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                                                                  ABSTRACT TC "ABSTRACT" \f C \l "1" 
This study aimed at finding out the effect of capacity building of secondary school Heads in enhancing students’ academic performance. This end was fulfilled by three objectives namely: to explore the procedures for providing Capacity Building of secondary school heads in Mbulu, to examine the relevance of Capacity Building contents of school heads in enhancing academic performance of secondary schools and to explore managerial challenges in enhancing school academic performance in relation to Capacity Building content of school heads. A case study design was employed to collect data from five (5) secondary schools. Purposive sampling was used to select five (5) secondary schools which are public schools. The study used interviews, questionnaires and documentary review as the instruments of collecting data. The findings reveal that capacity building programmes have positive effect on students’ academic performance as well as managerial activities. The findings were provision of seminars about school management to the school Head teachers as well as teachers’ seminars should be conducted frequently; supervision of daily academic duties, good planning by seminar facilitators, the programmes must be related to the school leadership and management. The study concludes that for question number one, respondents indicated that they were satisfied with the programmes because most of them said that the programmes were satisfactory to them. Some of them said that the programmes satisfied them to a great extent. Most of the respondents suggested that seminars must be conducted frequently in all parts of Tanzania. The study recommends that emphasis should be placed on considering leadership and management courses when hiring or appointing school heads for knowledge-ability of leadership functions. 
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
1.0 INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Background to the Study TC "1.1 Background of the Study" \f C \l "1" 
Education is a key to development of any nation. This end has made countries all over the world to establish initiatives important in enhancing education delivery and acquisition by all citizens. However, the process of education delivery and acquisition depends on the management of education activities both at school level and national level. There are several initiatives that have been in place to ensure that educational managers are enlightened to important management skills and knowledge. For example in Tanzania, school heads have been capacitated in their management endeavours with important management skills through the Agency for Development of Educational Management (ADEM). Thus capacity building of school heads is important in enhancing teaching and learning process. This is due to the importance of effective management of teachers and other resources in achieving effective students’ learning and higher academic performance in general.

Capacity building programmes differ according to education, tradition and context. In education systems where teacher education programmes are well established, Teachers’ Capacity Building Programme is described as a process embracing all activities that enhance school teaching and learning (Rogan & Grayson, 2004:7). 
Teachers’ professional development is a formal and informal experience throughout the teacher career (Hargreaves & Fullan, 1992). Teachers Capacity Building is defined as a process of improving both the teacher’s academic standing as well as acquisition of greater competence and efficiency in discharging her/his professional obligations in and outside the classroom. This view seems to fit the Tanzanian context. In both the advantaged and less advantaged systems it includes the processes, organizational mechanisms and practices that are aimed at providing support to the teacher for the improvement and smooth discharge of his/her duties. Organizational mechanisms and practices are mechanisms for monitoring continuous development of the school teachers. These may take the form of planned and scheduled short term training programmes and seminars aimed at meeting various professional needs of teaching force and school management and leadership force. School teachers are the heart of school management and leadership as well as teaching and learning process (Howes 2006, Galabawa 2007 and URT 2007). The effectiveness of the school teacher depends on her/his competence (academically and pedagogically), efficiency (ability to work hard), commitment, teaching and learning resources and methods, and support from education managers and supervisors (Rogan & Mosha, 2006). Teachers Capacity Building provides opportunities for teachers to explore new roles, developing new instructional techniques, refining their practice and broadening themselves as educators and individuals.

In the context of Tanzania, the Ministry of Education and Vocational Training is responsible for providing policy and financial support for the Teachers Capacity Building Programme. Universities and Teacher Education Colleges are responsible for providing training and conducting policy oriented research and providing relevant literature and materials to support the teacher on a daily basis through advice, supervision, monitoring and evaluation of teaching and learning process as well as evaluating the performance of the school managed by the school teachers. According to Holmes (2008), in a school set up, management practices refer to the way a school teacher uses the human resources and other resources and promotes the best value and the way the school works with its governing body. They also refer to methods or techniques found to be the best, effective and practical means in achieving an objective while making the optimum use of its firms and resources (http://www.businessdictionary.com, 2014). The traditions and beliefs about leadership in schools are not different from those regarding leadership in other institutions. Teachers are considered to be vital to the successful functioning of many aspects of a school. Studies conducted in US by Marvel and Morton (2006) identified the teacher as the single most influential person in a school’s achievement especially in academic performance of the students. He/she is the person responsible for all activities that occur in and around the school building. It is the Teachers Capacity Building Programme that sets the tone of the school, the climate for teaching, the level of professionalism, the morale of students and the degree of concern for what students may or may not become. Teachers are the main link between the community and the school and the way he/she performs in this capacity largely determines the attitudes of parents and students about the school. 
(Seashore and Leithhood, 2010) observed that if a school is vibrant, innovative and child centered, if it has a reputation for excellence in teaching, if the students are performing well, one can almost always point to the teacher as the cornerstone of all the achievement that the school will be obtaining. Mwandiwa (2012) contained that the school cannot shine in academic performance in the absence of teachers and well disciplined students, since students and teachers play a great role in the issue of academic achievement. Building on the same vein (Judith, 2009) added that without good teachers, students cannot achieve more in the whole issue of academic performance because the achievement of the students depends mostly on their teachers.  Karen and Kenneth (2004) believe that the head teacher and his fellow teachers perform among other key functions, shaping a vision of academic success for all students, creating a climate hospitable to education, cultivating leadership in others, improving instruction, managing people and data processing to foster school improvement. Today, improving school leadership ranks high on the list of priorities for school reforms; a detailed 2010 survey by Wallace foundation found that capacity building to teachers is among the most pressing matters on a list of issues that may facilitate good performance among the students in public and private secondary schools. Although in any school, a range of leadership patterns exists among teachers, assistant head teachers and parents, the teacher remains the central source of school achievement in academic in a school. 
Writing on leadership, Andrews, 2008 noted that effective teachers are responsible for establishing a school wide vision of commitment to high standards and success of all students. For many years, public secondary school teachers were seen as school managers and as recently as two decades ago, high standards were thought to be the province of the college bound success. Anderson and Seashore (2004) further argued that an effective capacity building to teachers facilitates   academic success for stakeholders. Head teachers themselves agree almost unanimously on the importance of several specific practices including keeping track of teacher’s professional development needs and monitoring teacher’s work in the classroom, observing and communicating on what is working well and what is not. Moreover, they shift the pattern of the annual evaluation cycle to one of ongoing and informal interactions with teachers. Brandley and Michael (2003) described five key responsibilities of the teacher: 
· Shaping a vision of academic success for all students, one based on high Academic Standards, 
· creating a climate hospitable to education in order that safety, a cooperative spirit and other foundations of fruitful interaction prevail, 
· Cultivating leadership in others so that teachers and other adults assume their part in realizing the school vision,  
· Improving instruction to enable teachers to teach at their best and students to learn their utmost, and

