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Abstract

The purpose of this study was to investigate homroanity secondary school heads in Shinyanga, Tamzan
are prepared and supported to implement the Secpiacation Development Plan (SEDP).The reseaah w
a case study employing mixed methods. Data weleatetl through questionnaires, interviews and sttedil
documents. It was found that many teachers apmiated to headships with little skill in leadeysrand
management, still fewer of them are sent for lestdprtraining yearly. Moreover, results revealeat tishortage
of essential services and of teachers, togethér mény responsibilities, causes a good number ad$éo feel
discontented with their job. Surprisingly, it wasafound that some school heads work without diride on
how to implement the Secondary Education DevelopgrRéan (SEDP).The study was limited by the numlider o
respondents; simply 37.1 percent of all participaiesponded. This necessitates further researghipgimgy a
larger sample, on the preparation and developmestiools heads in Shinyanga so as to reach amaecu
conclusion. Moreover, an investigation into the aripnce of training to enhance performance is ipes.
Mixed methods, utilizing both questionnaires andl@pth interviews would result into enriched fingn It was
recommended that deputy heads should be trainedebbéing appointed to headship positions. Addtilyn
other means of enhancing leadership skills likechoay, mentoring and reflection should be adop®duture
support to school heads. Besides these, new hbadkle encouraged to form networks amongst thieese
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1.0 Introduction

The demand for secondary education has génegeown worldwide, and mainly in less-developed
countries. It is assumed that a secondary edutattedr force can contribute more to national degelent than
primary school leavers. Backed by this idea, togiethith the increase of primary school leavers,ettging
nations have embarked a lot on programmes whidHaratstablishing more secondary schools. In Taizgdor
example, the Secondary Education Development FBDP) was initiated in 2004 to meet the demand arem
ex-standard seven leavers for secondary educaddonisfry of Education and Culture, 2004:1). Thereased
number of schools has resulted in more promotidrteachers to headships. It is definite that hezdschool
play a pivotal role in ensuring the smooth runniigsgchools and quality education (Connolly et 2002:339;
Bush and Oduro, 2006:359 citing The Commonwealttreariat, 1996; NSCL, 2001 and Bush, 2003; Wildy
and Clarke, 2008: 469 quoting Walker and Qian, 2866 Rhodes et al., 2008: 311 citing DfES, 2005).
Moreover, Dean (1993:1) supports this idea by rsgathat “being a leader means knowing where orgoiisg
and working to achieve a shared vision with théeagjues”. The challenge which faces education paliakers
is acknowledging the importance of preparing angpsuting heads of secondary schools for effective
implementation of their role.

The relationship between leadership preparatiuth support for effective implementation of théaa role
and the quality of the school is shown by a rarfgetuaies internationally. These include: Lungu§386) who
advocates the training of educational administsitoiZambia to enhance and improve their qualitwork; and
Singhal (1983:63) explains that The National lugéitof Educational Planning and Administration laymg a
major role in capacity building of educational adisirators to cope with the increased demands akwo
India. Furthermore, because of the challengeseojah that derive from the demand for quality amel different
needs of students, parents and teachers, traisittgeisolution for difficulties encountered in flob (Singhal,
1983:70). Muijs and Harris (2003:437 citing Leithoeb et al.,, 1996) accept that students’ performance
improvement relies heavily on the capacity of tfieaiveness of school leadership.

Moreover, Van der Westhuizen et al (2004:78%Jress the advantages of training inexperiencedipals
in South Africa before they take up headships. @&siStroud (2006, p.89) observes that as longaaketship is
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seen as a key factor for school effectiveness atteibperformance, the training of beginners ind #mse
aspiring to, leadership in the UK schools showddgiven high priority. Furthermore, Rhodes et &I0& 331)
emphasise the need for preparation of school Headaying:
Given the potential leadership crisis in schoolgshbm the UK and internationally, those
individuals in schools charged with the importaagkt of managing and developing their human
resources need to be prepared for this importdat ro
Hallinger and Heck (1998:157) relate the role of ghrincipal to students’ performance in their rewien
research conducted from 1980 - 1995; the outcorogvstihat there is a significant relationship betwen
effective principal and school effectiveness togethith students’ performance. Additionally, Dunq@009:1)
acknowledges that “The role of the principal isogmized as critical to school improvement and stude
success”.

However, studies conducted in developing coesitshow that school heads are rarely preparethéojob of
leading schools. Research by Lungu (1983: 85) aglauges that the obvious problems facing educaition
Africa are the lack of planning and developmen¢didicational leaders.

Moreover, Bush and Jackson (2002:418 quotihg Tommonwealth Secretariat 1996) also explain the
shortage of training for educational managers imicAf “without the necessary skills, many heads are
overwhelmed by tasks”. Recent studies still shdtlelieffort being made by developing countriesraint and
develop school leaders, for example, research tgmidrand Sammons (2007:578): “No training is rezplito
become a head teacher in Pakistan”. Additionalhgk® (2008:71) advocates to the government of Basw
the need for launching an educational traininggyodis a guide for the training of heads of secondahools.
DeJaeghere et al (2008:1) and Onguko et al. (2088:@bserve the lack of leadership training andffident
training colleges available to school heads in Sabaran Africa and East Africa respectively.

Furthermore, good amounts of literature disdine shortage of educational leadership skihitrg to heads
of school before the job and during the job in depig countries. Harber and Davies (1997: 61ngit
Giorgiades and Jones, 1989) show that in less dpedlnations, heads of schools come from teachwally
with no or little training for the job. Also, theyrgue:

A major concern of school management debate inntegears has been the need to train head
teachers. Head teachers are chosen because thgyoarat one thing (teaching) and then put into
a managerial role which can demand quite diffes&iils (Harber and Davies, 1997: 77).

