 /6/ 98 - gave out the questionnaires at 9am and collected 
them all at 5pm, the same day. 

Kisutu school -- 15 4/ 98 - gave out II questionnaires. 
20 4/ 98 - collected 7 questionnaires. 
23 /4/ 98 - collected 4 questionnaires. 
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APPENDIX 11. 

Interview Schedules. 

21/5/1998 From Ruvu secondary school, I went to Jangwani secondary school and 
Azania secondary school to arrange for interview schedules. 

22/5/1998 Azania secondary school from 8arn 9.15am. Interview with the 
headmaster. 

22/5/1998 Jangwani secondary school from 10 11.15am. Interview with the 
headmistress. 

22/5/1998 Jangwani secondary school from 12.30 - 1.30pm. Interview with a 
teacher. 

25/5/1998 Jangwani secondary school from 9-I Oam. Interview with a teacher. 
25/5/1998 Jangwani secondary school from 10.30 - 11.30am. Interview with a 

teacher. 
25/5/1998 Jangwani secondary school from lpm - 2pm. Interview with a teacher. 

26/5/1998 Azania secondary school from 9-I Oam. Interview with a teacher. 
26/5/1998 Azania secondary school from 10.30 - 11.30am. Interview with a 

teacher. 
26/5/1998 Azania secondary school from I pm - 2pm. Interview with a teacher. 

27/5/1998 Kibaha secondary school from 10 - 11.15am. Interview with the 
headmaster. 

27/5/1998 Kibaha secondary school from I prn - 2pm. Interview with a teacher. 
28/5/1998 Kibaha secondary school from 9am, -I Oam. Interview with a teacher. 
28/5/1998 Kibaha secondary school from 11.30 - 12.30am. Interview with a 

teacher. 
28/5/1998 Kibaha secondary school from 1.30 - 2.30pm. Interview with a teacher. 

29/5/1998 Minald secondary school from 10 - 11.15am. Interview with the 
headmaster. 

29/5/1998 Nfinald secondary school from I prn - 2pm. Interview with a teacher. 
30/5/1998 Azania secondary school from 10 -II am. Interview with a teacher. 
1/6/1998 Minald secondary school from 9- 10am. Interview with a teacher. 
1/6/1998 Minald secondary school from 10.30 - 11.30am. Interview with a 

teacher. 
1/6/1998 Minaki secondary school from Ipm - 2pm. Interview with a teacher. 

7/6/1998 Ikwiriri secondary school from 8.30 -9.45am. Interview with the 
headmaster. 

7/6/1998 Ikwirid secondary school from I Oarn -II am. Interview with a teacher. 
7/6/1998 Ikwiriri secondary school from 12am, -I pm. Interview with a teacher. 
7/6/1998 Ikwiriri secondary school from 2prn - 3pm. Interview with a teacher. 
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8/6/1998 Dcwiriri secondary school from 8.30am. Waited for interview with a 
fourth teacher, but did not come to school. I left at l0am, to Kibiti 
secondary school. 

11/6/1998 Mwinyi secondary school from 8.30 - 9.45am. Interview with the 
headmaster. 

11/6/1998 Mwinyi secondary school from I Oarn -II am. Interview with a teacher. 
11/6/1998 Mwinyi secondary school from l2arn -I pm. Interview with a teacher. 

12/6/1998 Mwinyi secondary school from 8.3 0-9.3 Oam. Interview with a teacher. 
12/6/1998 Left for Dar-Es-Salaarn at 2pm. 

16/6/1998 Kilangalanga secondary school from 8.30 - 9.45am. Interview with the 
headmaster. 

16/6/1998 Kilangalanga, secondary school from 10am - 11.30am. Interview with a 
teacher 

16/6/1998 Kilangalanga, secondary school from 1.30pm - 2.30prn. Interview with a 
second teacher. I left for Daresalaam, it was raining. 

17/6/1998 Kilangalanga secondary school from 10am -II am. Interview with a 
teacher. 

17/6/1998 Kilangalanga secondary school from 11.30 - 12.30 am. Interview with a 
teacher. 

18/6/1998 Kibasila secondary school from 9am - 10am. Interview with a teacher. 
18/6/1998 Kibasila secondary school from II am - 12am. Interview with a teacher. 

23/6/1998 NEnistry of Education and Culture from 8am - 9am. Interview with the 
Director for Secondary Education. 

24/6/1998 Kibasila secondary school from 10.30 - 12 30am. Interview with the 
headmistress. 
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APPENDIX 12. 

NATIONAL EXAMINATIONS COUNCIL OF TANZANIA. 

Rank order positions held by Public Secondary Schools in Dar-Es-Salaam and Coast 
regions in CSEE, 1993-1997. 