· Managing people, data and processes to foster school improvement. 
Tanzania like any other country values education because of its intrinsic and extrinsic gains. Education is an important phenomenon in the society because it helps the individual learners to overcome their limits and transcends in order to have their aspirations achieved.  The government of Tanzania has a duty to ensure that its citizens are educated to enable them to participate fully in the development of their country. Education is important in Tanzania because the kind of job one acquires generally depends on his/her education level; normally, the higher the education level, the more prestigious the job and the greater the earnings. The Tanzania Education Commission Report (1998) observed that secondary education not only serves as a base for higher education but also opens the door for wage employment. One’s level of education determines the kind of occupation he/she gets into because education is seen as a powerful weapon which can be used for economic, social and intellectual advancement. 
Education equips the child with appropriate skills, knowledge and understanding of the world in which he lives and helps the child to attain his/her full formation or completeness as a person. Examinations and their resulting certificates are core to education and training processes in Tanzania because they are the only means of evaluating the level of one’s achievement for purposes of further education, training and/or employment. Tanzanian education system is examination oriented, because the success of any school is measured by the quality of results in national examinations. The Daily News as reported by Muya (1997) observed that public examinations had become a matter of life and death in the country because we are living in an examination-oriented society. Without a good certificate one cannot get a better future. Thus, there is high competition among Tanzanian schools each trying to produce good results every year. There is much emphasis on good performance in examinations and acquisition of good academic certificates that would enable school leavers to gain further education or employment. There has been increasing pressure from parents, taxpayers and stakeholders in schools’ performance in national examinations. They evaluate schools in terms of students’ performance in national examinations. It is evident that some secondary schools perform better every year in national examinations than others. One factor which is responsible for this is the differences in school organization and the teachers’ Capacity Building programmes. 
Fuller (2007) noted that Capacity Building programmes or practices can vary enormously at times independent of school official goals and that head teachers employ a variety of means in supervising the staff and motivating teachers to improve their practices. On the other hand head teacher’s leadership behavior is given serious attention by educators and policy makers. On the other side the school head teacher is seen as the central figure when the school is considered as a formal organization. His position in the school provides him with an opportunity to motivate his staff and to improve the standards of academic performance in the school. Head teachers are greatly accountable for academic achievements of their students. Jude and Jacoby (2006) concur that instructional processes are affected directly or indirectly by various management practices exercised by head teachers. This leads to high or low academic achievement in schools. Head teachers are responsible for managing human resources in their schools. Their managerial behavior has great impact either negatively or positively. Effective head teachers normally deal with planning, coordinating and facilitating the work without neglecting interpersonal relationships with the staff, support staff and the student body. Studies conducted by Andrews, Jode and Jacoby (2006) all concur that the strong leadership of the head teachers is the greatest prediction of student achievement in national examinations. In their studies Andrews, Jode and Jacoby (2006) observed that efficient use of instructional time within the classroom is more strongly determined by the Capacity Building to the teachers. More effective teachers are likely to set high performance goals for their schools and improved performance in national examinations. 
Studies conducted by Brookover (2009) observed that good performing schools are managed by head teachers who exercise assertive leadership while unsuccessful schools are managed by head teachers who are bogged down with administrative details which render them unable to engage in leadership activities. These studies stress that Capacity Building to teachers and managerial practices of head teachers are important in determining the schools’ performance in national examinations. Evidence from recent studies conducted by Leithhood (2010) shows that schools’ organizational management greatly influences students’ academic outcomes in schools. Thus what the head teachers, the teachers and the students do in schools and in classrooms influences students’ achievements. 
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	ALEXANDER SAULO SEC. SCHOOL, S.3741
	91
	0
	0
	0
	34
	57
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	0
	0
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	0
	4
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	DINAMU SEC. SCHOOL, S. 2821
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	0
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	GIDHIM SEC. SCHOOL, S. 1893
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	YAEDA AMPA SEC. SCHOOL, S. 2822
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	ENDOJI SEC. SCHOOL, S.4404
	28
	0
	0
	2
	17
	9
	36
	0
	0
	1
	21
	14
	51
	0
	1
	3
	24
	23
	18
	0
	1
	2
	9
	6
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Table 1.1: An Overview of Performance Trends of Five Public Secondary Schools in Mbulu District (NECTA: 2011, 2012, 2013, 2014 and 2015) TC "Table 1.1 An Overview of Performance Trends of Five Public Secondary Schools in Mbulu District (NECTA: 2011, 2012, 2013, 2014 and 2015)" \f T \l "1"  (i.e. in CSEE trends in Mbulu District for the Previous 5 years (NECTA 2011-2015)

The data from Table 1.1 shows that the general level of performance of public secondary schools in Mbulu is poorer in comparison to other secondary schools especially private secondary schools, as the table above shows. If one compares the performance of Mbulu public secondary schools with private secondary schools that are found in the same area, one will realize that private secondary schools are at least performing better than public secondary schools. For example, Division I, II and III, are less than Division 0 to most of the schools that the researcher selected and this indicates the performance is very poor.
1.2 Statement of the Problem TC "1.2 Statement of the Problem" \f C \l "1" 
Academic success of any school is a major ideal of any education sector and all education stakeholders. However, due to some reasons some schools tend to fail miserably. There is persistent poor academic performance of secondary schools in Mbulu district in comparison to other schools that are found in other districts in Tanzania. Various researches (e.g. Mwinyiheri  and Mwanaidi (2010) both conducted research in Uganda to establish the effect of  school leadership training on students’ academic performance in secondary schools in Uganda, their findings revealed that leadership training has positive impact on the students’ academic performance. Also various researches have been conducted to establish the possible causes of this poor performance in different areas, for example Chogero (2009). The causes presented are such as lack of quality teachers, instructional materials, school resources and facilities, nature of leadership styles of head teachers and nature of family background of students. Solutions to these problems have been sought to mitigate the problem but in vain.  It is through this in which the MoEVT has come up with Capacity Building programme to  primary and secondary school teachers, and the main aim for this has been to uplift the academic performance in lower level secondary schools. Nevertheless, little knowledge is in place on which ways the training of school heads through Capacity Building has been enhancing schools’ academic performance in Mbulu district; which is the main rationale of this study, and thus through this study, the training also may reveal its connection with the seen poor academic performance of ordinary level pupils in Mbulu District.  
1.3 Objectives of the Study TC "1.3 Objectives of the Study" \f C \l "1"  
1.3.1 General Objective of the Study TC "1.3.1 General Objective of the Study" \f C \l "1" 
The main objective of this study was to explore the effect of Capacity Building of school heads in enhancing students’ academic performance in Mbulu district. 

1.3.2 Specific Objectives TC "1.3.2 Specific objectives" \f C \l "1" 
The study was ruled by the following specific objectives: 

(i) To explore the procedures of providing Capacity Building to secondary school heads in Mbulu District

(ii) To examine the relevance of Capacity Building contents of schools heads in enhancing academic performance of secondary schools. 

(iii) To explore managerial challenges in enhancing schools’ academic performance in relation to capacity building contents of school heads

(iv) To propose ways of improving delivery of Capacity Building  programme on academic performance of students in ordinary level
1.4
Research Questions TC "1.4
Research Questions" \f C \l "1" 
(i) What are the procedures for providing Capacity Building of secondary schools heads in Mbulu?  

(ii) What is the relevance of Capacity Building contents of school heads in enhancing academic performance of secondary school heads?

(iii) What are the managerial challenges in enhancing schools’ academic performance in relation to Capacity Building contents of school heads?

