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ABSTRACT 

The study sought to analyze leadership training of head teachers in secondary 

schools in Dodoma Municipality. It used mixed method to collect and analyzed 

data. Data was collected through observations and interviews conducted with 

teachers and head teachers. The study adopted a case study research design that 

gives unitary character of data being studied by inter-relating a variety of facts to a 

single case. In this regard, data for this study were collected on the independent 

variable which was appropriate leadership training, and that of the dependent 

variable which was leadership practice. The relationship between the two variables 

was investigated in order to determine the strength of their relationship. 

Findings shows that majority of the head teachers had not received any management 

training or in-service leadership training a situation that led to failure to successfully 

respond to many challenges and demands during the execution of their tasks. The 

study underscored the need for the development of management and leadership 

skills amongst head teachers in secondary schools. The study established that unless 

head teachers are well equipped with knowledge and skills in management and 

leadership, they would not be able to improve school performance. 

 

 

 

 

 

 



vi 

TABLE OF CONTENTS 

CERTIFICATION......................................................................................................... i 

DECLARATION AND COPYRIGHT ........................................................................ ii 

ACKNOWLEDGEMENT .......................................................................................... iii 

DEDICATION ............................................................................................................ iv 

ABSTRACT ................................................................................................................. v 

LIST OF TABLES ...................................................................................................... ix 

LIST OF FIGURES...................................................................................................... x 

LIST OF ABBREVIATIONS AND SYNONIMOUS ................................................ xi 

 

CHAPTER ONE: INTRODUCTION AND BACKGROUND TO THE STUDY 1 

1.0 Introduction ............................................................................................................ 1 

1.1 Background Information ........................................................................................ 2 

1.2. Statement of the Problem ...................................................................................... 8 

1.3 Purpose of the Study ............................................................................................. 9 

1.4 Research Objectives .............................................................................................. 9 

1.4.1 General Objective ............................................................................................... 9 

1.4.2 Specific Objectives ............................................................................................. 9 

1.4.3. Research Questions ............................................................................................ 9 

1.5  Significance of the Study .................................................................................... 10 

1.6  Scope of the Study .............................................................................................. 10 

1.7 Limitations of the Study ....................................................................................... 10 

1.8  Summary ............................................................................................................. 11 

1.9 Overview of the Study ......................................................................................... 11 

 

CHAPTER TWO: LITERATURE REVIEW ....................................................... 12 

2.0  Introduction ......................................................................................................... 12 

2.1  Leadership Theories ............................................................................................ 12 

2.1.1  Trait Theories .................................................................................................... 13 

2.1.2  Normative Decision Theory ............................................................................. 14 

2.1.3  Cultural and Symbolic Theories ....................................................................... 15 



vii 

2.2 Leadership Styles in Secondary Schools ............................................................ 16 

2.3  Different Training Needs of Leadership ............................................................. 23 

2.4  Negative Effects of Untrained Leaders in Organization ..................................... 25 

2.5 Research Gap ....................................................................................................... 26 

2.6 Conceptual Framework ........................................................................................ 27 

2.7  Summary ............................................................................................................. 29 

 

CHAPTER THREE: RESEARCH METHODOLOGY ....................................... 31 

3.0  Introduction ......................................................................................................... 31 

3.1  Description of the Study Area ............................................................................. 31 

3.2 Research Design ................................................................................................... 32 

3.3  Data type and Sources ......................................................................................... 33 

3.3.1  Primary Data ..................................................................................................... 33 

3.3.2  Secondary Data ................................................................................................. 34 

3.4  Population of the Study ....................................................................................... 34 

3.5 Sample Size Selection and Sampling Techniques ............................................... 34 

3.6 Data Collection Methods and Instruments ........................................................... 36 

3.6.1 Structured Questionnaire ................................................................................... 36 

3.6.2  Observation ....................................................................................................... 37 

3.6.3  Interviews ......................................................................................................... 38 

3.7 Data Processing and Analysis .............................................................................. 39 

3.8  Validity and Reliability ....................................................................................... 40 

3.9  Ethical Considerations ........................................................................................ 41 

10.  Summary ............................................................................................................ 42 

 

CHAPTER FOUR: DATA PRESENTATION, ANALYSIS AND DISCUSSION43 

4.0 Introduction .......................................................................................................... 43 

4.1  Social-Demographic Profile of the Study Population ......................................... 43 

4.1.1  Age of Teachers ............................................................................................... 44 

4.1.2  Age of Head Teacher Respondents ................................................................... 45 

4.1.3  Experience of School Head Teachers ............................................................... 47 

4.1.4  Education Status ............................................................................................... 48 



viii 

4.2  Leadership Style Practised in Secondary Schools .............................................. 49 

4.3  Head Teachers‟ Training and Professional Development................................... 54 

4.4  Qualities of an Effective School ......................................................................... 58 

4.5  Knowledge on Concept of Leadership Training ................................................. 59 

4.6  Relationship between Leadership Training and School Performance ................ 61 

4.7 Negative Effects of Untrained Leaders in Secondary Schools ........................... 62 

4.8  Summary ............................................................................................................. 65 

 

CHAPTER FIVE: SUMMARY OF FINDINGS, RECOMMENDATIONS AND 

CONCLUSION ......................................................................................................... 66 

5.0 Introduction ......................................................................................................... 66 

5.1  Summary of Findings .......................................................................................... 66 

5.2  Recommended Options ....................................................................................... 67 

5.2.1  Head Teachers‟ Training .................................................................................. 67 

5.2.2  Head Teachers‟ Professional Development ...................................................... 67 

5.2.3 Education Leadership Training Institute ........................................................... 68 

5.2.4  Ongoing Training and Refresher Training ....................................................... 68 

5.3 Leadership Style and School Development ......................................................... 69 

5.4   Conclusion ......................................................................................................... 70 

5.5  Areas for Further Research ................................................................................. 71 

 

REFERENCES ......................................................................................................... 72 

Appendix 1 ................................................................................................................. 79 

Appendix 2 ................................................................................................................. 81 

Appendix 3 ................................................................................................................. 82 

Appendix 4 ................................................................................................................. 83 

Appendix 5 ................................................................................................................. 90 

Appendix 6 ................................................................................................................. 97 

Appendix 7 ................................................................................................................. 98 

 

 



ix 

LIST OF TABLES 

Table 1: Distribution of the Respondent .................................................................... 36 

Table 2: Age of Teachers (N=100) ............................................................................ 44 

Table 3: Age of Head Teachers (N=100) ................................................................... 46 

Table 4: Experience of School Head Teachers (N=100) ........................................... 48 

Table: 5 Descriptive Statistic Showing Head teachers Opinions regarding the use of 

Democratic Leadership style in secondary schools. .................................................. 50 

Table: 6 Specialized Management or leadership training .......................................... 56 

Table: 7 Descriptive Statistic Showing Head teachers Opinions regarding Negative 

Effects of Untrained Leaders in Secondary schools. ................................................. 63 



x 

LIST OF FIGURES 

Figure 1: Conceptual framework on leadership training for secondary schools 

…...28 

Figure 2: Level of Education of the Respondents (N=100) ....................................... 49 

Figure 3: Leadership Styles Practiced in Secondary Schools (N=100) ..................... 53 

Figure 4: Head Teachers Training and Proffesional Developments (N=100) ........... 55 

Figure 5: Quality of the Effective School (N=100) ................................................... 59 

Figure 6: Knowledge on Concept of Leadership Training (N=100) .......................... 61 

Figure 7: Negative Effects of Untrained Leaders in Secondary school  (N=100) ..... 64 

 



xi 

LIST OF ABBREVIATIONS AND SYNONIMOUS 

MSEO‟s -  Municipal Secondary Education Officers  

MOEVT  - Ministry of Education and Vocational Training  

SMT - Senior Management Team 

TIE - Tanzania Institute of Education 

KESI - Kenya Education Staff Institute 

UNESCO - United Nations Educational, Scientific and Cultural  

  Organization 

             



1 

CHAPTER ONE 

INTRODUCTION AND BACKGROUND TO THE STUDY 

1.0 Introduction  

There is increasing recognition that effective leadership and management are vital if 

schools are to be successful in providing adequate learning opportunities for 

students. There is also substantial evidence that high quality leadership makes a 

significant difference to school improvement and learning outcomes. In the 21st 

century, there is a growing realization that headship is a specialist occupation that 

requires specific preparation.  However, in many countries, including Tanzania, a 

teaching qualification and teaching experience are the only requirements for 

recruiting secondary school leadership. Yet, management practices in Dodoma 

Municipal secondary schools have come under scrutiny following the wave of 

continued poor students‟ performance in most secondary schools across the 

Municipal area in recent years. The latest upsurge in poor students‟ performance in 

public secondary schools in 2010 brought into sharp focus the role of secondary 

school leadership in the management of schools in Dodoma Municipal area. The 

thrust of this study was to establish whether head teachers are prepared to face 

challenges and problems that come with running these institutions. The study 

specifically sought to identify the challenges and training needs of head teachers in 

secondary schools. It also explored the extent to which head teachers gain training 

prior to and after their entry into headship.  



2 

 1.1 Background Information  

In the 21st century, where changes are of significant importance, the world in which 

schools must function is changing at accelerated rate. Current educational reform 

places a great premium upon the relationship between effective leadership and 

school improvement. Both the school effectiveness and school improvement 

research traditions highlight the importance of leadership in school development and 

change (Harris, 2003) 

There is emerging evidence that high quality leadership makes a significant 

difference to school improvement and learning outcomes. Huber (2004:1-2) asserts 

that „schools classified as successful normally is led by a competent head teacher‟ 

and adds that „failure often correlates with inadequate school leadership‟. Leithwood 

et al. (2006:4) show that „school leadership is second only to classroom teaching as 

an influence on pupil learning‟. They conclude that „there is not a single documented 

case of a school successfully turning around its pupil achievement trajectory in the 

absence of talented leadership‟ (Leithwood et al., 2006:5). There is also a significant 

body of literature supporting the view that, effective leadership and sound 

management are essential to develop good schools (Bush et al., 2010, Christie, 

2001; 2010, Department of Education, 1996, Roberts & Roach, 2006). 

The importance of the role of school leader is continuing to expand as schools are 

increasingly expected to deal with a range of social and economic issues. 

Decentralization of educational administration has increased the responsibilities of 

the school principal, although this often is not complemented by appropriate training 

or authority (Riley 1999; Ross and Hutchings 2003; Kucera and Stauffer 2003).  
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Many secondary school administrators are ill-prepared to meet the demands posed 

by the changing nature of their jobs. Ogembo (2005) observed that, appointments of 

principals are done on the assumption that the pre-service professional training is 

enough to enable teachers to become effective leaders. Organized and systematic 

training in educational leadership is urgently needed for school principals. 

Concerted effort to improve school leadership is one of the more promising points of 

intervention to raise the quality of secondary education across much of Africa. The 

position of principal is often not professionalized or is seen as a career choice. It is 

sometimes filled by senior teachers who rotate through the position for limited 

periods of time (Huber 2004).  

Okumbe (1999) and Mutai (2003) conducted studies on head teachers‟ training 

needs and made various recommendations. Okumbe (1999) recommended that 

school teachers, school managers, and curriculum implementers, need training rather 

than banking on their experience in the work place. Mutai (2003) also underscored 

that promotion of teachers to a position of responsibility should be pegged on having 

undergone leadership training. However, the appointment of head teachers in 

developing countries is based on years of service, rather than on having undergone 

leadership training.  

It is urged that, leadership is not an inborn trait, but is a learnt process. Ilies, 

Gerhardt, & Le, (2004) conclude that, 17% of leadership emergence can be 

attributed to inheritance. The study of Ilies et al. (2004) focused on what is known as 

the “Big Five” personality traits: (1) Emotional Stability, (2) Extroversion, (3) 

Openness, (4) Agreeableness, and (5) Conscientiousness. The finding of 17% was 

calculated by combining the Big Five traits with cognitive ability (IQ scores). While 
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this definitely reveals that there is some genetic component to leadership ability, it 

also reveals that significant majority of leadership skill is learned. 

This fact led us to believe that leadership ability goes way beyond genetic 

inheritance. House and Mitchell (1974) advanced the proposition that effective 

leaders have the ability to influence and inspire others to voluntarily increase their 

level of effort to the organization. This is accomplished, according to House and 

Mitchell, through the leader‟s unique focus toward satisfying the needs of their 

associates first; by providing the necessary coaching, guidance, support and rewards 

required to stimulate or engage others toward higher and higher levels of 

performance. 

“The lack of leadership involvement in and commitment to the learning process is 

the most critical barrier.” (Dressler, 2007:40) An effective Lessons Learned process 

means having a disciplined procedure that people are held accountable to follow.  

Trait theories traced back to ancient Greeks and Romans that claims that leaders are 

made but researchers have realized that traits are not completely inborn but can be 

acquired through learning and experience. This gives credence to the need for 

preparation and development of school leaders through learning and experience. 

Scholars suggest that lessons learnt should be put into practice. Rallis and Goldrings 

(2000) argue that learning from experiences should be complemented with a 

preparation program that “capitalizes on your rich experiences and fill in areas of 

knowledge and skill you do not have”. 

Being born a leader therefore is a paradigm that cannot work in the 21st century 

given the dynamics of education (Bush & Oduro, 2006; Crippen, 2004; Hillman, 
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2002 in Wong, 2004; Kelly & Peterson, 2007). In fact, Blaise and Kirby (2002) as 

cited in Harris, Ballenger and Leonard (2004:156) clearly put it that the role of the 

principal has become more complex and to be effective principals “must be skilled 

instructional leaders, change initiators, managers, personnel directors, problem 

solvers and visionaries”. These are not skills one can claim to be innate but rather 

they can mainly be obtained through preparation and development of school leaders. 