Most educational leaders lack leadership skils Everard and Morrris (1996:4) put it, the adion system
expects three things from educational managersleaders: leaders who combine resources to achleve t
predetermined aim, leaders who are catalysts afigsnand leaders who affect sustainably the devedopof
resources.

Literature shows that most of school heads in agirg countries lack these skills. Dadey and Ha(heg1: 1
quoting Lungu, 1983) also note that the obvioudams facing African education systems are lacglahning
and support of educational leaders. There are ielijnes for preparation, in-service training arevelopment
for school heads (ibid, P.26). Otunga et al. (2808) explain the situation facing principals in 8oifrica,
where most principals fail to cope with radical lzab change because of inadequate skills for leattieq
schools.
1.1 Research Gap

Research literature on the preparation and devedaprof secondary school heads in Tanzania is
sparse. Besides no study has been conducted igaBigia on the preparation and development of contshuni
secondary school heads as far as the researcaeaig. This study has built on the recent reselayc®nguko
et al. (2008) on the “mapping of principal prepematin Kenya and Tanzania” together with other mscn
preparation and development of school heads.
1.2 Purpose of the study

The purpose of this study was to investigate lowimunity secondary school heads in Shinyanga,
Tanzania, are prepared and supported to implerherécondary Education Development Plan (SEDP).

1.3 Research Question

The study was guided by the following research tijoles
How are the heads of community secondary schodihinyanga region prepared and supported for thkdrto
implement the Secondary Education Development 8&DP)? And the following the following sub-questo
were addressed in the research:

1. What previous experience did heads of schools hartgeir new jobs?
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What specific management and leadership trainiddvdads of schools have?
What did heads of schools perceive as their curtda?
What role had heads of schools played in the imptaation of the SEDP?
How effectively had heads of schools involved bieetne implementation of the SEDP?
How were heads of school at that time supporteddnage the SEDP?
How could heads of schools be prepared and sugpdotemanage educational change in future
developments?
2. Methodology

The research carried out was a case study of hbaosteads were prepared and supported to manage
an educational programme in one of the Tanzanigiome, Shinyanga. According to Bassey (2007: 142)se
study is a “form of enquiry, is an exploration b&tunknown”. Cohen et al. (2008:253 quoting Rob202)
give the advantages of the case study as, “cadeestapt for analytic rather statistical generdima that they
develop theory which can help to understand otlmilas cases, phenomena or situations”. Denscorab8ég;
39) emphasises that, regardless of the issue tavbstigated, “the case study normally depends oorscious
and deliberate choice of about which case to sélect among large number of possibilities”.
2.1 Sample

The participants in the study were placed into éhcategories based on their role, experience and
possession of information in the implementationtied SEDP. The first group was heads of community
secondary schools; 156 heads of community secorstdrgols were given questionnaires, 53 respondiésl; t
was a 34 percent response rate. The second cateftrg sample came from the Regional Educatioric&ff
(REO) and eighty District Educational Officers (D&OAIl eight DEOs responded, however questionnttre
the REO was not returned. Interview was conductéth an official from the Ministry of Education and
Vocational Training (MOEVT).

Noakrwh

2.2 Instrumentation and Administration

Three methods of data collection were used: questires, semi-structured interview and documergriew.
This met the need for triangulation.

2.3 Analytical techniques

Given that the mixed method technique of redearas employed, both descriptions and statisteew
used for data analysis. Descriptions were usedlynastqualitative data. Statistics and explanatiwese used
for quantitative data so as to provide meaningh® a&nalysed data. Data from closed-questionnaines
statistical documents were put into the computekage, SPSS. From the frequency tables, the meade,m
median, and standard deviation were calculateddttition, bar charts, pie charts and histogram®\weoduced
using the same statistical computer package. M{@{08:91) observes that the best way of looking at
occurrences, for example how many participants hesponded, is by looking at frequency distributialples.

The calculated standard deviation helped tordete how data were spread from the mean. Standard
deviation is the measure of the extent the valpesasl from the mean (Muijs, 2008:107).

Qualitative data from open- ended questionna@med interviews were coded, categories were
developed, and lastly frequencies were determionealsso describe the findings. In the process td daalysis
and interpretation a ‘research question method’ employed. Cohen et al (2008:468) describe theareke
guestion method as the means where “all relevatat flam various data streams (interviews, obseswatand
questionnaires) are collated to provide a collectanswer to a research question”. The advantaghido
approach is that similarities, differences, patieand qualifications across data types can bédyeasimined
and categorised as well as explained (Cohen €2G08:468).

3 Results and analysis
3.1 Introduction

The results and analysis chapter aimed at preggeatid describing the findings from both quantitativ
and qualitative data collected from questionnairgsyviews and statistical documents.
3.2 Previous experience brought by school headsttweir new jobs

Findings in Tables 1 reveal that most heads had Experience as teachers. 92.4 percent of school
heads had five years or more of teaching experiefités was also supported by the average numbgea in
teaching which was 16.58, yet, the standard dewiatias large: 9.090, indicating a large spread fitmenmean.
The reason was due to the variation of numberseafs/teachers had been in the career. The onlytwes

200



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) ,l'—,irl
\ol.4, No.12, 2013 ||$ E

from the findings were the three school heads hlaat a minimum teaching experience of three yeadsome
head with 37 years of teaching experience.