(iv) What are the ways of improving delivery of Capacity Building programme on students’ academic performance in ordinary level?
1.5
Significance of the Study TC "1.7
Significance of the Study" \f C \l "1"  

The findings of the study may be of importance to different stakeholders and many aspects. Thus, for the purpose of this particular study on the impact of Capacity Building of school heads in enhancing the academic performance of students in secondary schools in Mbulu district, it is expected that this study will be of importance in the following ways:
Theoretically, this study extends the existing theory on Three Skill Theory by Robert Katz in 1955 by explaining that successful leadership and administration depends on three basic personal skills which are technical, human  and conceptual. He identifies the Three Skill areas as the most important skills that the executives have commonly and use them regularly. This can be related to the teachers’ administrative skills, level of education, professional skills and attendance of capacity building that enhances their skills in school management functions as well as in enhancing academic performance of the students. As Katz (1955) defined, ‘Technical skill is knowledge about something and being proficient in a specific type of work or activity.   
Policywise, this study suggests that the government should formulate various policies that support school leaders training in various programmes that are partained with school administration and leadership, once is done will lead to the improvement in the academic performance in various secondary schools and this should not only be done to the school head teachers but also the other school  teachers who are not head teachers.  
Practically, this study extends the extisiting theory on  Three Skill Theory by Robert Katz in 1955 by explaining that effective administration or leadership does depend on three basic personal skills namely technical, human, and conceptual. He identifies the three areas of skills as the most important skills that the executives normally have commonly and use them regularly. This can be related to the teachers’ administrative skills, level of education, professional skills and attendance of capacity building that enhances their skills in school management functions as well as in enhancing academic performance of the students. As defined by Katz in 1955, ‘Technical skill includes competence in a specialized area, analytical ability, and the ability to use appropriate tools and techniques. This can be related to teachers’ professional skills in school management functions. Technical skills are essential in producing the actual products an organization is designed to produce. Having appropriate technical skills is an open sign that the person is competent and knowledgeable with respect to the activities specific to an organization, the organization’s rules and standard operating procedures, and the products and services of an organization (Bush, 2006).    
1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
The study was conducted in Mbulu district .The study focused on Capacity Building to head teachers and other non-head teachers as well as in-service training like induction courses, short management and leadership courses and its effect on academic performance of the students in ordinary level. The study was conducted in five (5) selected public secondary schools in Mbulu district. The sampled five secondary schools are Alexander Saulo, Dinamu, Gidhim, Yaeda Ampa and Endoji Secondary School. These Schools have been chosen because of their geographical feasibility, also all of them are found in Mbulu district.  On top of that, the researcher is the dweller and secondary school teacher in Mbulu district.

1.7
Limitation of the Study TC "1.8
Limitation of the Study" \f C \l "1" 
The researcher was limited by the period of collecting data because it was the period of examinations where head teachers were busy with meetings that are pertained with Mock Examinations. The researcher was forced to join the selected respondents because it was difficult for the researcher to visit one school after another since most of the selected respondents were supervising the task of marking mock examinations. The researcher also faced the reluctance of the respondents in filling the interview paper. However, the researcher tried to convince the majority to respond positively. 
1.8 Definition of Key Terms TC "1.9 Definition of Key Terms" \f C \l "1" 
Capacity Building, which is also referred to as Capacity Development, is a conceptual approach to development that does focus on understanding the obstacles that do inhibit teachers, governments, international organizations and non-governmental organizations from realizing their development goals while enhancing the abilities that allow them to achieve measurable and sustainable results. 
Teachers/Head teachers

School head teachers are the most senior teachers or leaders and managers of the schools. While some head teachers still retain some teachers’ responsibilities, other than in small schools, most of their duties are managerial and pastoral.
Management 

Management is the process of attaining organizational goals, aims and objectives by working with and through people and other resources of an organization.

Influencing
This is the process of guiding the activities of the members of an organization in the direction that helps the organization to move towards the fulfilment of its goals.
1.9 Theoretical Framework of the Study TC "1.10 Theoretical Framework of the Study" \f C \l "1" 
This study has been guided by Three Skill Theory by Robert Katz in 1955. He suggests that effective administration and leadership depends on three basic personal skills namely technical, human, and conceptual. He identifies the three areas of skills as the most important skills that the executives have commonly and use them regularly. This can be related to the teachers’ administrative skills, level of education, professional skills and attendance of capacity building that enhances their skills in school management functions as well as in enhancing academic performance of the students. As defined by Katz in 1955, Technical skill is knowledge about and proficiency in a specific type of work or activity. It includes being competent in a specialized area, analytical ability, and the ability to use appropriate tools and techniques. This can be related to teachers’ professional skills in school management functions. Technical skills play an essential role in producing the actual products an organization is designed to produce. 
Having appropriate technical skills signify that the person is competent and knowledgeable with respect to the activities specific to an organization, the organization’s rules and standard operating procedures, and the organization’s products and services (Bush, 2006). This can be related to teachers’ competence in   management of the school. Management and leadership skills relate to the ability to work with people. Management and leadership skills can be related to head teachers’ skills which enable the leader to work effectively with subordinates, peers, and superiors. It is the leader's expertise in interacting with others in a way that will enhance the successful completion of the task at hand. Consequently, leaders with higher levels of interpersonal skills are better able to adapt their own ideas to other people’s ideas, especially when this will aid in achieving organizational goals more quickly and efficiently (Okafor, 2006). These leaders are more sensitive and empathetic to what motivates others, create an atmosphere of trust for their followers, and take others’ needs and motivations into account when deciding what to do to achieve organizational goals. The strength of the theory includes its being a first approach to conceptualize and create a structure of the process of leadership around skills. Describing leadership in terms of skills makes leadership available to everyone, provides an expansive view of leadership that incorporates a wide variety of components; problem-solving skills, social judgment skills and provides a structure consistent with leadership education programmes Northhouse (2007).
1.10
Organization of the Dissertation TC "1.11
Organization of the Study" \f C \l "1" 
 This study has five chapters. Chapter one  discusses the background of the study whereby the chapter  starts with  the meaning of the term Capacity Building by looking at its broader perspective and its meaning in general, statement of the problem that mainly explains the situation of Capacity Building in Tanzania and the  way on how it  is being implemented, objectives of the study that are mainly based on the reasons of conducting the study, research questions that mainly seek for the answers of the research problem, significance of the study to the government as well as to the society at large, scope of the study that mostly explains where the research will be conducted, theoretical framework and definition of terms used in the study. 
Chapter Two starts with an introduction that shows the trend of the whole chapter, theoretical literature that discusses the importance of Capacity Building to the school head teachers, empirical literature that starts with the concept of Capacity Building, the  importance of Capacity Building to the school head teachers, Capacity Building in developed countries, Capacity Building to the head teachers in developing countries, Rationale for Capacity Building  to head teachers in Tanzania, the need for capacity building to the school head teachers through professional development and the impact of Capacity Building to the school head teachers on  management functions. This chapter sequentially explains about several areas like research design which is a case study, data collection methods and procedures, sampling procedures and sample size. The researcher uses a sample of head teachers with some experience of not less than three years in school leadership and teaching experience, and other teachers as well. The sample size is five head teachers and six other teachers from each of the selected secondary schools. 
The sampling method is purposive sampling because it enables the researcher to get respondents with relevant information. Data analysis uses comparison approach by integrating respondents’ perception on the effect of Capacity Building of the head teachers in enhancing students’ academic performance. Validity and reliability section is also part of this chapter under which patterns of credibility and worthiness are clearly discussed. Lastly is the section of ethical consideration which has also been discussed to make sure that the respondents would not be offended or would not be suspicious with the researcher and the objective behind this had been to catch the attention of the respondents. Chapter four starts with the background information or demographic information of the respondents, also the chapter deals with themes that were obtained from the respondents. 
Chapter five concentrates much on conclusion, recommendation and suggestion for further study. In recommendation the researcher suggests the measures that must be taken to improve the delivery of Capacity Building to the school head teachers. Measures are directed towards the Ministry of Education and Vocational Training as well as to the Secondary Schools. In the suggestion for further study the researcher suggests that people who are interested in carrying out the research on the same topic should do it by covering or looking at the effect of Capacity Building in the whole country. 