Name of School Year 
93 94 95 96 97 

Tambaza 53 130 84 
Azania 25 56 39 46 40 
Janjzwani 46 35 38 45 46 
Zanald 103 147 155 253 120 
Kisutu 134 211 158 249 183 
Forodhani 54 96 92 100 92 
Yjbasila 98 151 175 186 81 
Pugu 199 196 88 101 112 
Mnaki 63 143 94 54 76 
Kibaha 92 90 104 88 60 
Ruvu 201 202 249 236 259 
Bagamoyo 126 167 198 178 89 
Kibiti 304 300 289 294 300 
Dcwiriri 

_355 
354 352 

Mwinyi _ 
Kilangalanga 

Source: Examinations Results Statistics Nov. 1993 - Nov. 1997, NECTA. 

Schools with a* are new. They have not done the Form Four National Examinations. 
Tambaza school has been turned into a High school since 1995. 
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APPENDIX 13. 

One Way Analysis of Variance. 

One way analysis of variance was used to find the perceptions of teachers among the type 

of schools as shown in the tables below: 

Table I.: Analysis of variance: Teachers perceptions about school ethos by 
type of schools. 

Source D. F. Sum of 
squares 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 1205.37 602.69 20.69 . 0001 
Within groups 136 3962.42 29.17 1 
Total 138 5167.80 1 1 

The data show there is a significant difference among the teachers perceptions towards 

school ethos by type of schools. 

Table 2: Analysis of variance: Teachers perceptions about school rules by 
type of schools. 

Source D. F. Sum of 
squares 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 78.74 39.37 5.81 . 0038 
Within groups 136 

-- 
921.00 

- 
6.77 

Total T 138 999.74 1 1 1 

The data show a significant difference among the teachers' perceptions towards school 

rules by type of schools. 

Table 3: Analysis of variance: Teachers perceptions about leadership and 
management styles by type of schools. 

Source D. F. Sum of 
squares 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 7324.17 3662.08 30.10 . 0001 
Within groups 136 16547.72 121.67 
Total 

-1 
138 23 871. -89--T - 
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The results indicate there is a significant difference of the leadership and management 

styles of headteachers by type of schools. 

Table 4: Analysis of variance: Teachers perceptions about decision making 
strategies by type of sdhools. 

Source D. F. Sum of 
squa 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 2152.45 1076.22 30.35 
. 0001 

Within Groups 136 4822.33 35.46 
Total 138 6974.78 1 1 1 

The results show there is a significant difference in decision malcing strategies by type of 

schools. 

e). Table 5. Analysis of"variance: Teachers perceptions about channels of 
communication by type of schools. 

Source D. F. Sum of 
square 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 1819.96 909.98 18.02 . 0001 
Within groups 136 6868.69 50.51 
Total 138 8688.65 1 1 1 :: = 

The results show there is a significant difference in the channels of communication by type 

of schools. 

Table 6. Analysis of variance: Teachers perceptions about promoting 
professional working relationships by type of schools. 

Source D. F. Sum of 
square 

Mean 
scipares 

F. Ratio F. Prob. 

Between groups 2 3818.16 1909.08 8.98 . 0002 
Within groups 126 28912.63 212.59 
Total 138 32730.79 11 1 1 

The results show there is significant difference in promoting professional working 

relationship employed by headteachers by type of schools. 
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Table 7. Analysis of variance: Teachers perceptions about promoting 
community - school relationships by type of schools. 

Source D. F. Sum of 
squa 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 209.34 104.67 3.59 
. 0303 

Within groups 136 3965.94 29.16 
Total 138 4175.28 1 1 1 

The results show there is a significant difference in promoting community - school 

relationship by type. 

Table S. Analysis of variance: Teachers perceptions about parents - school 
relationships by type of schools. 

Source D. F. Sum of 
squar s 

Mean 
squares 

F. Ratio F. Prob. 

Between groups 2 813.46 406.73 16.07 . 0001 
Within groups 136 3441.36 

- 
25.30 

Total 138 4254.82 

The results show a significant difference by type of schools regarding parents - school 

relationsbips. 
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APPENDIX 14. 

An Account of how I collected data. 

I left Bristol on Tuesday 30th /3/ 1998 to travel to Tanzania to do my research. I arrived 
on the same day on Tuesday night at 9.00pm. The weather dfference was very great. In 
Bristol, the average temperature range was about 5 degrees centigrade while in Dar-Es- 
Salaam, the temperature was 27 degrees centigrade and sometimes above that. I spent the 
rest of the week greeting relatives and friends in Dar-Es-Salaam. 