Table 7: Number of years as a teacher

Cumulative
Frequency| Percent | Valid Percent Percent
Valid 3 3 5.7 5.7 5.7
4 1 1.9 1.9 7.5
5 3 5.7 5.7 13.2
6 1 1.9 1.9 15.1
7 1 1.9 1.9 17.0
8 2 3.8 3.8 20.8
10 2 3.8 3.8 24.5
11 6 11.3 11.3 35.8
12 1 1.9 1.9 37.7
13 4 7.5 7.5 45.3
14 2 3.8 3.8 49.1
15 1 1.9 1.9 50.9
16 4 7.5 7.5 58.5
17 1 1.9 1.9 60.4
18 1 1.9 1.9 62.3
19 1 1.9 1.9 64.2
20 4 7.5 7.5 71.7
24 2 3.8 3.8 75.5
25 2 3.8 3.8 79.2
27 2 3.8 3.8 83.0
28 2 3.8 3.8 86.8
30 4 7.5 7.5 94.3
31 1 1.9 1.9 96.2
35 1 1.9 1.9 98.1
37 1 1.9 1.9 100.0
Total 53 100.0 100.0

Source: Field data, 2009

The second indication of the level of experienceught by school heads to their new jobs was by
looking at the number of years they had been scheatls. The results are presented in Table 2 mstrdted
by Figure 1. It was found that most school headd &dew years experience since they were promaied t
headship; 71.7 % per cent of school heads had jf&&e or less in terms of experience as schoalshéagure
1 supports the findings as it can be observedthwtesults are skewed on the left side where th@nity of
school heads lie in terms of experience.
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Table 8: Number of years as a school head

Cumulative
Frequency| Percent | Valid Percent Percent
Valid 1 10 18.9 19.2 19.2
2 14 26.4 26.9 46.2
3 14 26.4 26.9 73.1
4 5 9.4 9.6 82.7
5 2 3.8 3.8 86.5
6 2 3.8 3.8 90.4
7 1 1.9 1.9 92.3
8 2 3.8 3.8 96.2
10 1 1.9 1.9 98.1
13 1 1.9 1.9 100.0
Total 52 98.1 100.0
Missing 9 1 1.9
Total 53 100.0
Source: Field data, 2009
Histogram
12.5
10.0
Frequency
L
7.5
5.0
2.5
Mean =3.23
Std. Dev. =2.414
N =52
0.0~ \ =
0 25 5 7.5 10 12.5

Number of years as a school head
The third source of evidence came from previoustipos held. As can be seen in Table 3, a large
number of current school heads held a variety aitjpms before they were appointed to headship. élewn
there is a considerable number of present heads were promoted to headships without good expeeiém
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leadership, especially being in the School Manageream (SMT), because only 50.9 percent heldesmid
master/mistress positions; simply 41.5 percent heh discipline master/mistress; lastly merely &Bcent
assumed deputy headships before being appointeebals.

Table 9: Positions held before headship

Position Total Percent
Class master/mistress 37 69.8
Head of department 43 81.1
Academic master/mistress 27 50.9
Discipline master/mistress 22 41.5
Deputy head 31 58.5

Source: Field data, 2009
An interesting question is: can previous experisrnioeteaching have an impact on headship? Earlier
studies, for example, Bush and Jackson (2002:41igciThe Commonwealth Secretariat 1996); Pheko

(2008:71); DeJaeghere et al. (2008 :) and Ongukal.gR008:715) do not support teaching experiessan
important tool for leadership; they all acknowledfe fundamental need for training to enhance perdoce.
Participants in this study also supported the rieettaining school heads who were promoted and dabonly
teaching experience:

Lack of training makes the heads of school losdidence and manage their schools according to their

experiences, hence management inefficiency (sdiesd 1)

There are a lot of new-built secondary schoolsh@ tegion....such that there were a lot of heads

needed. Some of these were teachers without ragiies. These heads are given the responsibdliti

without training, though have some experience thhothe Tanzania Heads of Secondary Schools

Association (TAHOSSA) meetings (in the case thatythttend). | feel it is important that they are

given training and attend seminars (school head 10)

The government should make proper arrangementfidads of school in Shinyanga to attend the

administration and management training becauseateleading through experience (school head 29)
One participant from the district level also matsearvations about training newly appointed schealds:

...they face many challenges because they just erite new role without any seminar/workshop so

they rely on the letters of appointment from thenigtiry of Education..... (DEO iv)

It appears that little knowledge and few skilldéadership and management weaken better perfoamartbe
SEDP. However, for those who, in the past, heldtioos like deputy heads, academic masters/missesnd
discipline masters/mistresses, the experience dgaioeld be a good input to their current role.

3.3 Specific management and leadership training sobl heads had before their new jobs

Findings indicated that a small number of heafischool attended leadership and management
training at the Agency for the Development of Edicceal Management in Tanzania (ADEM) before the $ED
was put in place in 2004 and thereafter. Lookingaltles 4 and 5, a number of those attending trgieiach
year vary from one head to eight heads from 19920@8. For those who attended training, specifigrees
taught include: planning, coordination, organisiniglegation, problem-solving, and time managemalsip
management of finance and human resource managé@meguiko et al., 2008: 720). Some of those whondid
attend specific courses in leadership and manageused to be deputy heads at their previous schsolthere
is likelihood that they learnt some leadership arahagement skills through practice.
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Table 10: Heads attended ADEM/ seminar

Year Male Female Total
1999 1 1
2000 1 1
2001

2002 1 1 2
2003

2004 4 4
2005

2006 3 1 4
2007 3 3
2008 3 1 4

Source: Field data, 2009
Table 11: Heads of secondary attended leadership trainidd&iM

Year Male Female Total
2000 4 1 5
2001 3 0 3
2002 4 2 6
2003 1 0 1
2004 5 0 5
2005 2 0 0
2006 0 0 0
2007 1 1 2
2008 6 2 8

Source: Statistics from ADEM, 2009

Note: The numbers of who attended seminar/traiairiiie ADEM from field data and that of the ADEMfdr
because not all heads in Shinyanga were approaslithd questionnaires, and of those who were given
questionnaires not all responded.

Nevertheless, as shown in Table 6, the finding® questionnaires conducted with community heads
of school exposed that the majority of heads didhawe specific leadership and management skifierbeind
after promotion to headship. The need for leadprshining was mentioned 45 times.