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
2.0 LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1"  

This chapter does deal with the concept of Capacity Building of the School head teachers, school leadership and management functions, the effect of Capacity Building of the school head teachers on management functions, theoretical literature as well as empirical literature, and summary of the chapter.
2.2 Theoretical Review TC "2.2 Theoretical Review" \f C \l "1" 
2.2.1 Empirical Theory TC "2.2.1 Empirical Theory" \f C \l "1" 
Universally, governments, voluntary agencies, non-governmental organizations and individuals commit important resources towards building and developing head teacher professionalism. Basically, the training of a professional head teacher does not end with graduation from a college of teacher education. Many scholars and practitioners especially in education acknowledge the fact that a head teacher trainee begins his or her development of profession from the point of entry to the teacher education and training programme (Rodney, 2007). Head teacher professional education is indeed a continuous process even in the post-graduation period (throughout his or her life). Succinctly, the Tanzanian Education and Training Policy conceive that in-service training and re-training will be compulsory in order to ensure teacher quality and professionalism (United Republic of Tanzania, 2005:50). This research proposal critically discusses the effect of Capacity Building of the secondary school heads in enhancing students’ academic performance in secondary schools in Mbulu district. It does draw on the established theoretical framework and the trend of practices towards Capacity Building to the head teachers and its effect on academic performance. At some point this research report investigates the measures employed to address the Capacity Building to the secondary school heads. The resultant conclusions are based on empirical (scientific) evidence. Conceptualization of quality head teacher professional development for teacher professionals to continue functioning efficiently and productively and contribute meaningfully towards quality education, they must be given training opportunities to keep them up-to-date and, hence, be able to face new professional, academic and global society challenges. In this regard, quality head teacher professional development programmes are meant to empower head teachers in line with changes taking place in the world. The late Julius Kambarage Nyerere (an education icon of the philosophy and policy of education: Education for Self-Reliance in Tanzania) once said that any country which needs to develop economically needs well-trained professional teachers who are continually updated for the country to succeed (Nyerere, 1988). Consequently, head teacher professional development programmes should be geared towards keeping head teachers in all capacities abreast of new professional, academic, pedagogical and universal society challenges (Mosha, 2006).There is the great need for the school head teachers to attend professional development programmes because they enable them to acquire knowledge that is needed for them especially in school management and leadership.
2.2.2 The Concept of Capacity Building of Organization Managers TC "2.2.2 The Concept of Capacity Building of Organization Managers" \f C \l "1" 
In most of the literature the concept of Capacity Building is explained to comprise of a tall order of issues. Alfa (2008) has attempted to unpack the term and says that there are various ways to understand capacity building concept to the organisation managers either as a development means or an end in itself. It has been therefore imperative to attempt to have an analytical framework for capacity so as to create a common understanding among education stakeholders (Kashu, 2005). Associated with the concept of capacity is a range of issues such as ownership, commitment, innovation, partnership, learning, institutional development, decentralization, change management, scaling up, sustainability, participation, training, accountability and performance improvement. In this respect, I have adopted four central characteristics of the concept of Capacity Building to the organisation managers that, Capacity Building to the organisation managers is about empowerment and identity, people acting together to take control over their own lives in some fashion. Capacity building has to do with collective ability, i.e. that combination of attributes that enables a system to perform, deliver value, establish relationships and to renew itself (Kashu, 2006). Capacity Building is an emergent property or an interaction effect.
It comes out of the dynamics involving a complex combination of attitudes, resources, strategies and skills, emerging from the positioning of a system within a particular context.  Capacity Building is about performance, execution and implementation or the result of the application or use of capacity; and so it requires the use of different approaches to its development, management, assessment and monitoring and it is about the creation of public value. From the foregoing, it is hard to come up with a universally accepted definition of Capacity Building. In much of the literature Capacity Building is used interchangeably to also mean capacity development (Deborah, 2006).
2.2.3 The Concept of Academic Performance TC "2.2.3 The Concept of Academic Performance" \f C \l "1" 
Academic performance has been conceptualized by many scholars and researchers. According to Cary, Lindstd and Maynard (2008) academic performance  refers to performance on a task with measures including comprehension, quality and accuracy of answers of tests, quality and accuracy of problem- solving, frequency and quantity of desired outcome, time or rate to solution, time on task, level of reasoning and critical thinking, creativity, recall and retention, and transfer of tasks. Dimbisso (2009) on his part defined academic performance to mean the manner in which students deal with their studies and cope with or accomplish different assignments given to them by their instructors within a period of time. Copeland and Musek (2001) conceptualized academic performance as objectively and subjectively. They defined the concept objectively as a student’s knowledge and his degree of adaptation to academic work, expressed in numerical scores. Their subjective, they saw academic performance as the student’s attitudes towards his achievement and himself, as well as the attitudes of other people such as parents, teachers, lecturers, towards his success. To them, the first definition appears to be more or less objective due to its emphasis on numerical scores of students. It measures the degree to which students adapt to schoolwork and to the educational system. The second definition tends to be more or less subjective or psychological. It holds that what establishes academic success is dependent upon the students’ attitudes towards their academic performance and themselves as well as by the attitudes of others towards their studies.
2.3 Empirical Review
 TC "2.3 Empirical Review" \f C \l "1" 
2.3.1 The Procedures of Providing Capacity Building to School Heads TC "2.3.1 The Procedures of Providing Capacity Building to School Heads" \f C \l "1" 
The most common procedure which is being done to provide Capacity Building to secondary heads in Tanzania is mainly through annual seminars that most of the times are being done and conducted in Bagamoyo (ADEM, 2012). These seminars are being conducted and provided to the newly appointed head teachers and in serving secondary school heads. Seminars are being conducted for the purpose of strengthening secondary heads in the managerial area and uplifting the academic performance of the students. However, seminars and the workshops that are provided to the school heads are not conducted frequently to most of the school heads and this is due to the claim that most of the times there have been a claim that there is no enough money to conduct frequent seminars to the school heads. The main reason for conducting and providing Capacity Building to the school heads is to bridge the gap between the school, the community and the education authorities. To manage the school in the context in which an increasing amount of responsibility is delegated to head teachers requires new skills and knowledge. In Tanzania, most of the secondary schools are in multi-grade situation. In majority of schools there are few teachers. In such a situation the head teachers are responsible for school management as well as teaching the students. Keeping the needs and interests of the schools, UNESCO (2010) has designed a 2-days’ training program including the essential aspects of school and classroom management, child right, health and hygiene and orientation to School Feeding Programme. This training component aims at providing the necessary training and skills for Head Teachers to use their responsibilities well. 
2.3.2 The Capacity Building Contents on Students’ Academic Performance TC "2.3.2 The Capacity Building Contents on Students’ Academic Performance" \f C \l "1" 
Formal institutions including secondary schools are established to impart knowledge, skills, habits, values and attitudes among the learners. According to Odubuker (2004) and Kaggwa (2003), academic performance is defined as the quality and quantity of knowledge, skill, techniques, positive attitude behavior and philosophy that students acquire. The ability to achieve is evaluated by marks and grades obtained in a test or examination, at the end of a topic, term, year or education cycle. The authors further assert that the quality of grades and number of candidates who pass in the various grades determine the level of academic performance of a given class or institution in a given period of particular examinations whether internal or public. The available records from Tanzania National Examinations Council (NECTA) and school files indicate poor performance of secondary schools at Ordinary Level Certificate of Education. Many scholars assert that among other factors that enhance learners’ good academic performance in schools is effort exerted by head teachers, teachers and parents (Brown and Walter, 2005). The authors add that the head teacher is the custodian of education standard. The authors however, do not indicate how head teachers can acquire the required leadership and management skills, which can sufficiently be acquired through training (Gerhard, 2005). It should be noted that the majority of head teachers were trained to teach, not to lead or manage schools, but they are normally promoted to leadership without going through an induction course at least. Head teachers need to be trained in leadership and management functions such as planning for academic success, motivation of staff, supervision of instructional process, to mention a few. 
Bitama (2005) also discovered that there is increasing poor performance in secondary schools mainly in science subjects in which poor performance is attributed to poor leadership at the school level. The author adds that indiscipline in secondary schools is also on the increase, which affects the quality of education outcomes in schools. She argues that many secondary schools still lack the necessary performance requirements, not only because of inadequate funds or even poor facilities but as a result of poor leadership.  In the same vein, Lubanga (2011) contends that most schools are performing poorly due to the gap in leadership and management skills. He continued to say that strikes are common because of poor approach towards solving problems. 
For academic performance to set up in a school the leader must take up the management tasks, which he may not be aware of unless he is trained in them. Mussa (2006) says that the management tasks include decision making, direction, coordination, supervision, evaluation and budgeting. All of them have a great impact on the academic performance of the students if only they are practiced effectively.