It emerged from the study that principals‟ backgrounds and being school prefects 

helped them develop interest in leadership, acquired leadership, interpersonal and 

organizational skills and built their personality and boosted their confidence.  

In a study in America, Hunter-Boykin and Evans (1995) found that majority of the 

principals were untrained and rated as ineffective by their teachers. In US for 

example ideals of special education are coming up (U.S. Department of Education 

2002) where over 6 million of children are enrolled in special education programs. 

This has implication to the role of the principal particularly in light of identifying 

and providing required special education services. Despite this change of 

responsibility of the principal Bateman and Bateman, (2001) found that almost no 

state had provided any training in special education to heads of schools.  

In many countries, including South Africa, there is less agreement on what training 

is required to develop appropriate leadership behaviours. School leaders begin their 

professional careers as teachers and progress to headship via a range of leadership 

tasks and roles, often described as „middle management‟. This leads to a widespread 

view that teaching is their main activity and that a teaching qualification and 

teaching experience are the only requirements for school leadership (Mestry & 

Singh, 2007). However, as Kitavi and Van der Westhuizen (1997:252) note in 
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respect of Kenya; „good teaching abilities are not necessarily an indication that the 

person appointed will be a capable educational manager‟. Van der Westhuizen et al. 

(2004) reach a similar conclusion following their research in the Mpumalanga 

province, stating that;„wide-ranging changes in the education system have rendered 

many serving school principals ineffective in the management of their schools. 

Many of these serving principals lack basic management training prior to and after 

their entry into headship‟.  

UNESCO (1996) notes that education systems nearly everywhere are managed 

poorly and administered inefficiently. Despite the enormous expectations of school 

principals, many are poorly prepared for the task. A 1990 study of 31 African 

countries concluded that only three of the countries studied had comprehensive 

training programs in educational planning, administration, and management. 

Furthermore, the study found that where training programs were provided, they were 

unsystematic and inadequate in content and coverage. This has created a situation 

where one can find incompetent leaders with no ability to supervise teachers as a 

result causing massive students poor performance and high students drop out (de 

Grauwe 2001; Dadey and Harber 1991). For example, The International survey such 

as the one carried out by the OEDC (2001) indicates students mass failure as a 

problem emanating from lacking of and weakness in leadership. This report shows 

the states that do not have comprehensive leadership training to heads of schools 

produced the highest number of drop outs. 

Gullies (1973) and Adam (1998) found another problem in the training offered to 

school management. These scholars found that leadership training tends to focus on 

specific skills: how to budget, analyze data, or design an evaluation rather than 
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imparting to trainees strategic thinking, analysis of cross-impacts, and the ability to 

work with subordinates and super ordinate groups. The more profound problem in 

the preparation of principals is that, even if they have strategic planning skills, they 

often lack a firm understanding of the education process. They do not know what 

inputs and processes can reasonably be expected to contribute to increased student 

learning. Lacking this important analytical skill, principals are left to react to daily 

events and ongoing political pressures (de Grauwe, 2001). 

Studies on the training needs of school managers in Kenya (Okumbe, 1999; 

Kipnusu, 2001; Ogembo, 2005) found that most school managers take up 

management positions without formal training in leadership. Lack of confidence in 

their work especially in handling the personnel in their schools are some of the 

common challenges experienced by head teachers. Ogembo (2005) pointed out that 

generally head teachers have shortcomings in the following areas: general 

administrative duties; planning and financial management, keeping of school 

records, personnel management and development; curriculum implementation and 

evaluation; and lastly, in areas pertaining to teamwork in the school. These 

challenges clearly indicate that on appointment, head teachers need formal training 

to ensure effective administration of secondary schools.  

Today school leaders are faced by many problems. They are faced with 

unruly/stubborn students, absenteeism, tardiness, dropouts, drugs, demonstrations 

and harassment from within and without. With reactive behavior school leaders will 

fail to critically assess the root cause of the situation for appropriate cause of action. 

This normally leads into dogmatism (Dewey 1984). According to Dewey (1984) 

dogmatic school leaders are characterized by lack of open-mindedness and cannot 
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easily tolerate ambiguity. Close- minded school leaders can make serious error in 

decision making, and then affecting both the teachers and students.  

With the new challenges, schools, governments and other school stakeholders need 

to seriously think about the development of creative, mature, and productive school 

leaders who are open minded to changes happening in their schools and above as 

well as leaders who are capable of learning the most effective strategies for 

leadership. Therefore, the study intended to culminate the potential roles of the 

Government as well as stakeholders in the educational sector to reinvent the manner 

in which they prepare secondary school leaders who are not only academically-

qualified, but also adaptive-competently qualified candidates who are able to 

perform in environments characterized by constant and rapid educational changes. 

1.2. Statement of the Problem 

There is increasing recognition that, effective school leadership preparation makes a 

difference to the quality of schools and students performance. Studies such as those 

of Eshiwani (1993) and Okumbe (1999) emphasized that training school leaders 

improves effectiveness in discharging their leadership role.  

While there is an increasing body of evidence that, leadership makes a significant 

difference, there is less agreement about what preparation is required to develop 

appropriate leadership behaviours. This study therefore intends to fill this gap in the 

literature.  
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1.3 Purpose of the Study 

The study aimed at examining the extent to which heads of schools in Dodoma 

Municipal are trained and prepared for leadership positions.  

1.4 Research Objectives 

1.4.1 General Objective 

The general objective of the study is to explore the extent to which heads of schools 

are exposed to leadership training. This exploration will be used to determine the 

challenges and needs of heads of schools to effectively deal with nature of school 

challenges. 

1.4.2 Specific Objectives 

1. To explore different leadership styles practised in secondary schools. 

2. To examine different training needs of leadership in secondary schools. 

3. To assess the negative effects of untrained leaders in secondary schools.  

1.4.3.  Research Questions 

The following research questions were developed to guide this study:  

1. What are the characteristics of leadership styles in secondary schools?   

2. What are the training needs of leadership in secondary schools? 

3. What are the negative effects of untrained leaders in secondary schools? 



10 

1.5  Significance of the Study 

This study will bridge the gap on the social practice of recruiting secondary school 

leaders and what is really needed for effective secondary school leadership. It will 

also add to our knowledge for preparing secondary school leadership in order to 

solve the perennial leadership problems overwhelming education system.   

At advanced level, the result of the study will contribute appropriate information to 

the educational sector such as Government, schools (management), teachers and 

other researchers to help prepare and recruit educational administrators. 

 1.6  Scope of the Study 

The study included a sample of Government secondary schools including; high 

performing schools, average performing schools, those that performed poorly and 

secondary school education officers in Dodoma Municipal area. The study focused 

on preparing secondary schools leadership in Dodoma Municipal area. Only the 

school heads, teachers of the sampled schools and Municipal secondary education 

officers were the respondents.  

1.7 Limitations of the Study  

The study was limited to only three variables namely: leadership training, 

appropriate leadership and school effects. Other relevant variables that contribute to 

school effectiveness and students performance have not included. The study was 

covered Dodoma Municipal area only, and the findings cannot be generalized for the 

whole country. Determination of preparedness of secondary school leadership is 



11 

inferred from the leadership involvement as attributes of effective schools and not 

otherwise. 

1.8  Summary 

This chapter provides a brief background to the issues of leadership training for 

secondary schools in Tanzania and highlights the problem statement, purpose and 

significance of the study, aims and objectives. The chapter also provides a brief 

outline of the research questions, scope of the study and the limitations of the study. 

1.9 Overview of the Study  

This study is divided into five chapters as follows: 

Chapter one provided a brief background to the study, statement of the problem, 

aims and objectives, the research questions, scope of the study, significance and 

limitation of the study. Chapter two will provide a theoretical framework within 

which the research was conducted, as well as the theories associated with leadership 

and school performance. It will provide empirical studies focus on secondary 

schools leadership training. In chapter three, the research methodology and design 

will be discussed in detail. In chapter four, the research findings and analysis will be 

presented and discussion of the findings that emerged from the study will be 

highlighted. In chapter five, will provide an outline of the key findings and 

conclusions and make recommendations based on these findings. Chapter two, 

which follows, will focus on an in-depth analysis of the literature related to the 

study. In addition, the conceptual and theoretical framework of the study will also be 

discussed in this chapter.  
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CHAPTER TWO 

LITERATURE REVIEW 

2.0  Introduction 

This chapter reviews the existing literature on the subject matter related to 

leadership training for secondary schools. At the beginning, this chapter provides a 

theoretical perspective for the study and empirical finding related to the questions 

developed in chapter one. The final part is the conclusion which will reveal the gap 

in the literature. 

A variety of sources such as textbooks, journals, official documents, seminar papers 

and websites were consulted. Magazines, newspapers and unpublished theses were 

also used for the purposes of the literature review. 

2.1  Leadership Theories 

Leadership has evolved over time and has taken different forms. Views on 

leadership theories have been changing over the years. Oyetunyi (2006) asserts that 

the leadership paradigm has changed over the last decades; and that it has transited 

from the traditional leadership approaches to the new perspectives. Schermerhorn et 

al. (2000:287) and Hoy and Miskel (2001:409) categorize on the one hand trait, 

behavioral and situational or contingency theories under traditional leadership 

perspectives, and on the other hand charismatic and transformational leadership 

theories under the new leadership perspectives.  

According to Nkata (2006), leadership theories recognize that effective leadership 

depends on the interaction of three factors namely: the traits and behaviors of the 
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followers, the characteristics of the followers and the nature of the situation in which 

leadership occurs. Leadership, as studied through the traditional theories such as the 

Ohio State University studies, (Halpin, 1996), the managerial grid model (Blake & 

Mouton, 1985), and the contingency theories (Fielder, 1978; Kerr & Jermier, 1978), 

is often assumed to occur between a leader and the followers (Cheng, 2002). 

However, most leadership theories are explored on the trait, behavioral, and 

contingency approaches (Armstrong, 2001).  

As such, the following leadership theories provide scholars with a vision and 

introduce leadership behaviors that may assist head teachers and leaders of 

educational institutions to manage better their institutions in different situations. 

2.1.1  Trait Theories  

Trait theories are part of the traditional leadership theories that focus on the 

transactional process in which a leader gives something to followers in exchange for 

their satisfactory effort and performance in the task (Cheng, 2002). 

Trait theories explain the personal characteristics that lead into successful 

leadership. These theories consider the innate qualities or traits characteristic of 

good leaders. Such theories are based on the opinion that leaders are right and 

leadership is rooted in the authority of their righteousness (Oyetunyi, 2006). Like the 

theories associated with great men, the trait perspective assumes that great leaders 

are born with distinguished traits/characteristics that make them different from other 

people. Successful school leaders were described by Omar (2005) in terms of their 

personal attributes, interpersonal abilities, and technical management skills. Personal 
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attributes include humor, courage, judgment, integrity, intelligence, persistence, 

work ethic, vision, and being opportunity conscious. Interpersonal abilities include 

being outgoing, team builder and compassionate. Technical management skills 

include producing results, resolving conflicts, analyzing and evaluating problems, 

the ability to enhance the work environment, and goal oriented (Bensimon, 

Neumann & Birnbaum, 2000). Stogdill (in Sashkin & Sashkin, 2003:19) also found 

that leaders were a bit more intelligent, outgoing, creative, assertive, responsible and 

healthier than average people. However, Stogdil (2003) contradicted himself later by 

concluding that a person does not become a leader because of a combination of traits 

since the impact of traits differs according to situation.  

Trait theory can be used in this study to understand the innate qualities and good 

characteristics of school leaders. These characteristics can be identified through the 

way the school leader portray humor, courage, good judgment on important issues, 

integrity, intelligence, persistence, work ethics, vision and way they interact with 

peer students. Even though these traits are inborn they could also be harnessed and 

sharpened through systematic training and nurtured experience. 

2.1.2  Normative Decision Theory  

Normative Decision Theory is a theory of leadership that focuses on the correct 

norms or standards of behavior for leaders to follow. Although it focuses on correct 

norms in decision-making, it is concerned with the extent to which leaders allow 

their subordinates to participate in decision-making. It proposes five styles of leader 

behavior ranging from the autocratic style in which decisions are made solely by the 
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leader to complete participation by subordinates and during which decisions are 

reached through consensus.  

Under this theory, the most effective style of leadership depends on the importance 

of the decision, the degree to which subordinates accept it, and the time required 

making the decision. Leaders must be flexible in selecting the decision making 

approach that yields maximum benefits in terms of quality, acceptance and time 

constraints. 

2.1.3  Cultural and Symbolic Theories 

 Occasionally, effective leaders give symbolic meaning to events that others may 

regard as perplexing, senseless, or chaotic. According to Omar (2005), these leaders 

do so by focusing attention on aspects of college life both familiar and meaningful to 

the college community. Leaders may play an important role in creating and 

maintaining institutional sagas. The role of academic leaders in the preservation of 

academic culture may be even more critical today than in the past because increased 

specification, professionalism, and complexity have weakened the values and beliefs 

that have provided institutions with a common sense of purpose, commitment, and 

order. Although leaders may not be able to change the current culture through 

management, their attention to social integration and symbolic events may enable 

them to sustain and strengthen the culture that already exists (Botha, 2005).  

Strategies of change that make sense to institutional members, and are therefore 

likely to elicit acceptance and support may depend upon leaders‟ understanding of 

an organization from cultural perspectives. These leaders may be required to act as 

anthropologists uncovering the organizational culture by seeking to identify 
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metaphors embedded in the language of the college or school community. Leaders 

may become more effective by using symbols that are consistent with the 

institution‟s culture (Botha, 2005). 