On Monday, 6/4/ 1998,1 went to the Ministry of Education and Culture to seek research 
clearance in order to do research in Dar-Es-Salaam and Coast region Government 
Secondary Schools. I found that the person who deals with granting research permits was 
attending a seminar outside Dar-Es-Salaam and would be away for a week. Waiting for 
her would distort my research plan; thus I requested the Director for Secondary Education 
to grant me a research permit. He immediately told his secretary to write a permission 
letter for me which I collected the following day on Tuesday 7/ 4/ 98. Then, I used 
Wednesday, Thursday and Friday going around Dar-Es-Salaarn region government 
secondary schools to familiarise myself and talk about my research intentions to heads of 
schools. I fixed days with heads of schools when they felt I would be able to meet 
teachers. Likewise, on Friday 10 /4/ 98; 1 went to see the Chief Zonal Inspector of 
Eastern Zone Secondary Schools to request for an interview with him concerning 
secondary school management in Dar-Es-Salaam and Coast region. Unfortunately, he was 
on duty in the Morogoro region and was expected to be in the office on Monday 13 /4/ 
98.1 returned to his office on Monday at I 1.00am and he agreed to have an interview on 
Wednesday 15 A/ 98 at 8.00am in the morriing. He said the interview should not take 
more than one hour. 

On Monday 13 / 4/ 98 from 8.00 - 10.30am, I was at Tarnbaza Secondary School; issued 
II questionnaires: 10 for teachers and one for the head of school. I agreed with teachers 
that I would collect them on Wednesday 15 /4/ 98.1 went there on Wednesday and 
found the secretary had gone to hospital and had locked the questionnaires in her drawer. 
I returned on Thursday morning and she gave me just four questionnaires from the 
teachers. So, I started following the teachers who had taken the questionnaires. One of 
them had misplaced it. I gave him another questionnaire. At the end, I managed to collect 
only 8 questionnaires from the teachers and one from the head of school. 

On Monday afternoon 13 / 4/ 98 from 12.00 - 3pm; I was at Azania Secondary School; I 
issued II questionnaires: 10 for teachers and one for the head of school. The school has 
two assistant heads; one of the assistants deals with research activities; so I left the big 
envelope with him to collect in the small envelopes of the questionnaires from the teachers. 
Many teachers were asIdng me to give them 'something' as their effort for filling in the 
questionnaires. However, they were not so insistent since I know them. I managed to 
collect 8 questionnaires from teachers and one from the head of school after going to the 
school more than three times. Since the teachers sealed the questionnaire in the envelopes; 
I opened one which has a questionnaire which was not mine. I returned it to school but I 
could not get the questionnaire which belonged to me. This indicates the many researchers 
collecting data in schools so that teachers sometimes take this activity as a bother, 
occupying their time for nothing. 
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On Tuesday 14 /4/ 98 from 8.00 - 10.00am; I was at Jangwani Secondary School. I was 
met by the Academic Mistress who is the in charge of research activities at school. She 
was also my University college mate in 1978. She immediately called all the teachers and 
asked them to help me. Teachers who had 5 and more years as teachers picked pieces of 
cuttings from a bowl; out of the lot, there were ten pieces on which was written 'yes'. 
Those who picked yes took the questionnaires. I collected 9 questionnaires from teachers 
and one from the head of school after going to the school twice. 

On Tuesday 14 14 / 98 from 12.00 - 3pm. I was at Zanaki Secondary School. The 
second mistress is in charge of research activities at school. I found her very busy 
attending to students in her office and parents waiting to see her. The headmistress was 
not at school, they said she was attending a heads of schools meeting at Arusha. The 
deputy said she hasn't even told the teachers about me although we had fixed an 
appointment to meet on this day. She also said it was not easy to get all teachers and 
advised me to go about the school and get hold of any teacher I met on the way. I had no 
alternative, I went upstairs in the staffroorn and found some few teachers. I greeted them 
and told them what I was after. After mentioning the questionnaire, two of the teachers 
left the room silently. I couldn't stop them. I gave the questionnaires to four teachers 
who remained in the office. I returned downstairs to the second mistress's office. The 
office is shared by other two teachers. I gave the questionnaires to the two teachers and 
one for the deputy. The deputy asked me to leave the questionnaires which I intend to 
give to teachers so that she could give them to the teachers. I gave her four 
questionnaires. I returned to the school on Friday 17 /4/ 98 to follow up my 
questionnaires and only found one questionnaire from the teachers. The Deputy and 
others haven't filled them. One of the teachers sitting in the deputy's office had misplaced 
the questionnaire. I gave her another one. I kept on passing to the school collecting one 
or two questionnaires. At the end, I managed to collect 6 questionnaires from the teachers 
and one from the deputy. 

On Wednesday 15 /4/ 98 from 10.30 - 12.30,1 was at Kisutu Secondary school. I found 
the headmistress of Kisutu in the office. We talked about my research and how I was 
planning to get the research sample. She said to me, what I was planning to sample the 
respondents is all right, but I will disturb the school timetable. She said, 'although I know 
you, I cannot call the teachers out of classes, and you know teachers cannot listen to you 
after office hours. I advice you to give the teachers who are in the staffroom the 
questionnaires you have'. I agreed to her advice. On the 20 /4/ 98,1 went and collected 
seven questionnaires. I returned at school on the 23 /4/ 98 and collected the remaining 
questionnaires. In total I collected 11 questionnaires; 10 from the teachers and one from 
the head of school. 