2.3.3 The Managerial Challenges in Enhancing Schools’ Academic Performance TC "3.3.3 The Managerial Challenges in Enhancing Schools’ Academic Performance" \f C \l "1" 
Northhouse (2007) identifies five management functions such as planning, organizing, staffing, directing, and monitoring human and non-human or material resources which are organized to help attain organizational goals and school academic performance. Planning as a management challenge is the dynamic process of making decisions today about future actions. It encompasses a wide range of activities to come up with a plan that would coordinate efforts of employees, identify and commit the resources to achieve particular goals and objectives; decide which activities are consistent with stated objectives, and measure progress towards these objectives so that corrective action can be taken as necessary in order to come up with good academic performance of the students. The reason why most of the secondary school heads do fail in most of the cases is due to the fact that secondary heads do plan for a short time and not for a long time. On the other hand, Mosha (2006) claims that planning is the primary management function, which is the foundation of organizing, influencing and monitoring functions of secondary heads if only it is being practiced and managed effectively.

Mbiti (2007) argues that any plan will achieve its goal after setting into motion some processes like determination of what resources will be needed, identification of the number and types of personnel the organization will need, development of the foundation of the organization environment in which work is to be accomplished, and determination of a standard against which the process toward the goals and objectives can be measured so that corrections can be made when necessary. Effective planning requires head teachers to possess increased discipline and skills in analysing information and increased insight to cope with uncertainty. Thus, while planning has never been easy, it will become increasingly more difficult in the future due to dramatic increases in complexity of the environment, the increasing number of variables, the rapid rate of obsolescence of even the best of plans, the increase in the number of both domestic and worldwide events affecting organizations, and the decreasing time span for which planning can be done with any degree of certainty. Another managerial challenge is organizing which is concerned with assembling of resources necessary to achieve the organizations’ goals, and establishing the activity-authority relationship of the organization (Okumbe, 2007). The organizing function of management is extremely important to the school management and leadership system. This is so because it is a primary mechanism with which head teachers activate plans. 
Planning as a managerial challenge is regarded as the blue print for action. It is done to avoid waste of money and other resources (Bryan, 2008). There is always a need for planning in the long run and the short-run. Postponement of planning is very dangerous because failure to plan gives rise to ineffectiveness, undirected action and waste of resources. Good planning is a precondition for better results. Planning is primary and it is necessary for performing other key leadership functions – organizing, directing, staffing and controlling. Planning helps to identify the school’s or the organization’s philosophy, policies, programmes, procedures, practices and problems. 
For academic performance to set up in a school, the leader must take up the management tasks, which he may not be aware of unless he is trained in them. Mussa (2006) says that the management tasks include decision making, direction, coordination, supervision, evaluation and budgeting. There must be a comprehensive management plan or content which schedules for implementation (Nelson, 2003). Resource allocation and criteria and procedures for ongoing evaluation  includes contents like operational school philosophy from social cultural and educational values of the nation, description of the general school characteristics, for example  special features, facilities, equipment and staffing; pupil characteristics, admission requirements, school year planner including programs, departmental concerns and the like, school goals derived from operational school philosophy or community needs, specific measurable objectives for each subsystem or programme or department, a breakdown of each objective into rationally sequenced major functions, minor functions and tasks and a general programme budget (Bryan, 2008). 
2.4 Research Gap TC "3.4 Research Gap" \f C \l "1" 
In conclusion, the United Nations Education Scientific and Cultural Organization (2009), agrees with the phenomena of experience as part of training but it contends that experience is necessary as a pillar of contingent nature of leadership for situations that are always individual but it should not be emphasized since it leads to personalized training. The researcher disagrees with this view that is why he wanted to establish the effect of secondary school heads on the academic performance of the students. The reviewed literature indicates that there is diversity of training of head teachers (Balansikat & Gerhard, 2005), which the study has proved to have an effect on school performance for training contributes 33.5% on performance. 
Studies have been conducted to examine the effect of management of instructional materials on teachers’ performance in Kampala district. Findings showed that there was a positive relationship between proper use of instructional materials and teachers’ performance and that students’ academic performance has a root from the teachers’ capacity to perform (Mpierwe, 2007). The researcher for this matter wanted to find out whether leadership training of the head teacher promotes teachers’ capacity to contribute to good academic performance in the school. In a related development, Masebo (2008), investigated whether non academic factors such as family background, economic status and health of students affect the students’ academic performance. It was proven that social – economic factors affect the students’ academic performance. All these studies focused on such factors, none looked at the training of head teachers in Mbulu district as a possible factor for school performance. It is upon this argument that the researcher is interested in investigating the training of secondary school heads on students’ performance of secondary schools in Mbulu district. Various researches have been conducted to establish the cause of this poor performance in the district, but none has been carried out in relation to head teachers’ training and school performance (Kayune,2008), which the researcher became interested in examining whether it is the cause of this poor performance. 
In the literature reviewed, the researcher discovered that many scholars researched on poor academic performance in secondary schools from a number of angles, such as availability of quality teachers, availability of instructional materials, school resources and facilities, leadership styles of head teachers and nature of family background (Anja, 2005), but the researchers did not come across the angle of training of the school heads as a contributing factor on academic performance in Mbulu, through which the researcher became interested in  ascertaining the significance of training secondary school heads for the schools’ performance.
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
3.0 METHODOLOGY TC "METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1" 
This chapter discusses the methodology that the researcher adopted in the study. The areas discussed include research design, target population, sample size and sampling procedure, data collection instruments, data collection procedure, validity of instruments, reliability of instruments and data analysis techniques as well as ethical consideration .These divisions are presented in the order of appearance.
3.2 Research Approach TC "3.2 Research Approach" \f C \l "1" 
For the case of this study the researcher adopted qualitative research approach. Qualitative research is the approach usually associated with the social constructivist paradigm which emphasizes the socially constructed nature of reality. It is about recording, analyzing and attempting to uncover the deeper meaning and significance of human behavior and experience, including contradictory beliefs, behaviors and emotions. 
Researchers are interested in gaining a rich and complex understanding of people’s experience and not in obtaining information which can be generalized to other larger groups (Schwartz, 2008). The approach adopted by qualitative researchers tends to be inductive which means that the researcher developed a theory or looked for a pattern of meaning on the basis of the data   collected. This involved a move from the specific to the general and is sometimes called a bottom-up approach. 