 

Cultural and symbolic theory of leadership is important in this study because it will 

help in understanding the type of leadership in secondary schools and ways they use 

their style to cope with or solve the problems they encounter. 

A critical analysis of the leadership theories bring to the fore the significance of 

leadership styles in the effective management of education institutions. Theories of 

leadership styles are of much value to leaders attempting to improve their 

performance in different organizations, some of which, like in a school setting, are 

to raise the motivation of teachers and other staff, help them accept changes, 

improve morale, diminish stress, reduce workload, increase innovation, and improve 

human relations. 

2.2 Leadership Styles in Secondary Schools 

Leadership style has already been defined in this study. As noted above, that 

leadership styles are as many and diverse as there are definitions and concepts of 

leadership. Different researchers and academicians alike have come up with 

different leadership styles. Every leader in every organization performs certain 

roles/tasks for the smooth operation of the organization and improvement of 

organizational performance. The manner in which the leader performs these roles 

and directs the affairs of the organization is referred to as his/her leadership style 

(Oyetunyi, 2006). According to Oyetunyi (ibid:31), leadership style therefore is the 
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way a leader leads. Some leaders are more interested in the work to be done than in 

the people they work with, whilst others pay more attention to their relationship with 

subordinates than the job.  

Ball (1987) as reported in Linda (1999) identified the following leadership styles 

that emerged in the course of his research in British secondary schools: the 

interpersonal, managerial style, adversarial and the political style or authoritarian 

style. He describes interpersonal head teachers as being typically mobile and visible 

with a preference for consulting with individuals rather than holding meetings. They 

like to “sound out ideas” and gather opinions. Such head teachers will frequently 

reiterate to teachers the importance of bringing complaints and grievances to them 

first of all. Ball (1987) pointed out that this type of leadership style is particularly 

effective at satisfying teacher‟s individual needs, and that grievances and staff 

turnover tends to remain low. On the other hand, he continues, head teachers with 

managerial styles adopt a leadership style that parallels that of a manager in 

industry: The use of management techniques involves the importation into the 

school structures, types of relationships and processes of organizational control from 

the factory. The managerial head is chief executive of the school, normally 

surrounded by a Senior Management Team (SMT). The head teacher relates to the 

staff through this team and through a formal structure of meetings and committees. 

Both these responsibilities and structures will be supported and outlined by written 

documentation, which specifies terms of reference and job descriptions (MoES, 

2003). 

Ball‟s (1987) research on transformational leadership style revealed several 

deficiencies of a managerial leadership style, including a sense of exclusion from 
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decision-making on the part of those teachers who are not part of the SMT, the 

creation of a “them and us” hierarchically-based division, and teachers‟ derision for 

the management structure and its processes. The adversarial leadership style is 

typified by confrontational dialogue between the head teacher and the teachers. Here 

headship emphasizes persuasion and commitment. Ball (1987) quotes teachers 

response to this style of leadership during a focus group discussion as follows. 

„„Some staff will be unable or unwilling to participate in this form of organizational 

discourse. Some find it unhelpful, where as others are unwilling to devote the time 

and energy necessary to get their points of view across‟‟ (p.109). Conversely Ball 

(ibid: 109) depicted authoritarian leadership as being distinct from adversarial 

leadership. Opposition is avoided, disabled or simply ignored. No opportunities are 

provided for the articulation of alternative views or the assertion of alternative 

interests, other then those defined by the head as legitimate. Indeed the authoritarian 

may rely, as a matter of course, on conscious deception as a matter of organizational 

control. 

Linda (in Halpin, 1996) revealed two extremes of six organizational climates, which 

he referred to as “open” and “closed” climate. The open climate head teachers are 

described as typically very enthusiastic, conscientious and hardworking, well 

balanced in temperament, not aloof, and very much in control. This sort of climate is 

reported to be conducive to good performance, because teachers therein are 

described as manifesting high morale, working collaboratively with little to 

complain about. On the other hand, schools with closed climates are the ones led by 

head teachers who are highly aloof and impersonal, who emphasize the need for 

hard work, but who themselves fail to work hard and who say one thing and do 
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another. Teachers working in closed climates, according to Halpin, do not work well 

together, derive little satisfaction from their work, and dislike their head teachers. 

Such head teachers are similar to what Kouzes and Posner (2002) describe as 

leaders. Linda (1999) also reported a good study in respect of teachers‟ job 

satisfaction in which Nias (1980) in Linda (1999) identified three dimensions of 

leadership styles: initiating structure, consideration and decision-centralization. She 

defined these to refer respectively to the extent to which leaders define and structure 

their own and their subordinates‟ roles towards attaining goals, the extent to which 

leaders manifest concern, support for their staff, and the extent to which leaders 

influence group decisions.  

Nias (1980) made a study on leadership style and found that the individual school 

leaders in her study could be positioned differently along each of these three 

dimensions, and that the resulting spread revealed what she categorized as three 

leadership styles: the passive, positive, and Bourbon types, which she describes as 

thus: One leadership type, the „passive‟, gave teachers more freedom than they 

desired. They perceived themselves as totally free to set their own goals, under 

heads whose professional standards did not match their own, and who offered 

neither coherent to the school as a whole nor support and guidance to individuals. 

Two, the „Bourbon‟, was characterized by social distance, authoritarian professional 

relationships, and administrative efficiency. Three, they are described as „positive‟; 

set high professional standards for the teachers, adopted a dynamic, but consultative 

policy towards decision-making, and actively supported the professional 

development of individuals” (Nias, 1980:261). Subsequently, in relation to teachers‟ 

job satisfaction, Nias found „passive‟ and „Bourbon‟ heads to have the most 
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negative, and „positive‟ heads the most positive, influence. A positive style provided 

the context in which a keen teacher could get on with her chosen work and therefore 

contributed considerably to his/her job satisfaction (Nias, 1980:270).  

But these foregoing leadership types leaves one wondering; which of the said 

leadership styles seems most likely to foster positive attitudes in teachers and hence 

enhance academic and overall school performance? Which, in particular, seems to 

have the greatest motivating potential? 

Leaders express leadership in many roles, amongst others, formulating aims and 

objectives, establishing structures, managing and motivating personnel and 

providing leadership (Daresh, 2002:11). 

In a research study conducted by Ball (1987) as reported in Evans (1999), four 

leadership styles were identified in the British secondary schools. These included the 

interpersonal and the managerial styles and the political style, which he subdivided 

into the adversarial and authoritarian styles. The interpersonal head was described as 

typically “mobile” and “visible”, with reference to consulting with individuals rather 

than holding meetings. Such heads of schools tend to sound one idea and gather 

opinions (ibid). Such heads frequently reiterate to staff the importance of bringing 

complaints and grievances to them first. They use the open door policy (Ball, 1987 

in Linda, 1999). This style of leadership is particularly effective at satisfying 

teacher‟s individual needs and usually staff turn-over is low but decision-making is 

not focused and teachers may feel very frustrated and insecure. This kind of 

leadership may create a sense of exclusiveness from decision-making on the part of 

the teachers who are members of the SMT. This might bring about the isolative 
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culture in schools, which is frequently referred to as the “us” and “them” 

hierarchical structure in schools.  

The adversarial leadership style is typified by confrontational dialogue between the 

head and the teachers. They speak of the rows, battles and challenges. In this kind of 

scenario leadership is very much a public performance; the emphasis is upon 

persuasion and devotion (Ball, 1987 in Evans, 1999). Adversarial heads are always 

preoccupied with issues that reflect quality ideology rather than administration 

procedures. They typically focus on quality of education provided and whether the 

institution is fulfilling its purpose (Ball, 1987 in Linda, 1999). 

In her study of British primary school teacher‟s job satisfaction, Nias (1980) in 

Evans (1999) identified three dimensions of leadership styles. These were the 

initiating, the considerate and decision centralization. These referred respectively to 

the extent to which leaders defined their own and their subordinate roles towards 

attaining goals; the extent to which leaders influence group decisions. Nias (1980) 

found that individual school leaders in her study could be positioned differently 

along each of these three dimensions, and that the resulting spread revealed three 

categories of leadership styles that is the passive, positive and bourbons types. 

According to Nias (1980) passive leaders gave teachers more freedom whilst the 

bourbons were characterized as being socially distanced, and authoritarian in nature. 

The positive ones were known for setting high professional development standards 

for teachers. In relation to job satisfaction, it was discovered that the passive and 

bourbons had the most negative effects in school and positive heads and the most 

positive influence. A positive style provided the context in which a keen teacher 
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could get on well with work and therefore contribute significantly to school 

improvement (Nias, 1980 in Evans, 1999). 

Ogwenge (1995) carried out a study to investigate the leadership styles that were 

practiced in the Ugandan colleges of commerce and to determine whether the 

democratic or autocratic leadership style had an impact on job satisfaction of staff in 

these colleges. It was established that there was a significant difference in the 

leadership styles practiced in the Uganda Colleges of Commerce. The democratic 

leadership was associated with leaders showing confidence and trust in subordinate 

staff. The staffs were free to talk to their leaders, while leaders were willing to listen 

to ideas from staff, and did not use fear to make staff implement policy. It was also 

found that the democratic or autocratic leadership style had a significant impact on 

job satisfaction. Where the democratic leadership style was used, staff did not use 

negative behavior or ways of making their dissatisfaction or frustration felt and vice 

verse whilst the autocratic style was associated with the negative behavior and such 

behavior included writing or using verbal attacks on their leaders and colleagues, 

coming late to work and absenteeism. 

Mumbe (1995) conducted a study to investigate the head teacher‟s leadership style 

and job satisfaction of teachers in primary schools in Busia, sub-district of Uganda. 

In this study, the researcher concurred with Ogwenge‟s (1995) findings that, 

democratic style affected the teacher‟s job satisfaction positively and motivated 

teachers to work harder towards the achievement of school objectives. The 

autocratic leadership style on the other hand was found to have a negative impact on 

the teachers‟ job satisfaction. Conversely the laissez-faire leadership style did not 
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affect the teachers‟ job satisfaction. In this study it was also concluded that teachers 

in Busia town were in favor of the democratic leadership style. 

Different studies have indicated that for excellent academic performance the schools 

need committed, hardworking and well motivated staff. It takes good leadership to 

get the best out of   the teachers. According to Linda (1999), it is still not agreed 

upon whether a particular leadership style results in the most effective form of 

organizational behaviour. Rather, the combination of styles is effective if used 

appropriately as the situation demands.  Different leadership styles are needed for 

different situations and each leader should know when to use a particular leadership 

style. Likewise, no one leadership style is ideal for every situation. (Rad et al. 2006). 

Some leaders use a style that is manipulative; others use more participatory styles. 

Some styles are driven by product whereas others are driven by process. 

2.3  Different Training Needs of Leadership 

The significance and value of leadership training has long been recognized. 

Consider the popular and often repeated quotation, “Give a person fish and you feed 

him for a day. Teach a person to fish and you feed him for a lifetime.” This simple 

but profound saying is attributed to the wisdom of Confusius who lived in the 5
th 

century BC. Given today‟s business climate and the exponential growth in 

technology with its effect on the economy and society at large, the need for training 

is more pronounced than ever ( Muthini, 2004). According to Muthini‟s study 

(2004) on principals‟ perception of KESI training programmes in Nairobi Province, 

Kenya found out that in-service training on the performance of head teachers reveals 
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a positive relationship on their job with performance of teachers that is evidenced by 

the improved achievement of the concerned students.  

Pomuti (2000) also conducted a study in Namibia and found a very significant effect 

due to head teachers training. Pomuti ascertained eighty percent result oriented 

impact of training on the productiveness of students. Likewise, Yariv and Coleman 

(2005) found that responsible attitude of the head teachers in the school management 

and in the educational setup are considered as the resultant of adequate training, 

whereas Dinham (2007) also found that credit of responsible behaviours of head 

teachers is attributed to adequate training.  

Findings of the research studies conducted at different times in developing countries 

by (Dildy, 1982; Wiley and Yoon 1995; Bressoux, 1996; Cohen and Hill, 2000) 

reveal some positive effect of head teachers training on the performance and 

achievements of students. Subsequently in relation to head teachers‟ job 

performance (Dildy, 1982; Wiley and Yoon 1995; Bressoux, 1996; Cohen and Hill, 

2000) found that preparation and development of those principals will enable them 

to get the skills, knowledge and attributes to run schools in a professional and 

effective manner to ensure good teaching and learning practices 

Studies conducted in US (Boyd et al., 2006) observed that trained head teachers 

have more capacity of understanding others and coping with situations more aptly 

and appropriately. Boyd reported that the trained head teachers can use their ability 

to impact and influence teachers to perform and know different teaching styles. 

Students studying under the guidance of untrained head teachers remained deprived 

from the latest pedagogical supports due to unawareness of their head teachers in 
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pedagogical skill areas. Thus advocate for appointment of professionally trained 

head teachers in the educational institution in private sector too. 

2.4  Negative Effects of Untrained Leaders in Organization 

The notion that untrained and poor-quality leadership has negative effects for 

individuals and organisations is not new (Day & Hamblin, 1964). The research that 

has been conducted on the link between leadership and mental health has invariably 

focused on the potentially negative effects of untrained leadership. Poor leadership 

has also been associated with increased levels of employee stress (Offermann et al. 

2000). Halpin (1996) found that when abusive supervisors used non-contingent 

punishment, employees felt a sense of helplessness and alienation from work. 