Table 12: Situation of leadership training

Comments Frequency

Need for leadership training at ADEM (new 45
heads/experienced heads)

Need for Leadership skills on how to involve the 3
community
Need for guidelines on leadership soon after pramot 2

Source: Field data, 2013

Lack of leadership training for school heads imide in general and Tanzania in particular is réagta
by a number of past studies; for example the reskmty by Onguko et al (2008: 715) made in Tanzanig
Kenya found limited training of school heads befarel after they have been promoted to their newdjsb to
shortage of training institutes.

Another study by Pheko (2008: 82) conductedBatswana indicates the need for a Training Policy
which could guide the process of leadership trgjrsio as to enable school heads to acquire leagdeskifis for
their job. Furthermore the study by Dejaegherel.e2808: 22) in Uganda, one of the East Africamirties,
addresses some gaps which include lack of traiofregchool heads; “training has to consider locatod size
of the school, training has also to involve botlputy heads and heads of school”. Besides, the diydgush
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and Oduro (2006: 359 citing Bush, 2003) found ttetads of schools in African countries rarely getnial
leadership training; they are appointed on thesbasitheir teaching record rather than leadershoemtial”.
Moreover, one of the earlier studies by Lungu8@:995) also found a need for training of education
administrators in African countries through hisdstwndertaken in Zambia.

However, an important issue to be explored istiadretraining of school leaders has a good impact o
performance. Previous studies indicate a positélationship between the preparation of school leadad
effective implementation of school responsibiliteasd quality of work; for example, studies by Hadier and
Heck (1998: 157); Muijs and Harris (2003: 437 gtireithwood eta l., 1996); Van der Westhuizenlef2004:
705) and Rhodes et al., (2008: 331). In this researtotal number of 45 heads of schools (84.9%th newly
appointed and experienced ones, claimed a nedthfoing novice heads of schools and regular sersifea all
school heads (see Table 6).

Figure 2 illustrates the proportion of sechikeads who have attended seminars on the implati@nof the
SEDP; Just a small fraction had participated. Asvious studies above indicate, training might eckatheir
performance.

Seminar participation

Blyes
M no

3.4 Perceptions of school heads of their current te

Results revealed that 79.2 percent of conityjwsecondary schools are found in rural areaslegscted in
Table 7. Rural schools face many challenges irzdiaia, for example, teachers do not like to workural
areas and rural areas lack essential serviceswidter, electricity, medical services and passabbas. In
addition, rural areas lack communication servidestelephones. As a result leading schools malrareas is
very difficult, besides community schools lack edis buildings and teachers’ houses. In additmthat fund
allocation is not enough. As one participant reradrk
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The Ministry of Education and Vocational Traininigosild improve communication network such as
roads and telephone to schools in rural areas. dwerethe Ministry of Education is needed to previd
teachers’ houses and solar energy to every comynsitondary school (school head 18).
Another school head responded on the issue of éeachb work in rural areas: “the MOEVT should focus
how to motivate those newly-appointed teachershed they could stay and work in remote or ruralagife
(school head 19).

One of the major problems facing the SEDP is “feained teachers especially in rural areas”
(interviewee, the MOEVT). Concerning the lack ob@&tial services, one more school head noted: dkoci
services have to be provided to both students @achers so as to enable teachers and studentskdampily
(e.g. transport, lunch, hostel and dispensaryfigsthead 24).

Table 13: Location of secondary schools in Shinyanga

Cumulative
Frequency | Percent Valid Percent | Percent
Valid O rural 42 79.2 79.2 79.2
1 urban | 11 20.8 20.8 100.0
Total 53 100.0 100.0

Source: Field data, 2009

Challenges mentioned above contributed greatlyote school heads viewed their current role. As shown
in Table 8 and illustrated by Figure 4, findingsealed that a large proportion of community seconpdahool
heads were shown to be not very happy with the ph9 percent of them.

Table 14:Desire to leave the job

Cumulative
Frequency Percent Valid Percent Percent

Valid 0 almost all the time 2 3.8 3.8 3.8
1 most of the time 12 22.6 22.6 26.4
2 quite often 9 17.0 17.0 43.4
3 very often 13 24.5 24.5 67.9
4 never 17 32.1 32.1 100.0
Total 53 100.0 100.0

Source: Field data, 2009
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Desire to leave the job

I_IQUIC . OulILUI TIcaud> VVClIILIIIy w icave JUIJ
Source: Questionnaire to School heads, 2009

Working as the head of a school is perceivea &sghly demanding job and complex as observedhby
following respondents:

The task of leading community schools is very taugfard leaders as well as village leaders are

supposed to join their efforts for the benefitleé tommunity by educating people on the importarice

education. Currently the task is left to the head ®achers only (school head 45)

“They see it is difficult as most of them work iemote areas where those secondary schools arty mos
available” (DEO iv)
Another district educational officer explained:
They feel working in difficult environment due toamy shortcomings including poor infrastructure,
shortage of enough qualified teachers and basid foeesecondary schools...... (DEO iii)
Nonetheless, one district educational officer resieal:

The majority see their current role as school maragho are not supposed to teach although there is

scarcity of teachers (DEO vi)

However, findings from the MOEVT suggested thatsmmommunity school heads in general are happy with
their current role of implementing the SEDP, althlouhere are some complaints on funding and shertdg
teachers (interviewee, the MOEVT).