3.3 Research Design TC "3.3 Research Design" \f C \l "1" 
Research design is the overall plan for connecting the conceptual research problems to the pertinent (and achievable) empirical research.  In other words, the research design articulates what data is required, what methods are going to be used to collect and analyze data, and how all of this is going to answer your research question.  Both data and methods, and the way in which these will be configured in the research project, need to be the most effective in producing the answers to the research question (taking into account practical and other constraints of the study (Schwartz, 2008).
For the case of this study the researcher adopted descriptive research design. This is the most useful (and appropriate) research design for most research that most of the time address a subject about which there are high levels of uncertainty and ignorance about the subject, and when the problem is not very well understood .Such research is usually characterized by a high degree of flexibility and lacks a formal structure. The main aim of descriptive research design is to identify the boundaries of the environment in which the problems, opportunities or situations of interest are likely to reside and to identify the salient factors or variables that might be found there and be of relevance to the research (Brown, 2007).
3.4 Area of the Study TC "3.4 Area of the Study" \f C \l "1" 
This study was conducted in Mbulu district. Secondary schools in Mbulu district were chosen due to the fact that the researcher is the dweller of Mbulu district. The other reason for choosing Mbulu district is because of geographical feasibility; the researcher is a secondary school teacher in Mbulu district. Thus as an insider in secondary schools in Mbulu, it was logical to study the district, first, for its prominence in poor  achievement in academic and to cut cost and time that would be  scarce for the researcher. 

3.5 Target Population TC "3.5 Research Population" \f C \l "1" 
A population is the total of all the individuals who have certain characteristics and are of interest to a researcher (Schwartz, 2008). The population of this study included the school head teachers who are involved in Capacity Building system and other teachers (non-head teachers). School head teachers were mostly preferred because are the very people who are mainly concerned with the researcher’s study. TC "4.2 Demographic Information" \f C \l "1"  It was important to analyse the background characteristics of the head teachers, for such information was of great importance to the study. Without background information of the head teachers it would be difficult for the researcher to analyse data, because this background information did provide the real picture of the respondents.
3.6 Research Sample and Sampling Procedures
 TC "3.6 Research Sample and Sampling Procedures" \f C \l "1" 
3.6.1 Research Sample TC "3.6.1 Research Sample" \f C \l "1" 
Sample may be defined as a representative unit of a target population, which is to be worked upon by researchers during their study. In other words, a sample consists of a subset of units which comprise of the population selected by investigators or researchers to participate in their research project. The following table shows the sample of head teachers and other teachers who were involved in the study.
Table 3.1: Research Sample

	S.N
	Types of Respondents
	Number of Respondents
	Percentages

	1
	Head teachers
	5
	14.3%

	2
	Other teachers
	30
	85.7%

	
	Total
	35
	100%


 3.6.2 Sampling Techniques TC "3.6.2 Sampling Procedures" \f C \l "1" 
Sampling is a process of selecting representative units from an entire population of a study. It is a process of obtaining information regarding to a phenomenon about the entire population by examining. In other words, sampling is the selection of some part of an aggregate or a whole on the basis of which judgment or inference about the aggregate is made (Schwartz, 2008). The researcher used purposive sampling to select 5 public secondary schools out of about 34 in Mbulu district. The researcher also used purposive sampling to select government aided secondary schools. The Schools that were selected are Alexander Saulo Secondary School, Dinamu Secondary School, Gidhim Secondary School, Yaeda Ampa Secondary School and Endoji Secondary School. These Schools were chosen because of their geographical feasibility and all of them are found in Mbulu district.  On top of that, the researcher is a dweller and secondary school teacher in Mbulu District.
3.7 Methods of Data Collection TC "3.7 Instruments of Data Collection" \f C \l "1" 
The researcher used semi-structured interviews as the method of collecting data from the participants regarding the research topic. According to Corbetta (2003:270), when semi-structured interviews are conducted the interviewer prepares an outline of the topics that will be covered during the interview. Corbetta also states that semi-structured interview allows a sense of freedom as the topics do not have to be dealt with in a specific order. In addition, in a semi-structured interview, the interviewer has the opportunity to ask for clarification if the answers are not clear, to prompt the respondent and to probe if and when necessary.
In this study semi-structured interviews worked well because, although the researcher made use of an interview guide, he did not follow the questions in the same order but rather asked the questions at stages of the interviews at which they appeared to be appropriate. Semi-structured interviews were also regarded as appropriate because both the researcher and the respondents had the opportunity in the interviews to ask for clarification. In addition, the researcher had the freedom to explore and probe for more details when he deemed it necessary. Likewise, the outline of the questions helped the researcher to ensure that the interviewed focused on answering the research questions. 
3.7.1 An Interview Guide TC "3.7.1 An Interview Guide" \f C \l "1" 
An interview guide was used to interview the respondents. Corbetta (2003:270) points out that in a semi-structured interview the interviewer’s outline may contain varying degrees of specification and detail. It may simply be a checklist of the topics to be dealt with or a list of questions. In the case of this study the interview guide contained a list of the questions that were posed to the respondents. All the answers from the interviews were transcribed after the interviews had been completed.
3.8 Validity and Reliability of the Research Instruments
3.8.1 Validity

There were several things that were done to ensure validity of the instruments employed in the study and these included the following: the validity was ensured through jumbled items originated from job facets to avoid biasing the respondents. This helped to reduce validity-related risks and increase reliability levels. First, the related literature was reviewed to get the theoretical knowledge about the content or subject and definitions of concepts that are used before designing the instrument for the particular study as Holmes (2008) recommends. Additionally, content validity for the instruments used in this study was attained through presenting them to experts and peers for discussions and comments. This helped to eliminate ambiguities in the items. Also the construct validity of the instruments was attained through the use of factor analysis technique. Brandley and Lauren (2003) assert “Factor analysis enables us to assess the factorial validity of the questions which make up our scales by telling us the extent to which they seem to be measuring the same concepts or variables.” Additionally, the factor analysis helped to attain the construct validity as recommended by Holmes (2008). To ensure the validity and reliability of the instruments, the instruments were scrutinized by the researcher. Mbulu District was selected because it was considered as having the characteristics of poor performance in the CSEE thus it qualifies to be a sample district for the actual study in Tanzania.
3.8.2 Reliability