Furthermore, Atwater et al. (1998) reported that leadership effectiveness of 

supervisors in the military is negatively affected when supervisors resort to non-

contingent punishment. Richman, Flaherty, Rospenda, & Chistensen (1992) found 

heightened levels of psychological distress among medical residents who reported to 

abusive supervisors. 

Generally, employees who perceive their supervisors to be abusive experience low 

levels of job and life satisfaction, lower levels of affective commitment, increased 

work-family conflict, and psychological distress (Tepper, 2000) as well as 

psychosomatic symptoms, anxiety, and depression (Hoel, Rayner, & Cooper, 1999). 

Additionally, Dupre, Inness, Connelly, Barling, and Hoption (2003) found a 

relationship between teenagers‟ experience of abusive supervision and their own 

aggression directed toward their supervisors. 
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The stress of poor supervision also manifests in physical outcomes. West (2002) 

reported that on days when a sample of nurses worked for a supervisor they did not 

like, they experienced a 15-mm increase in systolic blood pressure and a 7-mm 

increase in diastolic blood pressure when compared with days when they worked for 

a supervisor they did like. Changes of this magnitude result in a 16% increased risk 

of a coronary failure and a 38% increased risk of stroke. Moreover, the findings are 

consistent with the observation that exposure to aggressive behavior at work 

(i.e.,bullying) is associated with increased risk for both depression and 

cardiovascular disease (Kivimäki, Virtanen, Vartia, Elovainio, Vahtera, & 

Keltikangas- Järvinen, 2001). 

2.5 Research Gap 

The issue of leadership training seems questionable particularly in secondary 

schools system in Tanzania and African countries. The main issues from literature 

review line to the negative effects of untrained leadership for secondary schools. The 

study by Offermann et al. (2000) in South Africa revealed that poor leadership has 

been associated with increased levels of employee stress. However, as Kitavi and 

Van der Westhuizen (1997:252) note in respect of Kenya, that incompetent leaders 

have no ability to supervise teachers as a result causing massive students poor 

performance and high students drop out. 

However, little is known about the exact leadership training for secondary schools in 

African countries. As a matter of concern are the effects of in-service training in 

ameliorating teachers‟ performance at secondary level (Jamil etal, 2011) that thought 

to affect head teachers‟ leadership, although it did not necessarily affect the quality 
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of leadership training. Infact, Cohen and Hill, (2000) reveal that positive effect of 

head teachers training lead to performance and achievements of students. 

Therefore, this study was carried out in view of the existing knowledge gap by 

investigating leadership training for secondary schools in Dodoma Municipal area. 

The goal is to provide pertinent information to the Government and MOEVT that 

having better understanding of leadership training will contribute to the development 

of secondary schools performance. 

2.6 Conceptual Framework 

The ideal conceptualization of leadership training and performance in secondary 

schools is built on the idea that appropriate leadership training is power and 

influence that directs people to effectively perform as illustrated in Figure 1.  
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Figure 1: Conceptual framework on leadership training for secondary schools         

(Ally J. Msengi (2012) and modified from Mullins (2002) and Armstrong 

(2001).) 

The conceptual framework shows the relationship between independent, 

intermediate and dependent variable. Independent variables denote appropriate 

trainings that affect the quality of leadership. These appropriate trainings are training 

policy, establish training organization, evaluate training and identify training needs 

and objectives. In addition the amount of leadership training may influence the 
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leadership styles of school head teachers. This is because a school where head 

teacher is well trained adopts stricter and sophisticated leadership compared to a 

school managed by untrained leaders. 

In attempting to investigate the influence of leadership training for secondary 

schools in Tanzania, there are, however other intermediate variables that affect 

school conditions. This intermediate variable includes leadership styles. Thus, 

appropriate use of leadership style may influence secondary school performance. 

The dependent variable in this study is the effects in secondary schools measured 

according to the school output/performance delivered. Thus, these three variables 

are mutual related to each other, and interaction between independent variable 

(appropriate training) and intermediate variable (leadership styles) can lead to the 

effects of improved school condition if managed properly. For example, the 

outcome of student academic performance which is part of the overall school 

performance, can be in the form of passing examinations, tests, exercises, what the 

students can practically do, and how the society perceives the student in terms of the 

satisfaction they derive from the education obtained by the learners.  

2.7  Summary 

This chapter was a presentation of the review of the literature relating to leadership 

training for secondary schools. In this review, the researcher traced an analysis of 

different theories of leadership, the needs for leadership training and effects of 

untrained leaders. Apart from that, several leadership styles were examined. The 

review of the literature illustrates that empowering, enabling, informing, inspiring 
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and sharing of vision between the leader and his/her subordinates enhances 

organizational performance. This chapter also focused on the role of head teachers 

as the administrative and managerial heads of schools, and the leadership styles 

employed by them for effective management and performance of schools. In this 

review, the researcher indicated that preparation and development of school 

principals can lead to school effectiveness and improvement. It is also imperative to 

note that untrained and poor-quality leadership has negative effects for individuals 

and school organizations. 

Chapter 3 will focus on the research design and methodology adopted for the 

purpose of this study. 
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CHAPTER THREE 

RESEARCH METHODOLOGY  

3.0  Introduction 

In this chapter, the methods and procedures of data collection and analysis were 

presented. This is followed by focusing on the research design, population under 

investigation, sample size selection and sampling techniques, data collection 

methods and instruments, research procedures, methods of data analysis and ethical 

considerations as well as providing the important information about the study area. 

3.1  Description of the Study Area 

The study was conducted in urban and peri-urban areas of Dodoma Municipality. 

The study area was selected because it is among the areas in Dodoma Municipal 

which practise secondary school leadership. Yet very little has been done to assess 

leadership preparation prior to and after their entry into headship positions. The area 

provided the researcher with adequate sample for selection. The age factor and size 

of operation provided the researcher access to in depth and adequate sources of 

information. Due to time and other constraints including operational costs, the 

researcher believes that the area was sufficient for this study. According to Yin 

(1994), few cases, one, two or three would be enough for exploration purposes. 

Dodoma is located between 6° 10′23″ to 6.17306°S and 35°44′31″ to 35.74194°E in 

the centre of the country. Dodoma town is 486 kilometers (302 mi) west of the 

former capital at Dar es Salaam and 441 kilometers (274 mi) south of Arusha. It 

covers an area of 2,669 square kilometers (1,031 sq mi) of which 625 square 

kilometers (241 sq mi) are urbanized. Dodoma has semi-arid climate with relatively 
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warm temperatures throughout the year. The climate is characterized by long two 

seasons lasting between April and early December which is cool and dry and from 

December to March, is the rainy season with average of rainfall 570mm.  Average 

maximum and minimum temperature is 31
o
C and 18

o
C respectively. The short 

season is from June-August in which temperature are very hot during the afternoon 

up 35
o
C and chilly nights on hilly areas up to 10

o
C. Generally, the temperature in 

September, October up to December is mostly found decreasing gradually from 

February onwards.  

Dodoma region has population of 324,347 people, 157,469 of the population 

(48.5%) are male while the remaining 166,878 (51.5%) are female. Estimated total 

number of households is 74,914 with an average household size of 4.3 people. The 

region is populated by different ethnic groups because it is a government 

administrative centre, although the indigenous ethnic groups are the Gogo, Rangi, 

and Sandawe. Economic activities in Dodoma include agriculture, business and 

petty trade.  Since 1996, the official capital of Tanzania has been Dodoma, where 

Parliament and some government offices are located. Therefore due to influence of 

political clouds and parliamentary seating, hence, having effective leadership in 

school and other sectors is of paramount important.  

3.2 Research Design 

Broadly conceived a research design refers to the plan and schedule of work, or a 

process of creating an empirical test to support or reject a knowledge claim (Ball & 

Gall, 1987). Put simply, research design guides the researcher on how to proceed in 

a research endeavor. It is a logical model of methodological proof that allows a 
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researcher to draw inferences from the data‟s findings, and later on to define the 

domain of generalizability of the same findings (Frankfort-Nachmias & Nachmias, 

1996). On the other hand, Nconco (2006: 63) defines research design as a: 

“Blueprint or detailed plan for how a research study is to be 

conducted-     operationalizing variables   so that they can be 

measured, selecting a sample of interest to study; collecting data to 

be used as a basis for testing hypothesis, and analyzing results”. 

It would seem, therefore, that research design is the program that guides an 

investigator on the whole process of collecting, analyzing and interpreting 

observations. Thus, the researcher adopted a case study research design for this 

present study. The choice of case study design was based on the fact that the study 

method gives unitary character of data being studied by inter-relating a variety of 

facts to a single case, taking into account of its flexibility in terms of methods for 

data collection and analysis that was used. The study was also expected to provide 

opportunity for researcher to analyze many specific details that were often 

overlooked with other methods. Moreover, the study was less costly in comparison 

to other research designs (Ghauri and Gronhaug, 2002; Simon et al., 1985; Burns 

2000). 

3.3  Data type and Sources 

Data was collected from both primary and secondary sources. 

3.3.1  Primary Data 

Primary data was collected from secondary school staffs such as head teachers, 

assistance head teachers and other ordinary teachers. Moreover, the Municipal 

secondary education officers were consulted through interview and questionnaires.  
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3.3.2  Secondary Data 

Secondary data on leadership training for secondary schools in Dodoma 

Municipality was derived from various documentary sources in respective offices 

such as MSEO‟s, MOEVT. Other sources include journals, reports, articles, 

monograph and books. 

3.4  Population of the Study 

The target population of the study on leadership training for secondary schools in 

Dodoma Municipality was secondary school head teachers, teachers and secondary 

education officers in Dodoma Municipal area and key informants. The head teachers 

were selected because they are the chief executives of the educational institutions, 

heads of schools and the primary target of this study. Municipal secondary education 

officers were selected because they are heads of department and chief supervisors of 

secondary educational institutions in the Municipal area. Teachers were also selected 

for the study because they have different perceptions regarding the head teachers‟ 

leadership styles and how the school is managed. They also know the effects of 

certain leadership style on the day to day activities in schools. 

3.5 Sample Size Selection and Sampling Techniques 

In order to obtain a sample size that was representative of the target population, the 

researcher obtained a list from the Municipal Teaching Service Management Office. 

The list shows the names of all Government secondary schools in Dodoma 

Municipality with corresponding number of teachers in those schools. According to 

the Teaching Service Management statistics (2010/2011), the total number of 
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Dodoma Government Municipal secondary schools is 36 with a corresponding 

number of 36 head-teachers and a total number of 495 teachers.  

From the target population of 531, a sample of 100 respondents was chosen for the 

study using a table for determining the sample size for research activities as 

indicated at the back of the thesis (see Appendix 7). From the 100 respondents, 

purposeful and e random sampling was used to select 20 head teachers, 77 teachers 

and 3 secondary education officers both from the Municipality. Purposive and 

random sampling was used because they are the easiest sampling methods for 

choosing appropriate respondents from a target population and systematic random 

sampling was used to select the teachers.  

Finally, purposive, deliberate or judgmental sampling was used to select 3 

Municipal secondary education officers and 20 head-teachers from Municipal 

secondary schools. This sampling method was used because the researcher felt that 

the officials from the Municipal secondary education office and the head teachers 

were vital respondents whose ideas could not be overlooked. Purposive sample is a 

selection of respondents based on personal judgment rather than randomization 

(Daniel, 2007). This included snow ball technique where a person with a chance of 

providing information helps to identify another person who had the information till a 

reasonable number of respondents were captured. This technique fits because data 

required are sensitive and confidential, and respondents had their rights reserved. 

The selection of the sample considered male and female respondents from both 

urban and peri-urban areas of Dodoma Municipal.  
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Table 1:  Distribution of the Respondent  

Respondents Category Number of Respondents 

Number of Teachers 77 

Number of Head Teachers 20 

Municipal Education Officers 03 

Total 100 

Source Field Data 2012 

3.6 Data Collection Methods and Instruments  

The data collection methods employed were structured questionnaires, interviews, 

and observation. 

3.6.1 Structured Questionnaire 

Structured questionnaires were chosen because they ensured confidentiality of 

responses and save time. In addition, they are widely used in social science research 

and education. Crishnaswami (2003) writes that 90% of the research in the social 

sciences was conducted using questionnaires. However, the questionnaire was found 

to be disadvantageous in that many people who received them do not return them 

timeously. According to Amin (2005), the disadvantage of the questionnaire is a low 

rate of return. In order to deal with this problem, however, the researcher trained 

research assistants who was responsible, for amongst other duties reminding the 

respondents to fill out the questionnaires and to return them in the required 

timeframe. 
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The researcher developed two sets of questionnaires (see Appendices 4 and 5) for 

the head teachers and teachers respectively. The design of the questionnaires took 

into consideration the need for both open and close-ended questions. Open-ended 

questions were included in order to provide the respondents with an opportunity to 

air their views freely as they deemed fit. The closed-ended questions were also 

necessary to cover more ground within a limited timeframe particularly for those 

respondents who had severe time constraints. 

3.6.2  Observation 

This is another data collection method which was used to particularly reinforce the 

information collected through the questionnaires and from the interviews. The 

researcher carried out observation during the school visits when he conducted 

interviews with the various participants in the school. As the researcher entered the 

school, he took note of the physical appearance of the school, the reception at the 

gate, in the offices and in other places. The researcher observed the culture of the 

schools, the staff and how they went about their duties. In some schools the 

researcher arrived at the school before 7.00 am in the morning just to observe how 

the students come in, and at what time they arrive, and when the school manager, the 

management team and other staff arrived at the school. He aimed to observe how 

and when the school activities start, and when actual teaching and learning begin. 

In other schools, the researcher also interacted informally with staff, attended 

meetings and had the opportunity to examine how the staff collaborates with each 

other and also with the administration. The interactions between the head teachers 
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and the teachers and other people in school were also observed. This gave out first-

hand information before interview and questionnaires. 