Earlier studies offer comparable perceptions edds of schools to those discussed above, especiall
with regard to newly-appointed heads. Walker ara@n@2006:100 citing Draper and McMichael, 2000)hieir
study conducted in Hong Kong found that many novieads of school feel abandoned by their emplos@os
after they have been appointed to headship. Albkgenvation is given by Duncan (2009: 4 citing Habsnd
Sharp, 2005) in the study done in the USA; “manw meincipals experience a range of problems, inclgd
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feelings of professional isolation and lonelineaad problems with coping with wide range of tasks
simultaneously”. Novice school heads in Shinyangeal fisolated by the government due to working in a
challenging environment. Briggs et al (2006: 258sarve that heads of school see themselves more as
managers than leaders; this finding is similar tatwvas described by one District Education Offleat most
heads do see themselves as managers (DEO vi).afe @bservation is supported by the most currendtysn
Slovenia; “principals perceive principalship asngeiabout management” (Tranavcevic and Roncelli-\daup
2009:93-94). Nevertheless, studies by Draper anMikteel (2000:465) and Briggs et al. (2006:258) eagb
that school heads should see themselves as laatlees than managers.
3.5 Role played by school heads in implementatiorf the SEDP
Findings on school heads tasks are reveal@aldle 9. The ten most involving jobs included thenitoring
of funds; capitation grant and development graeteamentioned 29 times. The second most invohasy tvas
supervising construction, mentioned 24 times. fhir@ highly ranked in terms of involving duty weeporting,
with 20 responses. The fourth and fifth were plagnand stores management, with 14 and 13 responses
respectively. Supervision of curriculum implemeigiatwas the sixth ranked, mentioned 11 times. Muwing
school discipline was mentioned the seventh, wixhrasponses. The last three were: payment of imgjld
contractors, leading teaching and non-teachingd ataf organising board and construction committeetings,
with three responses. In addition, heads of schaetioned other duties related to the SEDP as atimdu
meetings with parents, collection of school feesching, attending external meetings, acting asidgd
between the community and the MOEVT, also employinoériemporary teachers; these responsibilitiegagr
with those mentioned by Babyegeya (2002: 231) tmgewith those mentioned by Harber and Davies (1897
citing Giorgiades and Jones, 1989). More to thentpdHarber and Davies (1997:69 citing Lutanjuka and
Mutembei, 1993) observed that many heads in Taazeariiicised shortage of accountants, typistsrksl,
cooks, watchman and technicians, as leading toyrmeganizational difficulties.
Some  respondents made the following observatiith respect to the above tasks, which highlighihyna
challenges faced by school heads to implement BizPS
One head said:
Many areas located for secondary schools are dficbn.the government has to take action so as to
rectify this terrible situation for teachers..(School head 24)
A different head remarked: “we face confligtfion on use of land from the former owners/naivéschool
head 27)
Another school head complained:
Currently schools are operating in difficult comglits due to the fact that the MOEVT has withdrawn
from supporting schools through decentralisationpofver to district councils. Schools no longer
receive the capitation grant and the school fed pas no subsidy. The government should see this an
make necessary and possible effort to support $glimancially otherwise most of them will collapse
in the near future (school head 5).
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Table 15: Role played by school heads on the SEDP

Comments Frequency
Monitoring of funds (capitation grant and Devetognt Grant) 29
Supervision of construction 24
Reporting 20
Planning and budgeting 14
Stores managing 13
Supervision of curriculum implementation 11
Educating Community/mobilising community 10
Monitoring of school discipline 6
Payment of building constructors 3
Payment of building constructors 3
Leading teachers and non-teaching staff 3
Organising school board and construction commitieetings 3
Employment of temporally teachers 2
Collection of fees 1
Conducting meetings with parents 1
Conducting school meetings 1
Attending external meetings 1
Teaching 1
Bridging the MOEVT with the community 1

Source: Field data, 2009

Table 10 presents the extent to which heads ofadddhweolve other members of staff, students and the
community to implement the SEDP. The responddras/ed a large extent of involving other personsdhnool
activities, 92.5 per cent of teachers being invojv@t.7 per cent of students, and 60.4 per cepamnts. The
findings showed that only 35.8 per cent of nonéag staff were involved; this low percentage coloéddue to
the absence of non-teaching staff in community seany schools, because many community secondaopkch
do not have non-teaching staff like accountantgrrs, office and clerks.
It is likely that involving other personnel in plang, budgeting and decision-making minimises amaks
which seem to be overwhelming schools heads toemeht the SEDP.
Table 16: Other persons’ involvement

Persons involved Frequency Percent
Teachers 49 92.5
Non-teaching staff 19 35.8
Students 29 54.7
Parents 32 60.4

Source: Field data, 2009
An interesting subject raised was theidiffy of how to deal with government money and hownanage
stores, taking into account that most of these @icheads and their respective teachers lackedirigpiim
financial and stores management as some resporatkrtewledged:
Heads of school have to be given seminars on hawudit finance at their school from people who are
appointed to deal with government money (schootltieB.

A different head requested:
Qualified store keepers as well as accountantsidhm® employed to do these professional duties
(school head 45).

Another school head suggested: “Government hasaio $chool heads/ bursars on how to use SEDP roney
(school head 51)
A respondent from district level said that employmnef school accountants could improve school heads
performance as regards to financial matters (DEKD vi
3.6 Effective involvement of school heads in impleamtation of the SEDP

Effective involvement of school heads irplementation of the SEDP can be analysed undee tspects:
contribution in planning and budgeting, participatin carrying out the plan, and taking part in ftaning and
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evaluation of the plan. Firstly, contribution inaphing and budgeting: results depicted that onthefmajor
roles of school heads is preparing developmentspfan effective implementation of SEDP, see Table 9
Findings revealed that heads of secondary scheefsmpe both short-term and long-term plans and 8w to
the MOEVT. In the preparation of plans the schamds are supposed to work with the members of thedb
Management Team (SMT) as the SEDP guide-lines stg@elinistry of Education and Culture, 2004: 15).

Yet, a number of respondents made comment on #mnjpig duty:
School plan should involve all members of the sthi{students, teachers and non-teaching
staff) also the community/parents” (school head 16)
A different respondent claimed: “heads of shouldpibevided with special seminars on how to manage th
school in general” (school head 46).