Reliability refers to the extent to which the scale produces consistent results over time if the repeated measurements are done (Hargreaves & Fulan 1992). The degree to which a measurement, given repeatedly, remains the same, the stability of a measurement over time and the similarity of measurements within a given time period signify the reliability of the instruments used. Through the tests done by the researcher, it is factual that the same findings will be realized if the study is repeated under the same conditions.
3.9 Data Analysis Procedures TC "3.9 Data Analysis Procedures" \f C \l "1" 
According to Kothari (2004), data analysis consists of examining, categorizing, coding and tabulating collected data. Data analysis for this study was guided by the following ways: all the data from the interviews were captured using a tape recorder and later transcribed. According to Laws, Harper and Marcus (2003:265), tape recording creates a complete record of what has been said. This avoids the problem of the interviewer getting distracted from the interview by the process of recording it. It captures peoples’ own ways of saying things, which can bring a report to life. The researcher requested permission from the respondents before the tape recorder was switched on. After the researcher was permitted he switched on the tape recorder and started recording. According to McMillan and Schumacher (2006:374), triangulation is the cross-validation among data sources, data collection strategies, time periods and theoretical schemes. In the context of this study the researcher triangulated the data by means of document analyses. According to Bowen (2009:27), a document analysis is a systematic procedure for reviewing or evaluating documents - both printed and electronic material. Documents contain texts and images that have been recorded without a researcher’s intervention. 
3.9.1 Data Processing TC "3.9.1 Data Processing" \f C \l "1" 
For the purposes of this study the data were analysed using the process of inductive analysis. In terms of inductive analysis, categories and themes emerge from the data rather than being imposed on the data beforehand (McMillan & Schumacher, 2006:364). After the interviews had been transcribed the researcher analyzed the data and answered the research questions basing on the themes that had emerged from the data. In keeping with the process of inductive analysis the researcher will not have any preconceived ideas about the data but, instead, will approach the data with an open mind. In order to do this the researcher will make use of an organising system as described by McMillan and Schumacher (2006:368). 
3.10 Ethical Consideration TC "3.10 Ethical Consideration" \f C \l "1" 
The researcher asked for appointments from all heads of secondary schools in which the study took place. All selected participants were informed clearly of the importance of the study and their rights to take part in it or not. This implied the teachers, heads of schools and the school neighbors to understand the probable harms (if any) they would encounter by participating in the study, but also they were assured of full anonymity and confidentiality of their views. Hence, teachers and head teachers who took part in this study were those who willed to do so and were not forced by the researcher or the heads of schools. 

3.11 Chapter Summary TC "3.11 Chapter Summary" \f C \l "1"  

This chapter presents the research methodology. Qualitative research approach was used in this study particularly descriptive survey. The study was conducted in Mbulu district in Manyara region. A sample of the five secondary schools that were selected are Alexander Saulo Secondary School, Dinamu Secondary School, Gidhim Secondary School,Yaeda Ampa Secondary School and Endoji Secondary School. These schools were chosen because of their geographical feasibility and the advantage that all of them are found in Mbulu district. A variety of data collection methods (triangulation) was used namely interviews. In analysis, findings from interviews were summarized in words and described in relation to the research objectives. 

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
                          4.0 DATA ANALYSIS, INTERPRETATION AND DISCUSSION TC "DATA ANALYSIS, INTERPRETATION AND DISCUSSION" \f C \l "1"  
4.1 Introduction TC "4.1 Introduction" \f C \l "1" 
This chapter presents the key research findings based on the results of the data analysis and discusses the implications of the findings on the Effect of Capacity Building of the Head teachers in Enhancing Students’ Academic Performance in Secondary Schools in Mbulu District in Tanzania. The presentation is done in four main sections based on the research questions. The aim of the research questions was to guide data collection. 
Table 4.1: Details of Respondents TC "Table 4. 1 Details of Respondents" \f T \l "1" 
	
	Female
	Male
	Total
	             Education Level
	Number

of years in school

	
	
	
	
	Diploma
	Degree
	Masters 
	

	Group A: School head teachers 
	1
	4
	5
	2
	3
	0
	1-4

2-6



	Group B: Deputy head teachers, academic teachers and discipline teachers 
	10
	5
	15
	6
	9
	0
	1-3

4-6

	Group C: Other teachers
	8
	7
	15
	7
	8
	0
	

	Grand  total 
	19
	16
	35
	15
	20
	0
	


Source: Research Findings (2016)
4.1.1 Gender and Number of Participants TC "4.1.1 Gender and Number of Participants" \f C \l "1"  

 This study involved five (5) school head teachers and thirty (30) other teachers (non-head teachers. School head teachers and other teachers were selected by using purposive sampling techniques, whereby there was one (1) school head mistress, four (4) head masters and thirty (30) other teachers. This is because most of the schools in Mbulu district are headed by male head teachers. The head mistress,   head masters and other teachers who were involved in the study were purposively selected from their schools.  Apart from school head teachers there were also deputy head teachers as well as academic masters together with discipline masters. Female teachers were 19, male teachers were 16. The education level of the respondents was a little bit promising because most of the school head teachers (3 out of 5) owned university degrees as their level of education.  
4.1.2 Age TC "4.1.2 Age" \f C \l "1"  

Most of the respondents as well as head teachers whom the researcher interviewed their ages range between 40 years to 50 years. Most of the head teachers and the head mistress being above 40 years might be attributed to the fact that in Tanzania to become a head teacher, one has to undergo through different steps and stages before the chief executive of education appoints him or her to be the school head teacher or head mistress. However, this is not common with private schools. Most of the sampled head teachers were mature enough and believed to have gathered substantial experience since beyond 40  years, one encompasses high level of experience as part of training (UNESCO, 2009), and maturity both in management and thoughts. In addition the policy of recruitment of head teachers requires a person to have been in the system for some reasonable years before the appointment. Age being above 40 years, it also implies that, the head teacher must have gone through different stages of hardness and his or her skills of decision making must have matured enough. Most the head teachers and head mistress whom the researchers encountered said that before their appointment as the school head teachers and school head mistress they had been in the system of teaching for a long time.
 4.1.3 Education Level TC "4.1.3 Education Level" \f C \l "1"  

The study revealed that, the majority of the respondents were graduates since most of them did hold a university degree as their level of education. Respondents with masters were 0, degree holders were 20 while diploma holders were 15.  Few respondents hold diploma as their level of education. The education qualification of the respondents  is a bit promising since the survey carried by Mosha  and Mwambapa (2006), showed that the majority of head teachers were diploma holders but as for now, head teachers have upgraded, others have gone for refresher courses which have helped them to obtain necessary skills in both management and academic wise. For example the level of education of the head masters and head mistresses from (Mosha, 2006) report show that almost 70% of the school head teachers from public secondary school were diploma holders and only 30% of the head masters and head mistresses were degree holders and none of them during that period had obtained masters as his or her level of education.
This is supported by Plooy and Westrand (2003:70) who argue that, although one could agree that there are courses for school managers in Tanzania, these courses are short, not accredited, delinked from a career path and usually ignore the first level of management. These courses also side-line the district officials who are then expected to monitor and support training efforts they have not been part of. Head teachers who are being appointed most of them do lack knowledge and skills in School management and leadership.
4.1.4 The Courses taken at the College and the University Level TC "4.1.4 The Courses taken at the College and the University Level" \f C \l "1" 
 According to the study only few respondents did their study on management and leadership during their studies in undergraduate programmes, other respondents did none on school management and leadership. Since some of the head teachers start headship without knowing what values are required of them, the qualification or many papers may not be a solution to poor management since it was discovered that most head teacher and head mistress did not take any Management and leadership course at college and university. Possibility that this could be one of the reasons for poor school performance in students’ academic performance cannot be ruled out completely. This view is in agreement with Bush (2006) who said that some head teachers assume offices because of the experience and not because they are trained in the courses of school management and leadership. Head teachers who did not take leadership and management courses at the college or university level might also contribute to the poor performance of students in academic.
4.1.5
Attending Induction Courses before Assuming Head teacher or Head mistress Office TC "4.1.4
Attending Induction Courses before Assuming Head teacher or Head mistress office" \f C \l "1"  
The study revealed that, majority of the respondents had not attended an induction course before assuming the office. This however, changes the trend that was reported by Mwambapa (2006), who reported that 20% of head masters and head mistresses of Mbulu had attended induction courses before assuming the responsibilities of the head masters and head mistresses’ offices. This implies that some head masters and head mistresses assumed offices when they were not well prepared to lead schools, especially those who did not take leadership and management courses at university. This view is in agreement with Bush (2006) who said that some head teachers assume offices because of the experience and not because they are trained in the courses of school management and leadership. Even the courses that are being provided to those school leaders, they are short lived and hence not promising to the school leadership improvement in students’ academic performance.
4.1.6 Attended at least One Leadership and Management Short Course TC "4.1.5 Attended at least One Leadership and Management Short Course" \f C \l "1"  