3.6.3  Interviews 

Interview guides are data collection instruments used through direct and verbal 

interaction between the researcher and respondents. They involve the question and 

answer method of data sourcing. More and more data is collected through in-depth 

interviews and probing. 

 Crossley (1997) argues that interview guides are important in sourcing for volumes 

of qualitative data. 40 respondents were interviewed with each informant given the 

leeway to choose the convenient time and venue for the interview. Of these, 25 were 

teachers, 12 were head teachers and 3 were Municipal secondary education officials. 

The informants were notified one week in advance about the purpose of the study 

and the interviews through letters written and sent to them directly. This was after 

the researcher had secured permission from the Director of the Dodoma Municipal 

to conduct the study. The researcher visited all the schools that participated in the 

study to gain a sense of how the schools were being managed, in addition to 

obtaining information for the study. 

The researcher arranged and conducted interviews with head teachers, Municipal 

education officers and teachers. The purpose of the interviews was to establish the 

leadership skills used by the schools‟ head and how they perceived their 

management approaches in relation to their subordinates. The interviews were also 

intended to establish from the subordinates themselves, how they perceived 
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leadership skills and approaches used by their head teachers as they manage school 

on day to day basis. 

The interview schedules were semi-structured. This allowed participants to share, 

highlight and explain their viewpoints, while allowing the researcher to seek 

clarifications from the participants. The interviews were tape recorded and 

transcribed to ensure the accuracy of data. 

The researcher developed three schedules for the interviews with head teachers, 

Municipal education officers, and teachers (See Appendices 1, 2 and 3).  

3.7 Data Processing and Analysis  

Data analysis refers to the computation of certain measures along with searching for 

patterns of relationship that exist among data groups (Kothari, 2004). The analysis 

was done using the chi-square method. Both quantitative and qualitative techniques 

for data analysis were employed. Interviews were tape recording and listening 

attentively, identifying emerging themes from the rich data. The questionnaires were 

also coded statistically. After data coding, editing and entry, analysis was followed 

by using the Statistical Package for Social Sciences version 16.0 (SPSS) for 

windows. 

To obtain information regarding respondent‟s age and social-economic 

characteristics frequencies were ran. This resulted into different tables that described 

basic characteristics of the respondents that included the following: (a) age, (b) 

experience of school head teachers, (c) gender, (d) level of education and (e) 

leadership style and school performance. Similarly, data concerning head teachers‟ 

training and professional development was analysed using frequencies to obtain 
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tables that showed percent of respondents in respect to secondary schools. 

Conclusions were arrived at after a detailed process of data interpretation; the later 

entailed explaining the findings basing on the conceptual framework explicated 

earlier. The rest of the interview data was used to back up the findings of the 

analysis. In all these processes, reflexivity and empathy were dominant to ensure 

validity and representation of the findings. 

3.8  Validity and Reliability 

Validity is the extent to which a test measures what it claims to measure. It is vital 

for a test to be valid in order for the results to be accurately applied and interpreted 

(Kendra Cherry, 2009). Reliability is the extent to which results are consistent over 

time. Results are referred to as reliable if the same results can be reproduced under a 

similar methodology then the research instruments are considered to be reliable. To 

achieve reliability and validity, the following steps was followed; 

The first step was on the selection of respondents. The selection of the respondents 

was based on the established sampling procedure for the quantitative data; for the 

quantitative data, respondents were selected based on opportunity to learn. 

The second step was on the data collection. Since data was collected by several 

interviewers, these were trained on how to use the data collection tools. There was 

possibility of triangulation on the data collected because of the different types of 

data collected, on the one hand, and the repetitiveness of the same questions, on the 

other hand. With a high degree of stability on the data, then there is a high degree of 

reliability, implying that the results are repeatable. 
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Under this step, data was collected using multiple methods (questionnaire and 

interviews) and from different units of analysis. This helped to capture evidences 

from different angles and thus improved validity of data and information obtained. 

Third step was referred as data computerizations. The quantitative data collected 

was computerized in order to avoid unnecessary loss of data and conduct more 

precise analysis with the use of computer software. Pilot test on the questionnaire 

was done after which some versions were made to eliminate ambiguities in the 

questionnaire. 

3.9  Ethical Considerations 

Since educational research does not occur in a vacuum, educational researchers are 

constantly interacting with a complex and demanding socio-political environment 

that influences their research decisions both formally and informally. 

To cope with such influences, the researcher followed a number of guidelines in 

research, which included, amongst others, seeking informed consent of the 

respondents (Appendix 6) and making it known to them that their participation was 

indeed voluntary. The integrity of the researcher was safeguarded by protecting the 

respondents from harm, either emotional or physical and by the manner in which the 

researcher posed questions and reported the findings. 

Through the use of consent forms (Appendix 6), the researcher was able to acquire 

the informed consent of all the participants. The researcher also agreed with the 

participants that they had the right to withdraw from the study at any point in time, 

and that it was their prerogative to participate or not. Pseudonyms were used in 

respect of the participants and the schools that were selected for this study. It was 
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stipulated in the consent forms that any information so obtained from the 

participants would remain confidential between the two parties. The purpose of this 

was to ensure that anonymity and confidentiality were strictly adhered to. During the 

time of data collection, analysis was safeguarded as data stored in the computer 

using data protection passwords were locked up in the researcher‟s office. In this 

way confidentiality was ensured. 

10.  Summary 

This chapter provided a detailed account of the research methodology adopted for 

the study, data collection methods and instruments, the population sample, the 

procedures involved, data collection processes and analysis of the data collected. In 

this research, the researcher found the study‟s participants very cooperative and the 

entire research team was able to acquire more information than was expected. 

Visiting the schools which participated in the research proved a very useful exercise. 

Chapter Four will focus on the data presentation, analysis and interpretation of the 

results. 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND DISCUSSION 

4.0 Introduction 

This chapter presents and discusses the findings based on the conceptual framework 

developed in chapter two. The chapter has three main parts. The first is the 

introduction section which presents social-demographic profile of the population 

which includes; age, education and experience of the respondents. The second 

section deals with presentation of the data on the knowledge, attitude and practice of 

leadership. This section contains data on respondents‟ understanding of qualities of 

an effective school, concept of leadership training, understanding of the relationship 

between leadership training and school performance and the relationship between 

untrained leaders with school performance. The third section comprises of data on 

different leadership styles in secondary schools where as the fourth contains data on 

training need of leaders in secondary schools in Dodoma Municipality and lastly the 

negative effects of untrained leaders. 

4.1  Social-Demographic Profile of the Study Population 

This part goes deeply in the research result concentrating on the respondents on 

matter of age, education and experience of the respondents. These socio-economic 

characteristics of the respondents are important to determine the status of leadership 

training in the study area. 
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4.1.1  Age of Teachers 

The age of teachers (respondents) was analyzed. The findings revealed that more 

than half of the teachers (50%) who participated in the study were between the ages 

of 31 and 40 years, followed by (28.6%) between the ages of 20 and 30 years, and a 

small percentage (14.3%) and (7.1%) between the ages of 41-50 years and above 50  

years respectively. It is also important to note that no teacher was above 60 years of 

age since that was the age of retirement. The summary of the above analysis is 

clearly indicated in Table 2. 

Table 2:  Age of Teachers (N=70) 

Age of Teachers Frequency % of the respondents 

20-30 years 20 28.6 

31-40 years 35 50 

41-50 years 10 14.3 

50+ 5 7.1 

Total 70 100 

Source: Field Data 2012 

Only 70 teachers returned the filled in questionnaire out of the 77 teachers sampled. 

The number of unreturned questionnaires was insignificant and could not affect the 

results. Since the majority of teachers in secondary schools in Dodoma Municipality 

are in their thirties (30s) this explains why the study was dominated by participants 

from this age group. Many of the opinions on leadership training for secondary 
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school emerged from this group of teacher respondents (31-40 years). There were 

few opinions expressed by the other age groups. 

4.1.2  Age of Head Teacher Respondents 

Likewise, the age bracket of the head teachers was ascertained and results indicated 

in Table 3. Judging from head teachers, the majority of them (45%) were above 41 

and 50 years of age. These were followed by head teachers above 51 years of age 

who represented (30%) of the respondents. The significance of this is that the 

Ministry of Education and Vocational Training deploy older people with the 

appropriate experience and maturity to manage schools and their complex problems. 

The high level of experience and maturity of many head teachers was vital in adding 

value to the trend of findings for this study. 

It should be noted, however, that while the policy of appointment of head teachers 

favored those with long years of service and experience, it locked out the young 

inexperienced but energetic teachers. Some of those with energy and fresh minds 

and enthusiasm could have performed a good job if afforded and given an 

opportunity of leadership training. 
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Table 3: Age of Head Teachers (N=20) 

Age of Head Teachers Frequency % of the 

respondents 

20-30 years 2 10 

31-40 years 3 15 

41-50 years 9 45 

51+ 6 30 

Total 20 100 

Source: Field Data 2012 

The interview responses to the question: “What is the relationship between age of 

head teachers and their leadership styles?” The study further established that 

there was a strong relationship between the age of the head teachers and their 

leadership style. Head teachers tended to become more democratic with age 

professional maturity and with experience. It was also noted that the young teachers, 

because of over ambition, tended to be more aggressive which led to the head 

teachers adopting a more autocratic leadership style. 

The study further revealed that many head teachers who were 41 and 51 years plus 

(as indicated in table 3 above) generally balanced their leadership styles. They used 

much of the situational leadership approach, because their rich experience with little 

specialized training has taught them that the situation around the school affects the 

leadership style of the head teachers. School managers have, through experience, 

come to terms with the fact that the adoption of a particularly relevant style in a 

specific situation leads to school effectiveness, rather than relying on a single style 

of one‟s choice (Mullins, 2005).  In addition to being older, they have had a chance 
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to work in various schools and have experienced different ways of doing things. The 

different challenges they have faced at the end of the day have enabled them to 

mature in judgment. They have come to note that the differences in values, norms 

and cultures of the schools automatically suggest a variation in leadership styles and 

a proper variation in leadership styles prompts better school performance. In relation 

to literature review cultural and symbolic theory revealed that leaders are required to 

act as anthropologists uncovering the organizational culture by seeking to identify 

metaphors embedded in the language of the college or school community. Leaders 

may become more effective by using symbols that are consistent with the 

institution‟s culture (Botha, 2005). 

4.1.3  Experience of School Head Teachers  

With regard to the administrative experience of head teachers, it was revealed that 

majority of the head teachers had between 10 to 15 years of administrative 

experience (30%) and some had less than 2-5 years (10%) of administrative 

experience. 
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Table 4:  Experience of School Head Teachers (N=20) 

Experience of the 

respondents 

Frequency % of the 

respondents 

2-5 years 2 10 

5-10 years 4 20 

10-15 years 6 30 

15-20 years 5 25 

20|+ 3 15 

Total 20 100 

Source: Field Data 2012 

4.1.4  Education Status 

The study area was Dodoma Municipal secondary schools, hence most of the 

respondents have different educational levels, where the majority went for diploma 

education (45%), followed by the bachelor education (40%) and post graduate 

education (masters) (15%). It seems that the status of education is relatively high. 

Therefore, the awareness on leadership training for secondary school is very high. 

This situation had a strong relationship with the extent of leadership training and 

secondary school management.  Figure 2 shows the status of education in the study 

area. 
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Figure 2: Level of Education of the Respondents (N=100) 

 

4.2  Leadership Style Practised in Secondary Schools 

Objective one sought to explore leadership style practised in secondary schools. The 

question stated as follows: “What type of leadership styles is practised in 

secondary schools?” In response to this question only 10 (52.6%) of head teachers 

and 50 (64.9%) of teachers responded to the question. 

From the findings of the study it is revealed that 90% of head teachers (as indicate in 

table 5 below) and 60% of the whole respondents (as indicated in figure 3 below) 

agreed that democratic or consultative form of leadership was the best form of 

leadership style in school. It was also found that most head teachers used this kind of 

leadership in order to create ownership in schools. The study further reveals that the 

democratic style of leadership can create teacher leadership. This is because in the 

democratic style of leadership, the leader delegates some of his responsibilities to 

his subordinates by providing them with the opportunity to participate in the 

organizational decision-making after they have been discussed.  This generates high 
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morale among staff and promotes greater group productivity (Ezenne, 2003). So the 

democratic kind of leadership in a school can bring about distributed leadership 

where teachers may take on their own initiatives. This might also create motivation 

amongst teachers, which eventually may lead to good school performance. 

Table: 5  Descriptive Statistic Showing Head teachers Opinions regarding 

the use of Democratic Leadership style in secondary schools. 

ITEMS Agree % Disagree % 

Democratic leaders create motivation 

among teachers. 

6 60% 4 40% 

Democratic leadership was the best form 

of leadership style used in secondary 

schools. 

9 90% 1 10% 

Delegation of powers to subordinates in 

this school strongly exists. 

8 80% 2 20% 

Source: Field Data 2012 

In order to elicit the head teachers‟ perceptions about the kind of leadership that they 

used in schools, interviews were administered and 9 head teachers responded to this 

item. From the responses that were elicited, the democratic style of leadership was 

the most preferred.  

The head teacher pointed out the following: 

“Personally I prefer the democratic style of leadership, but at times 

I am forced to use a different style of leadership depending on the 
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situation. I use the autocratic where people fail to meet the 

deadlines or where the school policy is compromised”. 