The second aspect of school head participationsasn to be implementation of the SEDP. School
heads had various tasks on implementation of tH2RSEee Table 9. Tasks mentioned were either Ishigeor
management related. Responsibilities included: hisaltion of community to participate in implemeiait of
the SEDP, organising school boards and building moittees meetings and conducting meetings with staff
members. Heads also employed temporary teacheliected school fees, and sometime participated in
teaching. However, some respondents had diffeiemts on the implementation role:

One respondent said: “heads of secondary schoolddshe trained in leadership and implementation

of the SEDP at their schools” (school head 51)

A different school head complained: “very difficulh implementation because of so many

interferences e.g. politicians.....” (School he&y 1

Another school head made a comment: “The SEDP dsl dait the political aspect has over ruined its

implementation, let the technical people condtidisithool head 37)

The third stage of school head involvement is nwitig and evaluation of the plan. Table 9 shows a
number of everyday jobs performed by schools in itndng. The highly involving ones mentioned were:
monitoring of school funds, with 29 respondentdipfeed by supervision of construction, with 24 resgdents;
lastly reporting with 20 respondents. The otheranagsks integrated were monitoring the use of rwte
within the stores, with 13 respondents and supervief the curriculum, with 11 respondents. Howeve
respondents had mixed feelings as regards to tiaias$ the following respondent put it: “Heads eéandary
schools should be trained as soon as they arerappaat least regional-wise and be given writteldglines”
(school head 12).

Examining these three facets of involving schioehds in implementation of the SEDP, a number of
arguments can arise: how could schools heads lmdvaw effectively if they lack the SEDP guidelineSauld
these school heads monitor funds and constructiatenals while they lack financial and stores mamagnt
skills? Can these school heads possibly managepyopith political interference? There is a sigqrossibility
that there is ineffective involvement of school d&én this aspect. This finding is comparable &t #xplained
by Pheko (2008: 72) for school heads in Botswana whre assigned responsibilities of planning, btidge
organising and controlling while many of them lagkskills to put them into effect. What is more, Buend
Jackson (2002:418 citing The Commonwealth Sece#fati996); Otunga et al (2008:371) and Khamis and
Sammons (2007:573) acknowledge the role of trairiog effective implementation of the school role.
Nevertheless, results indicated that school hedalsired some assistance from district engineers who
supervised and monitored construction of buildinggsides the MOEVT supplied construction maps.
Additionally, The Zone Inspectorate Unit monitorx@ curriculum as well as the SEDP projects (inéavee,
the MOEVT).

3.7 Supports available to school heads to manageetSEDP

The support available to school heads so agabwlith the SEDP is shown in Table 11. Supporteeam
from District and Regional Education Offices as lwa$ the MOEVT. Findings made known that major
assistance from the District Education Office wesepervising school building construction by distri
engineers, mentioned 19 times; funds for conswoatif toilets, classrooms and laboratory, mentiohédimes;
provision of desks and tables mentioned 10 times @novision of advice, mentioned nine times. Frdra t
Regional Education Office, participants discloskdt tthey mainly acquired advice and instructionshow to
run the SEDP and the school in general, mentiomasel imes; the regional education office also disiied the
SEDP guidelines from the MOEVT, stated six times.

Finally the Regional Education Office did alloc#achers, mentioned five times. With respect to the
MOEVT, school heads said that the major supportaiondd were: funding (capitation grant and develept
grant), mentioned 45 times; the SEDP guidelinesétives mentioned 13 times; employment of teachers,
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mentioned nine times and provision of curriculumtenials, mentioned seven times. Training as a soofc
support was said to come only from the MOEVT, namd three times.

Table 17: Supports to school heads

Codes Comments f
District * Provides district engineer to supervise
Education construction....... TEETETIITEEEEIITE o e e 19
office’s role » Provides funds for constructions (toilets and claes).................... 14

* Provides desks /tables......... T e 10
o Provides advice... L ..........ooiuiiimmmee e 9
» Provides building materials (iron sheets, cemeht)l...................... 5
» Secures SEDP guidelines and distribute to heads
.......................................... T e 4
» Provides fund for marginalised students....... W, 3
* Provides books..........cccccuvveeiiiiiinnene e 2
* Provides subsistence allowance................. e 2
* Mobilises community to contribute funds for constion......... I...... 2
o Constructed Adm. BIOCK....|........cooiiiiiiimec e 1
» Donated brick making machines....l..........ceeumeeeeeeiiiniiiiiieeeeeee, 1
* Provides information on number of scholarshijps
AVAIIADIE. .1 . 1
» Constructed rain harvesting tank....l.......c i, 1
» Transporting new teachers to their teaching statibn.....................
Region » Provides advice/directives on running schoolslllll...................... 9
education » Distributes SEDP guidelines from and to MOEVT..IIIIII.............. 6
office’s role » Allocates newly-employed teachers...lHL....cooeeiiiiiiiiii, 5
* Inspects construction..................... T 4
*  Provides books...........ccccvveeiininnnnn. e 3
o APProves teNders. ...l ..o 1
o SOIVES ISPULES....leeeiiiiiiiiiii et 1
* Approves school board......1.........ooiii 1
» Authorises payments of contractors ...1.....cccceeeiioiiiiiiiiiiiiieeee, 1
»  Supervises curriculum implementation............. L 1
» Sensitises the community to participate in the SEDP....I............... 1
Role of *  Provides funds......HHEEACCOEEEEEEEEAOEEEEEEE TUOROEEEENN 45
MOEVT » Provides guidelines/directives/advice about SEDRIIIIIIIIL........ 13
o Employs teachers.....INHHHH..........ooo e 9
* Provides curriculum materials................. T, 7
*  Monitoring use of funds..........ccccccveeeiieees T 3
*  Facilitates training...........cccceeveeeieiiccceme e | 3
o Top-up SChool feeS....ll . e 2
o Offers scholarships.... 1. 2
o INSPECtS BUIIAINGS. ... .eeeeeeeiiiei e 1
» Provides maps for building construction ........ L, 1