On Thursday 16 /4/ 98, it was raining heavily. I got a lift to Kibasila, secondary school at 
10.00am. I found the head of school and the deputy head were not at school. I was 
disappointed because we agreed to meet on this day at this time. I went to see the 
academic mistress who was around. She was reluctant to receive me but when I showed 
her the research permit from the Ministry of Education; she calmed down and listened to 
me. We went together to the staffToom. Since it was raining and was breaktime, most 
teachers were in the staffToom. It was hard to listen to one another because of the noise 
on the roof I was introduced to the teachers. I told them about my research and what I 
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request from them. I gave the ten questionnaires to the teachers who picked 'yes' papers. 
We agreed to collect the questionnaires on Monday 20 /4/ 98.1 went to IGbasila on 
Monday morning and got only four questionnaires. On this day I gave the questionnaire to 
the head of school, she accepted it but said she was too busy to fill it. After visiting the 
school more than three times; I collected only 7 questionnaires from the teachers. The 
head of school still insisted she lacked time to fill it. 

On Thursday 16 /4/ 98 at 2pm - 3pm. I was at Forodhani secondary school. I was 
welcomed by the deputy head of school with whom I had already discussed my research. 
She said to me that there were many researchers coming into school, and teachers are tired 
of filling in questionnaires. Even now, she said, 'they have other questionnaires in their 
drawers'. The school has three rooms used as staffrooms, so I went with her to the 
staffroom to talk with teachers who will accept to fill in the questionnaires. I managed to 
distribute all the ten questionnaires to teachers and gave one to the head of school. I later 
on went to the school three times to get the questionnaires. I managed to get seven 
questionnaires from the teachers and one from the head. 

On Tuesday 21 /4/ 98 1 boarded a bus at 7.30am in the morning, travelled to Pugu 
secondary school. This is a boarding school and has teachers' houses within the school 
compound. The teachers have d big moderately finmished staffroom which accommodates 
most teachers. There is the academic office which academic teachers use as their 
staffroorn. The school also his office departments. The teachers were mobilised by the 
deputy head. I talked to them about my research and gave the questionnaires to those who 
agreed to fill them in. I collected eight questionnaires from the teachers after going to that 
school twice. I did not get a questionnaire from the head of school because he took it and 
got sick. I went to see him twice and found him shaking with high fever. 

On the same day at 10.30am, I took a bus to Minald secondary school which is about 10 
Ian away from Pugu secondary school. I arrived at Nfinaki at 12 noon. The deputy head 
gave me a warm welcome. I was served tea with ripe bananas. The deputy called all the 
teachers, introduced me to them and he said to them that they should help me. 'Please 
help her complete her studies' he told the teachers. Then to my surprise, he said to me 
that your procedure of getting 'teachers to fill your questionnaire will take time. Before I 
responded; he was telling teachers 'you, you you' and took my questionnaires and gave 
them to teachers randomly saying ' fill in the questionnaires, here are the envelopes to seal 
your information'. He behaved like a military commander and distributed the envelopes to 
the teachers. I was left shocked. The teachers took the questionnaires without any 
argument. I managed to collect six questionnaires from the teachers and one from the 
head of school after going to the school twice. I left some teachers with addressed 
stamped envelopes to post the questionnaires to me in Dar-Es-Salaarn but they never did. 

On Wednesday 22 /4/ 98 1 boarded a bus at 7.00am. in the morning, travelled to Ruvu 
secondary school. The school is about one km from the main road. It is a boarding co- 
education secondary school. One stream in each form from Form I-4 are day scholars; 
enrolled from the neighbouring community, within a radius of 5k: m. There are enough 
teachers houses within the school compound; so I didn't have any problems of getting the 
teachers. The headmaster handed me to the academic master who arranged a teachers' 
meeting. The few teachers who attended were the ones whom I gave the questionnaires. I 

33 



managed to get 9 questionnaires from the teachers and one from the head of school after 
going to the school twice. 

On the same day, at 12 noon; I took a bus from Ruvu bus stand to Kibaha secondary 
school. I met the deputy head of school. He welcomed me and introduced me to the 
teachers. The teachers agreed to take the questionnaires in my presence and we agreed 
that I will collect them after three days. They filled in the questionnaire but refused to give 
them to the secretary of the school until I explained to them how I was going to pay for 
their labour. The day I went to get the questionnaires, the deputy informed me about the 
issue. I met the teachers and explained to them my research financial constraints. 
However, I bought soft drinks for the teachers who were in the staffroom. In the 
staffroorn, there was a big fridge, full of Coca-Cola and fanta drinks for sale. I collected all 
the ten questionnaires from the teachers and one from the head of school after two school 
visits. 