Another head teacher revealed: 

“I use the democratic style of leadership. Teachers have to be 

involved in decision-making. I believe that when teachers are 

involved, they then get to own the decisions in schools. But 

depending on the situation I vary the kind of leadership between the 

democratic and the autocratic. When the teachers become 

complacent especially the old ones, my decision is final, but this is 

very rare as most of us in the school always do agree”. 

In relation to literature review, Ogwenge (1995) carried out a study to investigate the 

leadership styles that were practiced in the Ugandan colleges of commerce and to 

determine whether the democratic or autocratic leadership style had an impact on 

job satisfaction of staff. It was established that there was a significant difference in 

the leadership styles practiced in the Uganda Colleges of Commerce. The 

democratic leadership was the mostly preferred and associated with leaders showing 

confidence and trust in subordinate staff. The staffs were free to talk to their leaders, 

while leaders were willing to listen to ideas from staff, and did not use fear to make 

staff implement policy.  

However, situational leadership is brought into context because there is no one 

single style of leadership that is very effective in particular situations. This is also 

what had been emerging from the participants‟ responses. One of the most 

frequently used approaches to leadership in secondary school management was the 

situational leadership approach (23%) that there is no single style of leadership used 

all the time. The adoption of a particularly relevant style in a specific situation leads 

to school effectiveness and is better than the use of one style throughout one‟s 

management experience. One of the senior officials of the Municipal secondary 
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education commented that it is proper for an experienced head teacher to use various 

leadership styles interchangeably depending on the prevailing situation in a school. 

Another officer added: 

“In some instances, when head teachers and their deputies are 

transferred from one school to another they tend to adopt new 

leadership styles because the new environment dictates differently. 

This choice has made them manage things right”. 

Such responses from educational official shows the trust is invested on experienced 

head teachers. This can be interpreted in many ways. First it is easier for the 

experienced teachers to be selected for leadership position because of the trust that 

they can manage complex situation. Another interpretation is that, it is very difficult 

for inexperienced teachers to be selected for leadership position. In relation to 

literature review, cultural and symbolic theory argued that leaders may not be able 

to change the current culture through management, their attention to social 

integration and symbolic events may enable them to sustain and strengthen the 

culture that already exists 

One head teacher argued that leadership is dictated by change within the school 

situation and outside. He revealed that many schools have adopted mix leadership 

styles depending on the demands of the situation. If it necessitates authoritarianism, 

the head teacher will apply authoritarian methods to generate good results. The 

majority of teachers supported the view that leadership styles can be varied 

according to environmental changes. They asserted that a single approach couldn‟t 

be effective under all circumstances. 
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Figure 3: Leadership Styles Practised in Secondary Schools (N=100) 

 

 

The study further established that 13% of teachers (figure 3 above) responded that 

autocratic leadership style was used in schools although it was not a common 

practice. The study established that sometimes the head teachers were obliged to 

employ autocratic leadership styles due to a lack of trust and confidence in their 

subordinates. This is particularly true with the head teachers who wanted to appear 

or emerge as charismatic leaders, and as the only ones with the vision and 

knowledge to push the school to greater heights. From the researcher‟s observations 

and experience, this often emerged during head teachers‟ transfers. This kind of 

leadership was used under various circumstances especially when policies had been 

compromised. An analysis of the views from the participants revealed that in some 

schools there was a top down leadership style, which in this study is characterized as 

the autocratic kind of leadership. It has also been observed that whereas it might be 

easy to initiate and implement changes from above, sustaining them over a long 
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period of time might be a bit difficult and where applied the school may not obtain 

good results. 

The study also revealed that 4% of teachers responded that laissez-faire type of 

leadership has been observed in Municipal secondary schools. In most cases, 

laissez-faire head teachers do not prompt good academic performance because they 

are too liberal and flexible. This is why their overall performance is often poor. In 

relation to literature review Nias (1980) found that laissez-faire leadership style did 

not affect the teachers‟ job satisfaction. 

It was further established that no one kind of leadership style was used in secondary 

schools but where the democratic style of leadership was practiced, the school was 

likely to achieve a good overall school performance. For example in table 5 above 

showed that 90% of head teacher responded that democratic leadership was the best 

form of leadership style used in secondary schools. 

4.3  Head Teachers‟ Training and Professional Development 

Objective two sought to explore training needs of leaders in secondary schools. In 

order to get detailed responses the researcher asked three types of questions and 19 

head teachers responded as follows; 

The interview responses to the question: “What are your highest academic and 

professional qualifications?” Regarding this question, 14% of head teachers 

indicated that head teachers were well trained as teachers, but not as school 

managers. Also 81% of head teachers revealed that head teachers received no 

specific management training while 5% of the head teachers learned their 
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management skills while on job (as shown on figure 4 below). Indeed it is true that 

most head teachers leave their classrooms to become school head teachers. In 

Dodoma Municipal, and indeed in Tanzania and many other African countries, head 

teachers are not formally trained for leadership roles that they must perform. One 

head teacher said that “few had been deputy head teachers before, so they acquired 

some skills in case they happen to have served under knowledgeable head teachers”. 

Unaware of what lay before them, and what their schools stand for, most head 

teachers start headship without knowing what values are required of them. The 

possibility that this could be the reason for poor school performance cannot be ruled 

out. As supported by Bush and Oduro (2006:362) that “there is no formal 

requirement for principals to be trained as school managers. They are often 

appointed on the basis of a successful record as teachers with the implicit 

assumption that this provides a sufficient starting point for school leadership”. 

Figure 4:   Head Teachers Training and Proffesional Developments (N=100) 
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Head teachers were also asked if they had ever taken any specialized 

management or leadership training. In response to this question only 2 (10.5%) 

head teachers out of the 17 (89.0%) (as indicated in table 6 below) had received such 

training with both having attended subjects related to education administration and 

planning. However, this was a more general administration course, which might not 

have imparted the necessary management and leadership skills.  

Table: 6 Specialized Management or leadership training 

Category Frequency % of the respondents 

Specific training 02 10.5 

No specific training 17 89.0 

Total 19 100 

Source: Field Data 2012 

Thus, the respondents revealed that on being appointed as head teachers, they are 

given job descriptions, which center on the implementation of government policies, 

rules and regulations to ensure efficient school functioning. They also focus on 

administrative responsibilities such as preparing annual financial reports and budget 

estimates. Routinely, head teachers also supervise teachers and monitor learners‟ 

performance. In relation to literature review, the above statement collaborates with 

Offermann et al. (2000) who indicated that poor leadership also has been associated 

with increased levels of employee stress and poor school management. 
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However, there are functions which the head teacher cannot do as a matter of 

routine. These require someone to be knowledgeable and to have the necessary skills 

to do them. Such functions like spearheading the development of the school vision 

and mission, preparing strategic plans for the school, setting goals and monitoring 

the implementation and achievement of those goals, creating and maintaining 

effective teams and motivating of staff are just  to mention a few. For most of the 

work that requires these skills, the head teachers interviewed admitted that they did 

not have the competence to handle them. Actually a number of them, during the 

interview, informed the researcher that they had either hired a consultant or they 

were in the process of procuring consultancy for developing the strategic plans. 

Unfortunately, when an outsider is employed to develop the plans, vision and 

mission of the school, management and staff do not own them and hence such plans 

may not serve the purpose. As supported by Daresh and Male‟s (2000) comparative 

study of English and US principals demonstrates that head teachers experience a 

„culture shock‟ as they cross the threshold from teaching into principalship. 

 

Head teachers were further asked if they had been given any induction 

management training or in-service training on being promoted, or had an 

opportunity later while serving as head teachers. Again, majority of the head 

teachers (89%) had neither received induction management training nor in-service 

training courses. There is a need for a continuous professional development program 

for the head teachers. Principals „are not appropriately skilled and trained for school 

management and leadership and for them to fit the profile of principals that (Mathibe 

(2007:523), describes as change agents, they must undergone specialized 
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management training. For any reforms to succeed, head teachers, as gatekeepers, 

must be up to the task and hence the need for continuous professional development. 

But reforms apart, the head teachers of today and tomorrow must have skills for 

dealing with an ever-changing education environment, as Pieters (2008:5) puts it: 

“Schools are changing drastically. Principals in the coming decades 

will lead schools that are far different from today. Students will be 

more numerous and diverse than ever, and they will continue to 

bring many of society's problems to the schoolhouse door. Academic 

achievement will be the priority for professional accountability. In 

other words, principals will be expected to lead in an atmosphere of 

constant, volatile change. Many current principals have received 

little training or support to help him/her deal with the emerging 

challenges of school-wide leadership for student learning”.  

The researcher also asked additional or supplementary questions to the respondents 

in order to get detailed information related to leadership training needs for secondary 

school. The questions explored were the scope of leadership training (qualities of an 

effective school), knowledge of the respondents on the concept leadership training 

and the relationship existing between leadership training and secondary schools 

performance. The responses from the respondents on these questions were presented 

and summarized in the following sections; 

4.4  Qualities of an Effective School 

Interview responses to the question: “What is a good and an effective school?” All 

head teachers gave almost similar responses by referring to strong and training 

leadership (52%) as a key element for an effective school development. Other 

factors like discipline (16%), hardworking staff (20%) and parents (12%) are just 

supportive elements to the development of an effective school. These features 

identified by the head teachers were almost similar to the characteristics of effective 
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schools by Bush (2008) as reported in Lockheed and Levin (1993:5), as strong 

leadership of the principals is one of the most powerful single determinants of the 

overall quality and effectiveness of schools. 

On strategies to make their schools good and effective ones, all head teachers, 

however, asserted that a head teacher has a very crucial role to play in school 

effectiveness.  

“The head teachers are the driver; if he is visionary, committed and 

trained, things will move. For example in this school, there was a 

culture of “I do not care attitude”, but now we are working together 

at changing that. We are trying to move away from working as 

individuals to working as teams collaboratively. Once the teachers 

saw that I am with and for them, all started working hard. This 

school will soon be one of the best schools in the country and of 

course very effective”. 

Figure 5: Quality of the Effective School (N=100) 

 

4.5  Knowledge on Concept of Leadership Training 

The term leadership training is common worldwide and useful for effective 

management of any organization. The level of knowledge of leadership training 
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seems to differ from one community to another. In developed countries the 

knowledge on leadership training is higher compared to less developed countries. In 

sub-Saharan Africa the situation is very worse due to the fact that the economic 

situation of these countries is poor hence any program of leadership training which 

needs enough money failed to be implemented.  

The study revealed that, the situation is not bad in Dodoma Municipality since the 

respondents who know about leadership training are (90%). This group got 

information about leadership training from different sources such as neighbors, 

radio, television, newspapers, campaigns and other sources like seminars, school 

meetings, and etc. The respondents know about leadership training but most of the 

head teachers and other staffs do not attended due to distance to training, poor 

infrastructure as there is only one training leadership college in Tanzania known as 

Uongozi Institute; and lack of Government support as the Government failed to 

recruit head teachers into training program before appointing them into headship 

position. In the 21st century, there is a growing realisation that headship is a 

specialist occupation that requires specific preparation (Bush 2008; 2010). However 

the study reveals that, the purpose of a leadership training program is to provide 

knowledge and skills to participants to improve target behaviors so that they can 

perform more effectively on the job.  

The second group of respondents (10%) has different argument on leadership 

training while revealed that leadership is not necessarily trained but inborn trait and 

there is some genetic component to leadership ability. As observed by Ilies, 

Gerhardt, & Le, (2004) that 47% of leadership can be attributed to genetic 

inheritance. While (10%) of the respondents definitely reveals that there is some 
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genetic component to leadership ability, but significant majority of it is learned. 

Figure 6 shows the majority of the respondents have idea on the concept leadership 

training (90%) compared to others (10%) who have no idea on the concept. 

Figure 6:  Knowledge on Concept of Leadership Training (N=100) 

 

4.6  Relationship between Leadership Training and School Performance 

The interview responses to the question: “What is the relationship between 

leadership training and school performance?” All head teachers gave almost 

similar responses that there is a strong relationship between the two variables. 

Leadership training enabled head teachers to get the skills, knowledge and attributes 

to run schools in a professional and effective manner and to ensure good teaching 

and learning practices. Subsequently, it can lead to achievement of the goals and 

objectives of education which includes improved learning outcomes and bring about 

quality and raise standards of education. 

A similar observation is shared by the Commonwealth Secretariat (1996) cited in 

Bush and Jackson (2002) regarding the connection between quality leadership and 
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school effectiveness stating that, “the head teachers plays the most crucial role in 

ensuring school effectiveness” (p.417). One of the ways of ensuring such a role is 

effectively carried out is through preparing and continuously developing those 

principals. There is a need of making preparation and development of principals for 

school leadership. 

4.7 Negative Effects of Untrained Leaders in Secondary Schools 

Objective three sought to explore the negative effects of untrained leaders in 

secondary school. The interview responses to the question: “What are the negative 

effects of untrained leaders in secondary schools?” Out of all respondents, 80 people 

responded to the question and indicated that there is a significant difference exists 

among untrained leaders, trained leaders and excellent schools performance. 

Majority of the respondents (75%) strongly agreed that schools managed by 

untrained leaders in a wide perspective simply don‟t get the job done (see table 7 

below). Typically, such schools are characterized by confusion and inefficiency in 

operation and malaise in human climate. Student achievement is lower in such 

schools. Teachers may not be giving a fair day‟s work for a fair day‟s pay. Student 

absenteeism, discipline, and violence may be a problem. Conflict may characterize 

interpersonal relationships among faculty or between faculty and supervisors. 

Parents may feel isolated from the school. The notion that poor-quality leadership 

has negative effects for individuals is not new (Day & Hamblin, 1964).  
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Table: 7  Descriptive Statistic Showing Head teachers Opinions regarding 

Negative Effects of Untrained Leaders in Secondary schools. 