Source: Field data, 2009
f denotes frequency

Going through the type of support school heabitined, one can group them into four main
categories: financial support, material supportnan resource support, together with guiding/adyisapport;
these are essential for enabling teaching and ilearo be conducted effectively. Nonetheless, radpats
complained about inadequacy of finance, shortadeawfhers and inadequacy of teaching and learnaigrials.
One respondent said:
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The government should support the school by prowisif enough learning and teaching materials
(school head 11)
Another respondent claimed:

The government should provide enough funds to ptejentended rather than depending on

contribution of people around the school (schoaldh&4)
A different school head complained:

...some schools have no teachers, for example sehgols have only two teachers while having three

forms, what do you expect for this school of 13@snhts? How can | run this school? May be you can

flee from this institution (school head 18)

Previous studies on preparation and developnfestimol heads emphasise a different way to support
school heads for successful and sustainable impigtien of their role. Lungu (1983: 86); Singha®8B:63);
Stroud (2006: 89); Rhodes (2008: 331); Pheko (2688, and Onguko et al. (2008:724) stress the itapoe
of training school heads in leadership and managemse as to enhance their skills to deal with tighh
demands of their job.

In addition to financial, material, human resouacel advice/directives support, training in leadgrsh
and management as well as other forms of supgerifiduction, mentoring, coaching, follow-ups aeflaction
could enhance school heads’ performance for thefiteri the school community.

3.8 Ways of preparing and supporting school head®@tmanage change in future development

Tables 12 and 13 show views from different resigots on how to prepare and support school heads to
manage educational change in future developmehb@heads suggested various ways which can betediop
by the government so that community schools achopvaity education delivery. The four main demands
mentioned by school heads were: increase allocationoney, said 38 times, followed by regular psism of
seminars to both newly appointed heads and exmeiepnes, mentioned 20 times. The third highly eank
need was said to be construction of essential $dhdllings, mentioned 15 times; lastly was empleymof
school teachers, said 12 times. Respondents fretriatlilevel made somewhat similar suggestions agsvof
improving school heads’ performance; provision efmfars was ranked highest, mentioned nine timed, a
study visits to neighbour schools, mentioned twee. However, the respondent from the MOEVT didsee
the need of putting in place a Training Policy whiould enforce the preparation and developmestbbols
heads; “no need for Training Policy, with deterniova the ADEM can provide leadership training fdirreeads
of school within six months to ten months” (interwiee, the MOEVT).

Table 18: Heads of schools’ suggestions to improve leadersipacity

Comments Frequency
Increase funds allocation 38
Regular seminar/workshop 20
Construction of classrooms/laboratory/assembly/iadtel/dispensary 15
Employment of more teachers 12
Motivation 9
Priority to teachers’ houses construction 6
More power to school heads/school board 5
Stop establishing new schools 5
Educate community about SEDP 4

Provision of means of transport and communicatioschool heads 4

Employment of non-teaching staff (store- keepedaatant)

Provision of social services (solar system/dispsfsa

Funds for construction to vary according to diseanc

Provision of curriculum materials

SEDP coordinator in the region

Solving land disputes

Stop political interference

NSNS I

Planning should involve non-teaching staff and siusl

Source: Field data, 2009
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Table 19 District Education Officers’ view tomprove school heads capacity

Comments Frequency

Provision of seminars/workshops/in-service training

Study visits to neighbor schools

Sensitising community

Visiting of schools and give advice to heads

R IFPINN(©

Providing SEDP guidelines

Source: Field data, 2009

Earlier studies on preparation and developmergcbbol heads propose various ways of supporting
school heads to manage educational change: Ongiukb (2008:723) recognize training of school hesds
school visioning so as to make them able to guigedirection of the school. Pheko (2008: 82) advisit is
crucial for head-teachers to be consistently asbiti develop in order to meet the changing demahdshool
leadership”. Bush and Oduro (2006: 373) bring anative model, a replica which “assumes that leadegs
made not born”; school leaders need preparatiordemdlopment for quality work.

The studies mentioned above support the neettdining as a means of supporting school heads in
Shinyanga to manage future change, since, as theidd@able 13 indicate, 75.5 percent of schooldseaho
responded to the questionnaires had never attearetbadership seminar. Furthermore the studidaisushat
the school heads and District Educational Officmrggested in this research as ways of effectingattunal
change. The foremost alternative means to traimight be induction, like studies by Bush and Od(#006:
367 and Draper and MicMichael, 2000: 468-469) saggeA review of the literature furthermore suggest
coaching as a substitute means of training whiah lma employed to improve school heads’ leadership a
management skills. For example, Early and Weind(j2§04:176), Barnnet and O’Mahony (2008:238) and
Joyce and Showers (1988 cited in West-Burnham, 1998 propose using coaching as a secondary way to
training beginning school heads. Studies carriggdrothe UK, USA, Hungary, The Netherlands, Norpw@pain
and Wales maintain the use of mentoring to supgahibol heads (Draper and McMichael, 2000:464; Hopso
2003: 2-12 citing Bolam et al., 1993 and Grover94)9 Additionally, Briggs et al. (2006: 275), Bugk008:
196) and Trnavcevic and Roncelli-Vaupot (2009:88)ept reflection as an assistive means to schaasho
cope with the job.