On Friday 24 /4/ 98 1 woke up in the morning very tired and had a severe headache. I 
spent most of the time in bed. Unfortunately, at 5prn in the evening, my mother suffered 
from a heart attack. We rushed- her to hospital where she was admitted. She stayed in 
hospital on Saturday, and on Sunday 26 /4/ 98 at 8.00am in the morning, she passed 
away. The research plan changed drastically. I had to travel with family members to bury 
her in our home village in Mwanza region on I/5/ 1998.1 stayed in Mwanza until 10 /5 
/ 98 when I returned in Dar-Es-Salaam to carry on my work. I was so much stressed that 
on the 12 /4/ 98,1 had severe malaria fever and was admitted in hospital for two days. I 
started doing my research work on the 15 /5/ 98. 

On Friday 15 /5/ 98 1 travelled to Bagamoyo secondary school, stayed in Bagamoyo, for 
two days. I gave the teachers the questionnaires on Friday afternoon, they accepted to fill 
them and I collected them the following day on Saturday at 10.00arn in the morning. Out 
of the II questionnaires, I got 9 from the teachers and I from the head of school. While in 
Bagamoyo, I also visited The MANTEP institute. This institute offers management 
courses for the heads of schools in Tanzania. I expected to get some literature concerning 
secondary school management in Tanzania. Unfortunately, they didn't have any and said 
they conduct courses on 'needs assessment basis' for each group which attends the course. 

On Monday 18 /5/ 98 up to Wednesday 20 /5/ 98,1 used these three days to go through 
all the questionnaires I had collected and to identify the schools where I would conduct 
interviews. I added such aspects for further probe in the interview schedule for heads and 
teachers in the selected schools. I started interviewing in the recommended well managed 
schools. 

On Thursday 21 /5/ 98 1 went to Jangwani secondary schools and Azania secondary 
school to arrange for the interviews. The heads of schools were very co-operative and 
agreed to be interviewed on Friday 22 /5/ 98. The schools are neighbours, so I didn't 
have difficulty moving from one school to another. I also used Monday 25 /5 98 and 
Tuesday 26 /5/ 98 to interview teachers in these two schools. Four teachers were 
interviewed in each school. 

On Wednesday 27 /5/ 98 and Thursday 28 /5/ 98,1 interviewed the headmaster of 
Kibaha secondary school plus fvur teachers in the school. Whereas, On Friday 29 /5/ 98 
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and Monday I/6/ 98; 1 was interviewing Minald secondary school headmaster and four 
teachers in the school. 

On Wednesday 10 /6/ 98 to Friday 12 /6/ 98; 1 was interviewing Mwinyi secondary 
school; which is about 70 Ian from Dar Es Salaam city. Then, on Monday 15 /6/ 98 to 
Wednesday 17 /6/ 98,1 was at Kilangalanga secondary school, which is about 65 Ian 
from Dar-Es-Salaam city interviewing the head and teachers. On Thursday 18 16 / 98 up 
to Monday 22 /6/ 98,1 was interviewing the teachers at Kibasila secondary school. I also 
arranged to interview the head of school of Kibasila on Wednesday 24 /6/ 98 at 10.00am. 
in the morning. On Tuesday 23 /6/ 98 at 8.00 - 9.00am, I was interviewing the Director 
for Secondary education in Tanzania. Then on 27 /6/ 98 at 23.45 1 boarded a plane to 
Bristol. 
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APPENDIX 15. 

An account of the problems I encountered during my rieldwork. 

1.1 carried out the in-depth interviews in eight government secondary schools; which 
included four well managed schools and four less managed schools. In each school I 
interviewed the head of school and four teachers. The interviews covered a period of two 
to three days in each school. Each interview took a duration of 45 minutes to one hour. 
The interviews took place during school hours because it was not easy to get the teachers 
during weekends and after school hours. When I suggested to meet them during these 
times, they refused outright, saying they have other missions to attend to supplement their 
meagre income. During the school hours while I was doing the interviews; there were 
many interruptions from staff and students; and in case of heads of schools; people from 
outside, the school secretaries entering the office to take some files and the telephone 
interrupted most of our talk. 

2. Getting respondents for interview was more difficult than I had expected. I had 
planned to talk to all teachers concerning my research and what I expected from them. In 
contrast, it was not possible to get all teachers. Thus, I ended up taRdng to the few 
teachers who came and asIdng those who will be interested to be my respondents. 

3. Some teachers were reluctant to be tape recorded for fear that their spoken English was 
not good and they would be embarrassed if they failed to express themselves clearly. I 
accepted their wish and conducted the interview in Swahili, the national language of 
Tanzania. Some teachers who feared that their information would be communicated to 
their heads of schools or reported to the Ministry of education; I assured them of total 
confidentiality and informed them that my research was conducted purely on an academic 
basis although the research findings would help inform policy. 