ITEM Agree Strong agree 

School managed by  

Untrained leaders in a 

wide perspective 

simply don‟t get the job 

done. 

20 25% 60 75% 

Majority of head 

teachers‟ were 

untrained and rated 

ineffective by their 

teachers. 

31 39% 49 61% 

Many head teachers are 

unsystematic and 

inadequate in 

management content 

and coverage. 

39 48% 41 51% 

Source: Field Data 2012 

Moreover, competent schools managed by trained head teachers, by contrast, 

measure up to these and other standards of effectiveness. These head teachers get the 

job done in a satisfactory manner. Excellent schools, however, exceed the 

expectations necessary to be considered satisfactory. Students in such schools 

accomplish far more and teachers work much harder than can ordinarily be 

expected. 

The rest of the respondents that is 18% (as indicated in figure 7 below) have 

different interpretation that whether trained or untrained leadership had nothing to 

do with the school performance. They claimed that school is a system by referring to 

strong leadership, discipline and hardworking staff, supportive parents, committed 
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students and a strong culture where students are self motivated to learn and raise 

their performance. If the school is managed by incompetent and untrained leaders 

who perform abusive supervision and fail to address the real needs of supervision, 

other elements of the school system will supplement and raise-up academic excellent 

of the school concern. Respondents revealed that if schools maintain discipline; 

build strong working staffs that facilitate teaching and learning activities in effective 

manner will build a strong culture and lead to performance without external 

interference.  

Figure 7: Negative Effects of Untrained Leaders in Secondary school (N=100) 

 

Although two groups of respondents seem to differ in their arguments, majority of 

the respondents which constitutes 82% (as indicated in figure 7 above) also admit 

that the head teachers of secondary schools in particular are encouraged to undergo 

leadership training in order to affect their leadership skills and to raise the students‟ 

performance. These findings are supported by Bush & Oduro, 2006; Walter& 

Dimmock, (2006) that preparation and development of school principals can lead to 
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school effectiveness and improvement.  This will enable them to get the skills, 

knowledge and attributes. 

4.8  Summary  

This chapter presented a discussion of the study‟s findings. It is evident that while 

some schools are well managed, a number of schools from the study are not well 

managed, and actually the study‟s findings can also be generalized to other schools 

in the country. While a number of factors affecting school performance were 

identified and discussed, the emphasis was on leadership training and in particular 

the leadership style employed by the school‟s head teachers. The chapter has 

highlighted the significance of head teachers‟ training and continuous professional 

development. Inadequate preparation of head teachers for their leadership roles was 

singled out as one of the factors responsible for the lukewarm school performance. 

The study established that there is a significant relationship between democratic 

leadership and academic performance. The study indicated that it is only through 

democratic leadership that different views can be brought together, challenges 

identified and collective decisions reached.  

Chapter five will make recommendations for mitigating the identified challenges in 

leadership and school performance discussed in Chapter our. 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, RECOMMENDATIONS AND CONCLUSION 

5.0 Introduction 

Effective school research reveals that leadership training is a very strong predictor of 

secondary school performance. This study established that among the pillars on 

which education is anchored leadership training is pivotal. This chapter therefore 

provides an overview of the research findings from the study area which was 

conducted in Dodoma Municipality. Also it presents the recommendations and 

conclusions on the basis of the research findings and lastly brainstorms the areas for 

further study. 

5.1  Summary of Findings 

The findings of the study can be summarized as follows: 

● There is a disjointed relationship between the training received by head teachers 

from the universities and teacher training colleges, and management requirements in 

the schools. 

● Schools managed by untrained leaders in a wide perspective simply don‟t get the 

job done. Typically such schools are characterized by confusion and inefficiency in 

operation and malaise in human climate. 

 ● No one kind leadership style was used in secondary schools but where the 

democratic style of leadership was practiced, the school was likely to achieve a good 

overall school performance. 
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5.2  Recommended Options 

Based on the study findings, there is an urgent need to train leadership for secondary 

school in Dodoma Municipality. The findings from this case provide lessons which 

can be replicated in other regions in Tanzania. Since it emerged as an important 

factor several recommendations are made to the Ministry of Education and 

Vocational Training (MOEVT), Tanzania Institute of Education (TIE), Tanzania 

Teachers Training College (TTTC), schools  and Municipals in respect of the head 

teacher‟s training and professional development as follows:  

5.2.1  Head Teachers‟ Training 

As already observed head teachers do not receive training for leadership position 

and the only training was on their professional education. It is therefore important 

that while undergoing training, teachers be exposed to knowledge and skills required 

by school managers. It is also appropriate that a specialized course for those aspiring 

to become head teachers be designed. This study therefore submits that a specialized 

management and leadership training course be designed for those aspiring to become 

head teachers in secondary schools. 

5.2.2  Head Teachers‟ Professional Development 

Training is a continuous process which lasts for the duration of the career of a 

committed professional teacher. Similarly, head teachers must also have continuous 

professional development. In support of this, Fullan (in Bass, 2007) revealed that 

teaching is a lifelong learning profession and therefore head teachers should be at 

the forefront of learning. This study therefore recommended that a Continuous 
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Professionals Development (CPD) system for head teachers be established and 

institutionalized in the education system. 

5.2.3 Education Leadership Training Institute  

The study has also established that there is a need for the country to build a constant 

supply of the needed manpower including leaders for the schools. It is not by default 

that in the United Kingdom, the National College for School Leadership was opened 

in 2000, with a focus on school leadership development, research and innovation. In 

South Africa, the Mathew Goniwe School of leadership and governance is another 

attempt towards answering the same cause. This study therefore recommends that in 

the medium to long term an education leadership training institute/college be 

established in Dodoma Municipality and Tanzania at-large. 

5.2.4  Ongoing Training and Refresher Training 

In order to mark with the changing educational terrain head teachers will need 

constant refresher training. This study recommends that head teachers constantly be 

trained and provided with updated knowledge and skills for leadership. As the 

learner community and other clientele change, so does the need for constant 

leadership training. 

From the responses of head teachers and teachers, also emerged that there is no 

relationship between the number of years one served as a teacher and as a head 

teacher and performance. In view of that observation, the study recommends a 

policy shift. The number of years one has been in the service as a teacher or as a 

head teacher should not be used as selection criteria for the appointment of head 
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teachers and deputy head teachers to the disadvantage of those younger but brilliant 

teachers with fewer years of service. 

5.3 Leadership Style and School Development 

 This study therefore submits that for leadership to remain important 

and useful towards the promotion of quality education, it must be distributed 

appropriately among the different levels of administration in the school; to 

the school top management teams (distributed leadership) and also 

decentralized among the teachers, which is known as teacher leadership. 

 It is therefore recommended that school head teachers avoid the use of the 

autocratic leadership styles in the management of schools. 

 This study therefore submits that the head teachers of secondary schools in 

particular be encouraged to use democratic style of leadership in the 

management of secondary schools. In order to promote democratic 

leadership style in the schools the following are recommended at the 

institution level: 

 Do away with top down decision-making processes;  

 Distribute the responsibility and power for leadership widely throughout the 

school; 

 Share decision-making powers with staff, and allowing staff to manage 

their own decision-making committees; 

 Alter working conditions so that staff has collaborative involvement in 

decision-making related to new initiatives in the school; 
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5.4   Conclusion 

This study established that there was a strong relationship between the age of the 

head teachers and their leadership style. Head teachers tended to become more 

democratic with age and experience. It was also noted that the young teachers, 

because of over ambition, tended to be more aggressive which led to the head 

teachers adopting a more autocratic leadership style. 

Another interesting finding from the study was in respect of head teachers‟ training. 

It was established that the nature of head teacher‟s training contributed to their 

leadership style and hence school performance. That the head teachers were well 

trained as teachers did not automatically make them good school leaders. That type 

of training did not prepare them for leadership roles. The study established that 

unless head teachers are well equipped with knowledge and skills in management 

and leadership, they would not be able to improve school performance significantly. 

A majority of the head teachers interviewed indicated that they had neither attended 

any induction management training course upon being appointed as head teachers, 

nor undertaken any training during their tenure of service as head teachers. This 

study strongly recommends induction training in management and leadership for the 

newly appointed head teachers. Similarly, a program for Continuous Professionals 

Development (CPD) including issues of management and leadership is 

recommended for serving head teachers. 

It is thus apparent from this study that there is a significant relationship between 

leadership training for secondary schools and the school performance. If schools 
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hope to operate as successful entities; the school leadership will have to undergo 

specialized training prior to and after their entrance into headship position.  

5.5  Areas for Further Research 

The study concentrated on the leadership training for secondary schools in Dodoma 

Municipality. The researcher suggests further research should be done on the 

analysis of leadership styles and secondary school performance in Dodoma. Also 

further study should be done on the effects of in-service leadership training for 

secondary schools in Dodoma Municipality. 
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Appendix 1 

 Interview Guide for Head Teachers 

Name of the school: __________________________________  

1.  Number of years as a head teacher__________ 

2.  Have you attended any leadership training? (a)Yes             (b) No  

3.  If yes how long did the training last?  

4.  In any of academic training, did you learn any management style?  

     (a)Yes             (b) No 

5.  If yes, can you list any management style do you know? 

6.  Which management style do you think is the best and why?     

7. What challenges do you face as a leader and how do you tackle them?    

8. What are your management and leadership challenges? 

9. As a school manager, what do you consider to be your role in ensuring the smooth 

running of your school? 

10.  Please mention three things that you consider are important in boosting the 

morale of your teachers?  

11. What do you consider to be the role to ensure high performance of your student? 

12. What leader, within and outside Tanzania do you admire most?. Please least 

three things that you admire in this leader.   
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13.  In your school, do you have strategic plan?  

       (a)Yes             (b) No 

14. If you do have strategic plan, who is responsible in developing it? 

15. How do you ensure that the planned strategies are followed?  

16. If you do not have strategic plan, why?  

Thank you very much 

 

 

 

 

 

 

 

 

 

 

 

 

 



81 

Appendix 2 

Interview Guide for Education Officers 

Occupation: _____________  

 Educational management training and professional development  

1. How many head teachers do you have in your district? 

Male ___________ 

Female _________ 

2. What process do you use in selecting these leaders? 

3. Is there a budget in the district for training head teacher? 

4. How many head teachers did you train in leadership last year? Please 

explain__________ 

5. What challenges do you get from head teachers? 

6. What are the sources of the problem? 

7. Is there a strategy in place to minimize challenges that head teachers face?   

                   (a)Yes             (b) No 

8. If yes, please explain ___________ 

Thank you very much 
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Appendix 3 

Interview Guide for Teachers 

1. How long have you been a teacher in this school?  

2. How is your relationship with your head teacher like? 

  (a). Very good           (b). Good          (c). Bad  

3. Please elaborate __________ 

4. Please list three strengths that you can give your head teacher. 

5. Please explain each. 

6. What are three weaknesses? 

7. Can you please explain more? 

8. What is the vision of this school? 

9. What is the school mission statement? 

10. How did you arrive at the vision or mission statement?  

11. Do you consider yourself a leader? 

12. Please elaborate. 

13. What is the relationship between your leadership and that of your head teacher? 

Thank you very much 
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Appendix 4 

Head Teacher‟s Questionnaire 

 Dear Respondent  

This questionnaire is designed to collect data from head teachers that will help in a 

research about, “Leadership training for secondary schools in Tanzania-a case 

of Dodoma Municipal area” leadership training and styles to be part of this 

research. Be honest in giving your responses. Confidentiality will be also assured. 

Thank you in advance for accepting to be cooperative.  

Please give the most appropriate answers  

PART 1: 

SECTION A: BACKGROUND INFORMATION 

1. Sex of respondent; 1. Male………       2. Female……  

2. Age bracket  

1. 22-30 years           2. 31-40 years         3.41-49years             4. 50 years and above 

3.  Highest education level  

1. Doctorate                 2. Masters               3. Bachelors              4. Diploma   

4. Administrative experience 

 1.2 to 5 years                2.6 to 10 years             3.11 to 15 years   

PART 2: 

SECTION B: KNOWLEDGE, ATTITUDE AND PRACTICE 

7. What is a quality of an effective school? 

8. (a) Do you know anything about leadership training? 1. Yes…..  2. No….. 

    (b) Explain what you know about leadership training………………… 
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9. Is there any relationship between leadership training and school performance?  1. 

Strong relationship………….   2. Poor relationship………. 

10. If yes or no (in question 9 above) please mention. 

      1. ………………………. 2. ……………………… 3…………………… 

SECTION C: DEMOCRATIC LEADERSHIP STYLE AND SCHOOL 

PERFORMANCE 

In this section, you need to choose from the items: 

 1. Strongly Disagree,           2. Disagree,            3. Agree,          4. Strongly Agree. 

8. Encouraging your teachers to participate in decision making 

 1. Strongly Disagree            2. Disagree             3. Agree           4. Strongly agree. 

9. Consulting your teachers before making decisions pertaining to academic 

progress.  

1. Strongly Disagree            2. Disagree             3. Agree            4. Strongly agree 

10. Involve staff in making school programme for the school. 

 1. Strongly Disagree           2. Disagree             3. Agree            4. Strongly agree  

11. You often invite your teachers to engage in addressing administrative 

problems  

1. Strongly Disagree           2. Disagree              3. Agree            4. Strongly agree 

12. Solving administrative problems with fellow staff improves student 

academic progress.  