Table 20: Heads Seminar’s participation

Cumulative
Frequency | Percent Valid Percent | Percent

Vali 0 yes

d 13 24.5 24.5 24.5
1 no |40 75.5 75.5 100.0
Total |53 100.0 100.0

Source: Field data, 2009

Considering various suggestions made about figupport for change backed by findings from past
studies on how sustainable change can be managsbms that preparation and development of sdiesads
might enhance their leadership and managemens skildetermining organisational vision, creatingatgigy,
change of school culture, creating organisatiotraicture and systems and effective implementatiovision.
Moreover school heads need skills in solving cohfiind training in emotional intelligence. Thesenponents
are necessary to effect any sustainable changeth&se skills are more likely to be achieved wittining/and
or other alternatives for training.
4. Conclusions

The results of this study reveal how communé@gandary heads in Shinyanga, Tanzania, are prepared
and developed for the role of implementing the SEDi findings on past experience of current hebefgre
being promoted to headship, demonstrate that nmiottemn had long teaching experience before theyewer
appointed as headmasters/headmistresses. Besidbintgexperience, these school heads held somier&tap
positions at their previous schools. However, gageproportion of current school heads have naeédt senior
positions such as discipline masters/mistressesjegic masters/mistresses or deputy heads atpteaiitous
schools.

The data indicate further that a small numbesatfool heads attend leadership training at the ADEM
yearly. A large number of participants asked fothticaining in leadership and management as walragision
of regular seminars/workshops. Some responderitaedbthat lack of training makes them lose confaewith
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their followers. In addition they went further pting out that previous experience had a small tolplay in

their new career.

Findings also show that a large percentage of camtgngecondary schools are found in rural areas;
only 20.8 percent of school heads that respondeguéstionnaires came from urban situations. Reregten
contributes to the difficulty of leading communggcondary schools: rural areas lack essential Isemigices;
worse still, few teachers prefer working in ruraéas. They feel further isolated since even therconities
around them provide minimal support. For examptenetimes they have to solve land disputes withquers
whose land was taken to build their schools. Regelteal further that most school heads are natspte with
their current job. Nonetheless, an interesting surprising view came from the MOEVT respondent tiiat
majority of the heads are satisfied with their eatrpositions.

School heads made a variety of demands withectdp their day-to-day activities: heads of school
need training in finance and stores managementh&unore, employment of school accountants couldae
the heads’ involvement with money.

This study also examined how effectively schoeads are involved in the implementation of the
SEDP. Three types of involvement are revealednrpfey and budgeting, execution of the plan alonth wi
monitoring and evaluation of the plan. For the plag phase, school heads produce short-term asawéting-
term plans and submit them to the MOEVT. The weakrghown here is the disinclination to involve othe
members of staff like the non-teaching staff andishts. The second level of involvement is the etien of
the plan: school heads have responsibilities ofiieing communities to participate in the plan iempentation,
and organising meetings with members of school d®a@nd construction committees. Results discloagé th
school heads face problems in this aspect duectodé knowledge and skills of how to implement thlan
together with insufficient autonomy due to politidaterference. The third part of their involvemeist
monitoring and evaluation of the plan. Findings whthat school heads supervise the use of funds and
construction, and they are responsible for repgrtin addition, they are responsible for supergsiarriculum
implementation at their respective schools. An peeked result on effective involvement of schochd®in
implementation of the SEDP is the complaint madesbgne school heads that they do not have the SEDP
guidelines for implementing the plan.

Support available to school heads is also expthinFindings show that school heads get suppamt fr
the District Education Office, Regional Educatio@fice and the MOEVT. Support is in the form afidince,
human resources, materials, advice and informatistniictions. However, participants complained ahibe
inadequacy of funds and teachers as hindering éffiieictive performance.

Methods needed by school heads to manage artiedfehange are also described. The results from
school heads suggest that regular provision of s&miworkshops is vital. DEOs ranked provision of
seminars/workshops as first priority for effectieghange. These results thus back up the importafce o
training/and or other ways of preparing and suppgrheads like induction, mentoring, coaching,aetibn as
crucial means of enhancing school heads’ skillsefifecting sustainable educational change. In iggribis
research tried to describe how school heads inyahiya, Tanzania are prepared and supported to texde
SEDP. It can be said confidently that resultsniiiiate strengths and weaknesses available to stieaals in
the process of implementing the plan.

4.1 Limitations of the study

The study is limited by data; the response ratallalespondents was only 37.1 percent. Becauskeof t
low response rate, this study cannot be claimdoktoepresentative of the entire population of stheads in
Shinyanga which, in the year 2008, stood at 248véder, findings from the various respondents atfi\and
fundamental.

4.2 Recommendations

The following recommendations were made to impraueent practice:

»  Deputy school heads should be provided with ledniigrand management training before being appoitated
headship positions. Training in leadership and rgameent will enhance their leadership competencenwhe
they are appointed to headships. Besides, traimithgnake them confident in their job and in fraofttheir
followers. A decentralised way of training, for tasce using Teacher Training Colleges as centrbighw
are available in every region in Tanzania, may $&ful and cost effective; this might cater for temand
for training places instead of relying on the ADEWMich seems to have a low enrolment capacity.

* Beginning headmasters/headmistresses should hawedaation prior to being sent to their new work
stations, and continually supported through regséaninars/workshops. Mentoring, coaching or reifbect
could be an alternative and cheap means of supgdstith novice as well as experienced heads toirecqu
new knowledge like Information Technology; actioasearch; legal issues; instructional leadership;

214



Journal of Education and Practice www.iiste.org
ISSN 2222-1735 (Paper) ISSN 2222-288X (Online) ,l'—,i,!
\ol.4, No.12, 2013 ||$ E

community relations; emotional intelligence; plampiand budgeting. These will make it possible firoml
heads to be effective for the management of edutatchange in future developments.

e School heads should be encouraged to form netwwitks their fellow heads; this possibly will reduce
professional isolation and enhance learning froohedher.

« Community secondary schools available in rural armsaffer from an acute shortage of teachers, which
places severe stress on heads; the governmentdstievise incentive mechanisms to attract teaclwers t
work in rural areas.

On the basis of the findings, this study recommdndber work to be carried out: first, one mormiar study

on the preparation and development of communityoacheads in Shinyanga, Tanzania is needed so as to

substantiate various demands arising from thisarebe A large sample, employing questionnairelofadd by
interviews with school heads could result in dethiind enriched findings.
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