4. In some schools, especially the Community secondary schools; School buildings are 
incomplete. Buildings are roofed with corrugated iron sheets and had no ceiling boards. 
When it was raining during interviews, I failed to tape record because of rain noise. I 
failed even to write down our interview due to much noise from the corrugated iron roofs. 
We Wed to fisten to each other. Thus, I lost much time waiting for the rain to stop; 
sometimes the respondents who had accepted to be interviewed left. They could not wait 
to be interviewed after the rain had stopped; so I had to arrange to interview them 
according to their convenient time. I faced this problem at Kilangalanga and Dcwiriri 
secondary schools. 

5. Transport problems. There had been heavy rains in the country from October 1997 up 
to April 1998. These rains known as 'Elinino rains' caused a lot of floods in most parts of 
the country, also many roads and bridges had been swept by rains. Thus, when travelling 
to the Coast region secondary schools, I had to walk long distances on foot due to lack of 
transport which had been caused by the destruction of bridges. Also because of the few 
buses going to these difficult areas, we were being overcrowded into the buses to the 
extent of risking fife. As I was spending two or three days in these schools and because of 
fear of getting typhoid disease due to contaminated water, I had to carry bottles of mineral 
water with me, which was also a burden since I was walking on foot for several kilometres 
even after alighting from the bus to the schools. 
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6. Regarding the questionnaires, it was very difficult to collect all the questionnaires at 
once in schools; sometimes, some teachers misplaced or lost the questionnaires, so I had to 
incur other costs in reprinting the questionnaires for them. I had to go to collect the 
questionnaires in schools two or three times; and even when I left with them the self 
addressed stamped envelopes, I didn't get any response from them. 

7. Concerning the questionnaire survey, I distributed eleven questionnaires in each 
Government secondary school in Dar Es Salaam and Coast region. One questionnaire 
among them was supposed to be Med by the head of school. The title of the questionnaire 
read 'teachers questionnaire'. I explained into the covering letter that 'it seeks to obtain 
your perceptions and views on various aspects of school management practices in the 
school'. The term 'teachers questionnaire' was not favoured by some heads of schools. 
They told that they are heads of schools not teachers. Some two heads of schools, namely 
Kibasila secondary and Mwinyi secondary schools refused to fill in the questionnaire 
saying that it does not belong to them, it belongs to teachers. Similarly, the term 
'headteachers' did not please some heads of schools. They said they are a headmaster or a 
headmistress. I apologised and told those who felt that I was trying not to recognise their 
positions, that it was not my intention at all. I used the term headteachers as term which is 
gender sensitive, covering both men and women heads of schools. Likewise, the 
questionnaire was addressed teachers questionnaire in the hope that heads of schools and 
teachers are all professional teachers and cannot be offended if called teachers. 

8. My experiences of doing research at Ikwiriri secondary school were hard. The school 
itself is about 300 Ian from Dar Es Salaam city in the Coast region. When you alight at 
the bus stand of Ikwifiri, you have a distance of 21an to walk up to the school. The school 
was a primary school and was turned into a secondary school in 1993, when the 
Government asked every district to construct secondary schools in the move to expand 
secondary education in every district. The school is incomplete; it has three rectangular 
buildings which accommodate about 320 pupils. One classroom has been turned into a 
staffroom. It is furnished with few tables and chairs. The head of school has a small 
rectangular office where there is a table, a chair and a small bookshelf plus two wooden 
chairs for visitors. The school has no telephone, electricity nor tap water. There is a well 
for the school community to use which also serves the neighbouring school community. 
There are latrines which are shared by both teachers and students. There are no play 
grounds for the school. The school has three houses for teachers in which one is occupied 
by the head of school. The teachers houses are simple and their corrugated iron roofing 
have started to rust. On the rear side of the school, it is surrounded by a big forest, which 
the head of school said to me, is inhabited by Hons and elephants; who sometimes during 
the quiet and foggy nights walk about the school premises and destroy crops. 