1. Strongly Disagree          2. Disagree               3. Agree           4. Strongly agree 

13. Academic excellence is through consensus building  

1. Strongly Disagree          2. Disagree               3. Agree           4. Strongly agree 

 



85 

14. Delegation of powers to subordinates in this school strongly exists 

 1. Strongly Disagree         2. Disagree               3. Agree            4. Strongly agree 

SECTION D: LAISSEZ-FAIRE LEADERSHIP AND SCHOOL 

PERFORMANCE 

15. As a head teacher, you leave decisions to be made by teachers without 

intervention.  

1. Strongly Disagree         2. Disagree             3. Agree             4. Strongly agree 

16 Teachers have freedom to do as they think best in the interest of promoting 

academic progress in this school.  

1. Strongly Disagree         2. Disagree             3. Agree             4. Strongly agree 

17. Teachers are not interfered with when making decisions that promote 

progress in this school.  

1. Strongly Disagree         2. Disagree             3. Agree             4. Strongly agree 

18. You prefer collective decision making in this school  

1. Strongly Disagree         2. Disagree             3. Agree              4. Strongly agree 

19. It would be accurate to say that you fully leave teachers to make decisions 

pertaining to school performance without intervention  

1. Strongly Disagree          2. Disagree            3. Agree              4. Strongly agree 

20. Decisions are made from down and they come later to the top  

1. Strongly Disagree          2. Disagree            3. Agree              4. Strongly agree  

SECTION E: AUTHORITARIAN LEADERSHIP AND SCHOOL 

PERFORMANCE 

21. Decisions regarding school progress are solely made by the head of school 

and the governing body 

 1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 
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22. The system of administration is Top-down  

1. Strongly Disagree         2. Disagree            3. Agree               4. Strongly agree 

23. Prefer authoritarian decision making  

1. Strongly Disagree        2. Disagree            3. Agree               4. Strongly agree  

24. It is enjoyable having teachers count on me for ideas and suggestions 

regarding progress in this school  

1. Strongly Disagree        2. Disagree            3. Agree              4. Strongly agree 

25. All power is centralized to me 

 1. Strongly Disagree       2. Disagree            3. Agree              4. Strongly agree 

SECTION F: SITUATIONAL LEADERSHIP AND SCHOOL ACADEMIC 

PERFORMANCE 

33. I vary my leadership styles depending on the environment  

1. Strongly Disagree        2. Disagree             3. Agree             4. Strongly agree 

34. I use flexible management style in promoting academic standards in this 

school  

1. Strongly Disagree        2. Disagree             3. Agree             4. Strongly agree 

35. Leadership in schools varies depending on the nature of the school and 

people.  

1. Strongly Disagree        2. Disagree            3. Agree              4. Strongly agree 

36. Leaders in this school focus on the school environment and the people when 

making decision  

1. Strongly Disagree       2. Disagree             3. Agree              4. Strongly agree 

 



87 

37. Different kinds of situations demand different leadership styles 

1. Strongly Disagree       2. Disagree            3. Agree               4. Strongly agree 

38. A successful head teacher in a particular school may be a failure in a 

different school when he does not adjust his unique approach to leadership. 

 1. Strongly Disagree     2. Disagree            3. Agree               4. Strongly agree 

SECTION G: TRAINED AND UNTRAINED LEADERSHIP 

39. You received induction management training when being appointed as a 

head teacher/leader 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

4o. Always training is considered meaningful along with educational policies 

and systems. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

41. Training is critical to the development of school human resources/leaders. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

42. Leadership training improves the overall image of the schools and invests 

with a degree of professionalism. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

43. Your institution has skilled leadership trainers. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

44. There is a suitable training program for head teachers. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

45. Training of school heads will bring about quality and raise standards of 

education in Dodoma Municipality. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 
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46. Being a good classroom teacher does not automatically mean one can make 

an effective school leader. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

47. Useful methods to improve school head teachers include selecting and 

educating leaders. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

48. There is no specific preparation for head teachers and that most of them 

learned while on-job. 

 1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

49. You learned to be a head teacher through being a head teacher. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

50. Leaders are born not necessarily made. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

51. Always you attend in-service leadership courses. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

52. What you learnt from the administration courses unit taught at university 

or college does not cover principal‟s roles and responsibility. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

53. In serves courses offered by the Government and other in-service providers 

are sufficient and satisfied. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

54. Head teachers are recruited from within the teaching professional often as a 

reward for good performance of long years of services. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 



89 

55. School heads rarely have specific training for the new responsibility they 

face, especially, before taking up their post. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

56. Many of the serving head teachers‟ lack basic management training prior to 

and after their entry into headship. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

57. Majority of head teachers were untrained and rated as ineffective by their 

teachers. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

58. Many head teachers are unsystematic and inadequate in management 

content and coverage. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

59. Untrained head teachers lacking follow-up, performing abusive supervision 

and failing to address the real needs of the school supervision. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

Thank you very much. 
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Appendix 5 

Teacher‟s Questionnaire 

Dear Respondent 

This questionnaire is designed to collect data from teachers that will help in a 

research about, “Leadership training for secondary schools in Tanzania-a case 

of Dodoma Municipal area”. You are therefore chosen to be part of this research 

.Be honest in giving your responses. Confidentiality will be also assured. Thank you 

in advance for accepting to cooperative. 

Please give the most appropriate answers 

PART 1: 

SECTION A: BACKGROUND INFORMATION 

1. Sex of respondent; 1. Male………        2. Female…… 

2. Age bracket 

1. 22-30 years              2. 31-40 years         3. 41-49years              4. 50 years and 

above 

3. Highest education level  

1. Doctorate               2. Masters                3. Bachelors                4 .Diploma 

PART 2: 

SECTION B: KNOWLEDGE, ATTITUDE AND PRACTICE 

7. What is a quality of an effective school? 

8. (a) Do you know anything about leadership training? 1. Yes…..  2. No….. 

    (b) Explain what you know about leadership training………………… 

9. Is there any relationship between leadership training and school performance?  1. 

Strong relationship………….   2. Poor relationship………. 
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10. If yes or no (in question 9 above) please mention. 

SECTION C: DEMOCRATIC LEADERSHIP STYLE AND SCHOOL 

PERFORMANCE 

In this section, you need to choose from the items; 

 1. Strongly Disagree           2. Disagree              3. Agree        4.Stronlgy Agree. 

8. Teachers participate in decision making  

1. Strongly Disagree           2. Disagree               3. Agree        4. Strongly agree. 

9. Often you engage in addressing administrative problems  

1. Strongly Disagree          2. Disagree               3. Agree         4. Strongly agree 

10. Academic excellence is through consensus building 

1. Strongly Disagree         2. Disagree               3. Agree           4. Strongly agree 

11. Teachers are involved in designing academic programmes in this School 

1. Strongly Disagree        2. Disagree                3. Agree           4. Strongly agree 

12. Academic leadership roles are shared by teaching staff in this school  

1. Strongly Disagree         2. Disagree                3. Agree          4. Strongly agree 

13. Delegation of powers to subordinates in this school strongly exists  

1. Strongly Disagree        2. Disagree                3. Agree           4. Strongly agree 

SECTION D: LAISSEZ-FAIRE LEADERSHIP STYLE AND 

PERFORMANCE 

14. As a teacher, you are given full mandate to make academic decisions 

without intervention from the head of school.  

1. Strongly Disagree              2. Disagree               3. Agree      4. Strongly agree  
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15. Teachers have freedom to do as they think best in the interest of promoting 

progress in this school  

1. Strongly Disagree     2. Disagree               3. Agree      4. Strongly agree 

16. You prefer collective decision making in this school 

1. Strongly Disagree            2. Disagree               3. Agree         4. Strongly agree 

17. Decisions are made from down and they come later to the top  

1. Strongly Disagree            2. Disagree                3. Agree         4. Strongly agree 

18. There is free delegation of responsibilities and duties for school progress in 

this school  

1. Strongly Disagree            2. Disagree                3. Agree        4. Strongly agree 

19. The head of school leaves staff to make decision on school programmes 

without prior intervention.  

1. Strongly Disagree           2. Disagree                 3. Agree        4. Strongly agree 

SECTION E: AUTHORITARIAN LEADERSHIP STYLE AND SCHOOL 

PERFORMANCE 

20. Decisions regarding school programmes are solely made by the head of 

school and the governing body  

1. Strongly Disagree             2. Disagree                3. Agree         4. Strongly agree 

21. The system of administration is Top-down  

1. Strongly Disagree             2. Disagree                3. Agree        4. Strongly agree 

22.. What is important in school management is accomplishment of the task at 

hand not addressing staff needs  

1. Strongly Disagree            2. Disagree                 3. Agree        4. Strongly agree 
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23. It is enjoyable having teachers count on the head teachers for ideas and 

suggestions regarding progress in this school  

1. Strongly Disagree            2. Disagree               3. Agree     4. Strongly agree 

SECTION F: SITUATIONAL LEADERSHIP STYLE AND SCHOOL 

PERFORMANCE 

26. The head teacher varies his/her leadership styles depending on the 

environment  

1. Strongly Disagree               2. Disagree            3. Agree     4. Strongly agree 

27. The heads of this school use flexible management style in promoting 

academic standards in this school. 

 1. Strongly Disagree             2. Disagree             3. Agree     4. Strongly agree 

28. Leadership in schools varies depending on the nature of the school and 

people.  

1. Strongly Disagree             2. Disagree              3. Agree     4. Strongly agree 

29. Leadership in this school focuses on the school environment and the people 

when making decisions.  

1. Strongly Disagree             2. Disagree              3. Agree      4. Strongly agree 

30. Different kinds of situations demand different leadership styles 

1. Strongly Disagree            2. Disagree               3. Agree      4. Strongly agree 

SECTION G: TRAINED AND UNTRAINED LEADERSHIP 

39. Your head teacher received induction management training when being 

appointed as a head teacher/leader 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

4o. Always training is considered meaningful along with educational policies 

and systems. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 
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41. Training is critical to the development of school human resources/leaders. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

42. Leadership training improves the overall image of the schools and invests 

with a degree of professionalism. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

43. Your institution has skilled leadership trainers. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

44. There is a suitable training program for head teachers. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

45. Training of head teachers will bring about quality and raise standards of 

education in Dodoma Municipality. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

46. Being a good classroom teacher does not automatically mean one can make 

an effective head teacher. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

47. Useful methods to improve school head teachers include selecting and 

educating leaders. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

48. There is no specific preparation for head teachers and that most of them 

learned while on-job. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

49. He/she learned to be a head teacher through being a head teacher. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 
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50. Leaders are born not necessarily made. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

51. Always you head teacher attend in-service leadership courses. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

52. What you learnt from the administration courses unit taught at university 

or college does not cover principal‟s roles and responsibility. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

53. In serves courses offered by the Government and other in-service providers 

are sufficient and satisfied. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

54. Head teachers are recruited from within the teaching professional often as a 

reward for good performance of long years of services. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

55. School head teachers rarely have specific training for the new responsibility 

they face, especially, before taking up their post. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

56. Many of the serving head teachers‟ lack basic management training prior to 

and after their entry into headship. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

57. Many head teachers are unsystematic and inadequate in management 

content and coverage. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 
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58. Untrained head teachers lacking follow-up, performing abusive supervision 

and failing to address the real needs of the school supervision. 

1. Strongly Disagree        2. Disagree           3. Agree               4. Strongly agree 

 

Thank you very much 
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Appendix 6 

Consent Form 

 I understand the overview given to me on the study “Leadership training for 

secondary schools in Tanzania-a case of Dodoma Municipal area”. 

 It is my understanding that:  

The study focuses on leadership training for secondary school in Tanzania-a case of 

Dodoma Municipal area.  

My identity will remain confidential and my name or the name of my institution will 

not be used in the study or in reporting its findings at any point; 

The purpose of the study is not to judge me on the issue or type of responses I give 

during the study.  

I hold the right to decline to answer any question;  

I hold the right to withdraw from the study at any point in time;  

I will be audio recorded when I am interviewed, if necessary.  

I express willingness to participate in the study by signing this form. 

 Name: __________________  

Signature: ________________ 
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 APPENDIX 7 

 
APPENDIX 7 

 

TABLES 

 

Table 8: Table for Determining the Sample Size for Research Activity 

 

10 35 60 85 110 135 160 185 210 234 259 284 

11 36 61 86 111 136 161 186 211 235 260 285 

12 37 62 87 112 137 162 187 212 236 261 286 

13 38 63 88 113 138 163 188 213 237 262 287 

14 39 64 89 114 139 164 189 214 238 263 288 

15 40 65 90 115 140 165 190 215 239 264 289 

16 41 66 91 116 141 166 191 216 240 265 290 

17 42 67 92 117 142 167 192 217 241 266 291 

18 43 68 93 118 143 168 193 218 242 267 292 

19 44 69 94 119 144 169 194 218 243 268 293 

20 45 70 95 120 145 170 195 219 244 269 294 

21 46 71 96 121 146 171 196 220 245 270 295 

22 47 72 97 122 147 172 197 221 246 271 296 

23 48 73 98 123 148 173 198 222 247 272 297 

24 49 74 99 124 149 174 199 223 248 273 298 

25 50 75 100 125 150 175 200 224 249 274 299 

26 51 76 101 126 151 176 201 225 250 275 300 

27 52 77 102 127 152 177 202 226 251 276 301 

28 53 78 103 128 153 178 203 227 252 277 302 

29 54 79 104 129 154 179 204 228 253 278 303 

30 55 80 105 130 155 180 205 229 254 279 304 

31 56 81 106 131 156 181 206 230 255 280 305 

32 57 82 107 132 157 182 207 231 256 281 306 

33 58 83 108 133 158 183 208 232 257 282 307 

34 59 84 109 134 159 184 209 233 258 283 308 

Source: Field data 2012 

 