I arrived at school at 3 pm. I was very tired taking into account that the bus was very 
crowded, there was no space to even stretch ones legs. I was directed to the headmaster's 
house. I went to greet him and introduced myself He welcomed me into his house. I 
went inside, and it was lunch time for them. He called his wife and introduced her to me. 
Then, the wife separated the meals. She took part of the meal outside on the corridor and 
closed the door. She called her children and started to have their meal. The headmaster 
with one child and me sat down and had a meal which was left on the table. After lunch, 
the headmaster took me to the office. He said to me that the teachers have left and I will 
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be able to meet them the following day in the morning. He offered me a place to sleep in 
the office and said he can provide a mattress for me. I was afraid because the office was 
far from the teachers' houses, and the fact that elephants sometimes roam about the 
school, there was no electricity, and the toilets are outside, away from the office terrified 
me. I showed my reluctance to sleep in the office hoping that he could at least invite me 
into his home. He said, 'if you want to go to sleep in town, it is up to you, but it is far, 
you have to go to where you alighted from the bus and then follow the road about three 
kilometres, to the town centre'. He directed me to go the hotel called 'Stop over. By 
then it was about 4pm. I started walking the two kilometres to the main road. When I 
arrived at the main road, I saw men carrying sacks of charcoal on bicycles heading towards 
the town centre; one of them had no luggage. I greeted them and asked the man with no 
sack whether he could give me a lift to town. He agreed to carry me for a hundred 
Tanzanian shillings up to Stop Over hotel. In the morning because there were no taxis nor 
other vehicles for hire; I asked one of the hotel attendants to go and get me a bicycle for 
hire to take me to Ikwiriri secondary school. I arrived at school in time and teachers were 
surprised to see me on the bicycle and cheered me. This helped me to build rapport with 
teachers; they regarded me as one of them, especially when I told them that I had been a 
secondary school teacher for 18 years and started as a Diploma like themselves. I gave the 
questionnaires to the head and the teachers and managed to conduct my interviews for two 
days. 
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APPENDIX 16. 

Evaluation Form for Headteachers: (translated from Kiswahili [Appendix 16a]). 

Evaluation form for headteachers; section A is personal particulars of the headteacher and 
is completed by the headteacher; section B is completed by the head of section at the 
Ministry of Education. The form states: 

(a) Give the right recommenclation to the employee. 

(b) If you put 'X' in box 'D' or 'E'; you must write a letter to the employee; then attach 
the letter you wrote to hirn/her; the reply of the letter from the employee together with this 
report form and send them to the Ministry of Education. 

2 1. Works well 
22. Posses the required skills for the job 
23. Is knowledgeable 
24. Communicates well in writing 
25. Communicates well orally 
26. Keen and neat at work 
27. Hardworking 
28. Average worker 
29. Can perform extra duties 
30. Conduct and behaviour 
3 1. Can follow given instructions 
32. Can face difficult situations 
33. Co-operates well with staff 
34. Is willing to accept and perform duties well 
35. Trustfid and obedient 
36. Co-operates and respects government and party leaders. 
3 7. A visionary leader 
38. Can quickly give right decisions. 
39. Can work independently. 
40. Is creative 
41. Delegates duties well and monitors performance. 
42. Can lead well. 
43. Can plan, co-ordinate and see the work is done. 
44. Can teach and direct staff well. 
45. Can implement party and policy of the country directives 
46. Is willing and Ekes to upgrade himself / herself 
47. Performs duties quickly 
48. General work performance 

A=Very good; B= Good; C=Average; D-- Below average; E= Poor, F= Not seen. 
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APPENDIX 16(a) 

Original Form in Kiswahili 

JAMMURI YA MUUNCANO WA TANZANIA EF. 117 (C) 
(Rekebisho) 

WIZAILA YA ELIMU YA TAI FA 

TAARIFA YA SIRI YA MWALIMI AFANYAE KAZI YA UONOOZI 

Muaka .................................. UTS- Na ................. 
Check Na ................ 

SEHEM A: 

(Ilazwe na nialtmu liven)reve) 

TAARIFA ZA BINAFSI NA KUMBUKUMBU ZA IMMISHI 

*1. Jina Kamlli: Bwana/Bibi/Bi (Herufi kubwa) ...................................... 

2. 

3. 

4. 

S. 

6. 

7. 

8. 

9. 

110. 
11. 

12. 

0. 

14, 

................................................................................ 
Itanzania/Si Mcanzania ni raia wa .............................................. 
Kiwango cha Elimu ......................................... ..................... 
Chuo cha Hafunzo ya Ualimu ..................................................... 
Foaka wa kufuzu UalLmu ......................................................... 
Daraja nililopewa baada ya kufuzu .............................................. 
Namba ya Cheti/DipLoma/Shahada ya Chuo Kikuu ................................... 
Mafunzo mengineyo .............................................................. 
Hjajlri ........................................................................ 
Idara/Divisheni/Nifanyapa kazi ................................................. 
Kazi nifanyayo sasa ............................................................ 
? Ishahara kwa mwezi ............................................. o.. o ........ o 
(a) Ngazi ya mshahara ....... o ... o....... 0 .... 0 .................. oo .......... o.. 
(b) Daraja la sasa ni ............................................ o ............ 
Tarehe kamili ya: I TAREHE WEZI h-V XýA 
(a) Kuzallwa ....................... 
(b) Kuanza uallmu uanafunzi ........ 
(C) Kuajiriwa mara ya %cwanza ....... 
(d) Kuthibitishwa kazini ........... 
(e) Kupandishwa daraia la sass ..... 
M Kushika madaraka niliyonayo sasa 
(g) Nyongeza ya mshahara ........... 

15. Miezi nillyokaa katika Idara/Divisheni/Sehemu hii muaka huu .................... 
16. hiezi niliyokaa na Aftsa mwandika ripoti mwaka huu ............................. 
17. Mitzi nillyokaa na Afisa Mthibiti ripoti mwaka huu ............................. 
18. Baada ya saa za kazi nashiriki katika .......................................... 

19. JLnsi ninavyojLendeleza kLelimu/kLkazi 

................................................................................ 
20. r, 4zL ambayo ningependelea kufanya .............................................. 

i 

rAREHE ...................... 40 .......................... 
SAHIHI YA MWALIMU 



SEHEW B: 

(Iiazue na Afisa - Mripoti) 

Muhimu (a) Uiandikapo taarifa hiis inakupasa kutoa picha halisi 

ya sifa na utendaji wa kazi katika daraja alilonalo 

mwalimu sasa bils ya kujali umci, afya, wala muda wa 
Utumi. 'shi wake. lwapo uhalifd wa kazi za mwalimu buyu 

husababishwa na hayo, eleza kikamilifu katika sehemu 

ya (macni katika ibara ya 52). 

(b) Mwandiki- alama "X� kwenye chumba anachostahili. 

Ukimwandikia alama hiyo katika chumba "lY' ama "EI' huna 

budi umjulishe kwa barua uhalifu huo na nakala ya)ke 
iambatishwe na ripoti hii pamoja na nakala ya majibu ya 

A1 B c D 
1E 1F1 

21. Anaielewa kazi yake vizuri 

22. Ana maarifa ya kutosha kumwezesha 
kufanya kazi yake barabara 

23. Anao ujuzi wa kutosha? 

24. Uvezo wa kujieleza kimaandishi 

25. Uwezo wa kujieleza kwa kunena 

26. Uangatifu na usafi wa k3zi 

27. Juhudi na usahihi 

28. Wastani wa utendaii 

29. Uwezo wa kumudu kazi ya ziada 

30. Tabia na nidhamu 

31. Uvezo wa kufuata maagizo na 
kanuni 

32. Wajihi na tiwezo wa kukabiliana 
na vatu 

1 

33. Uwezo wa kushirikiana na watumishi 
wentake wa ngazi zote. 

34. Uelekevu wa kupokea madaraka na 
kutimiza waiibu wake. 

1 
1. 

1 1 

35. Uaminifu na Utii 
1 

1 

4 

36. Ushirikiana na uhusiano. na walimut 
wafanyakazi wengine, raia, viongoti 
wa Chama na Serikali n. k. 

1 

1 
37. Upeo wa kuona maendeleo ya mbele na 

uwezo wa kutoa uamuti unaofaa. 
38. Uwezo wa kutoa uamuzi sahihi kwa 

haraka. 

39. Uwezo wa kufanya kazi bila usimamizi. 

40. Uwezo wa kugundua mambo mapya 

41. Uwezo wa kugawa madaraka na 
kuhakikisha utekelezal i. 



I 

A B c D E F 

42. Ujuzi na uwezo wa kuongoza walio 
chini yake. 

43. Uwezo wa kupanga,. kuunganisha na 
.. kusimamia kazi 1 

44. Uvezo na juhudi ya kuwafundisha kazi 

anaowaonRoza 
45. Utekelezaji wa maagizo ya Chama 

1 

na Siasa ya nehi 

46. Ari ya kupenda kujiendeleza 
1 

(kulisomea) 1 

47. Wepesi wa kufanya kazi kwa haraka na 
kwa wakati wake. 

48. Wastani wa uvezo wa kazi kwa jumla 

A= Vizuri sana; B- Vizuri; C= Inaridhisha; D= dhaifu; 

E= duni; F= hakuonwa. 

SEHE)lu C: 

(Pia ijazwe na Afisa - Mripoti) 

49. SEKKA ALIZOHUDHURIA 

TAREHE SOHO HATOKEO 

........................ ........................ ....................... 

....................... ........................ ....................... 

....................... ........................ ....................... 

50. Uwezo uliojitokeza katika masomo mbalimbali na ari ya kujiendeltzat 

............................................... ... ... ... .......... .......... 

......................... ...... ....... .................. ......... ......... ... 

........ ................... ... ............ ........ . .... ..... ... ... ... .... ... 

31. JUHUDI NA USTADI MALUMU: - Mfann: (1) Maguzi/Afisaetimu - idadi 

ya shule alizokagualkutembelea kati ya zile alizokabidhiwa. 
(2) Maandiko ya binafsi - Kitabtr n. k. 

......................................................... , ................... 

.................................................. . ........................ 

..................... ...... ............ ............ ... ...... ... ...... .... ... 

52. Haoni ya DDDIDEO/REO/I*uu wa sehemu ya kati ................................ 

..................... .................................. ...... ......... ...... 
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