With School leadership and management head teachers should at least attend one course of school leadership and management. Okumbe (2007) supports this idea that for a head teacher to be effective in supervision has to have basic skills in supervision. The researcher asked the respondents to say which course they attended at the university level and college level. The researcher learned that most of the respondents did not take leadership and management courses, but what they said was that they were just appointed to be the school head masters and head mistresses because of their experience. One of the head teachers argued that: “ It is true that we attend those capacity building   programmes being provided by the Ministry of Education under the umbrella of  ADEM but these programmes  are very short because those courses are being conducted for one week only, therefore, it becomes difficult for us.’’
 4.1.7
Experience of the Head masters and Head mistresses before their             Appointment to    the Headship Responsibilities TC "4.1.6
Experience of the Head masters and Head mistresses before their             Appointment to    the Headship Responsibilities" \f C \l "1"  
Duration spent in service is very vital in terms of experience and skills. In Tanzania according to the Ministry of Education and Vocational Training (MoEVT) and Education Service Commission (2008), a secondary school head teacher must have the education level starting from at least a diploma level and above and must have spent at least not less than 10 years in teaching environment. According to the study, most of the head masters and head mistresses had spent 5 or more years in their teaching profession before they were being appointed to assume headship responsibilities. Since the majority of head teachers had spent 10 and above years before their appointment for headship responsibilities, it implies that these head teachers had a substantial experience in School leadership and management. Most of the head teachers that the researcher encountered had spent more than five years in schools as school head teachers. This might be a promising factor that in Tanzania, in order one to become a head master or head mistress must spend some years in teaching profession, though this cannot be used as the promising factor which can lead to the improvement of students’ academic performance. Spending some years in teaching profession without attending leadership and management courses, schools may not improve leadership and management functions in the schools.
4.2 Themes and Subthemes Explored
The following table shows the themes and subthemes explored from the findings.
Table 4.2: Themes and Subthemes Explored TC "Table 4.2 Themes and Subthemes Explored" \f T \l "1" 
	THEMES
	SUBTHEMES

	 Procedures for providing capacity building for school head teachers 
	a. Provision of seminars on school management

	
	b. provision of school workshops on school leadership

	
	c. provision of  directive over school leadership 

	Best procedures for providing capacity building to the school head teachers
	a. There should be enough seminars for the school head teachers

	
	b.The seminars should base on practical rather than theory

	
	c. Seminars must be conducted outside the district

	
	d. There must be rewards and motivation to the head teachers who perform better during the period of seminars 

	
	 e. Education stakeholders should prepare short courses for the school head teachers

	Relevance of capacity building  contents on school head teachers
	a. Supervision  of daily academic and non-academic  school duties

	
	b. Encouragement of good relationship between teachers and students

	
	c. To solve disputes emerging  between teachers and students

	
	d. Reminding their teachers to carry their duties effectively 

	 Positive impact
	a. Through planning school activities 

	
	b. Employing part time teachers. 

	
	c. Monitoring School activities

	
	d. Making evaluation of the School activities 


	High proficiency  of facilitators
	a. Facilitators have adequate background of leadership

	
	b. Facilitators demonstrate the mastery on the contents

	
	c. Facilitators facilitate participatory approach

	
	d. Facilitators use projectors as the media format

	
	e. Provision of time for small group presentation 

	
	f. Facilitators  provision of adequate resources 

	 Capacity Building improvement
	a. Good planning by facilitators 

	
	b. Centres for capacity building must be built in every region 

	
	c. Motivation to School head teachers 


	
	d. The programme must be conducted by experts who specialised in teaching profession

	
	e. The programme must be related to monitoring, planning and staffing

	
	f. There must be communication to the school leaders

	
	g. The programme must be conducted during holidays


The first theme namely: procedures for providing Capacity Building to school head teachers emerged from the first research question which asked, “What are the procedures for providing capacity building to secondary school head teachers in Mbulu?’’. The objective of this theme was to explore the procedures of capacity building to secondary schools in Mbulu. 
It was necessary for this objective to be investigated, because procedures for providing capacity building to school head teachers are very important and hence differ from one country to another. From this theme, six subthemes emerged which were: provision of seminars to the school head teachers, provision of school workshops to the school heads, provision of directives to the school teachers, the programme must be conducted frequently with enough seminars, the programme of capacity building must be conducted practically rather than theoretically, there must be rewards to those people who perform better during the period of capacity building.

The second theme was called “Relevance of Capacity Building contents on school head teachers”  emerged from the second research question which asked “What is the relevance of Capacity Building contents to school head teachers in enhancing the academic performance of secondary school students?” The objective of this research question was necessary because before critically assessing a particular issue, it is wise to look at the positive side as well. From this theme it was interesting to find out the emergence of four subthemes which were: supervision of daily academic activities, encouragement of good relationship between teachers and students, to solve disputes emerging between teachers and students, reminding their teachers to carry their duties effectively through planning School activities, employing part time teachers, monitoring School activities, making evaluation of the School activities. The third theme was called “High proficiency of facilitators”. It emerged from the third research question. The research question asked, “What is the facilitator’s proficiency in delivering instruction? It was interesting to find out the emergence of four subthemes which were: adequate background of leadership, demonstrating the mastery on the content, participatory approach, use projectors as the media format, provision of time for small group presentation, providing adequate resources. 
The last theme in the study was Capacity Building improvement. This theme came out from the fourth research question which asked “What are the ways to improve delivery of Capacity Building on school academic performance?’’ In essence this was the heart of the study. Its aim was to find out areas that could be improved in delivery of Capacity Building on school academic performance. 
Out of this nineteen themes emerged namely: instructional planning, improvement of subject content delivery methods, knowledgeable  people should deliver the content, centres for Capacity Building in every region must be built, motivation to the school head teachers, the programmes must be related much to monitoring, planning and staffing, good instructional  planning, knowledgeable facilitators  should be used, quality materials must be provided to head teachers, extension of learning time, good motivation from the government, assessment to the school head teachers must be done, monitoring and evaluation must be done, extension of time for learning and lastly, the programmes should be conducted during holidays.
4.2.2 Procedures for Providing Capacity Building to School Head teachers TC "4.2.2 Procedures for Providing Capacity Building to School Head teachers" \f C \l "1"  

There was one sub question that emerged out of the first research objective. The question stated: the way the head teachers think about the best procedures for providing capacity building to the school head teachers in Mbulu. The objective of this theme was to explore the procedures of capacity building to secondary schools in Mbulu. It was necessary for this objective to be investigated because procedures for providing Capacity Building to school head teachers are very important and differ from one country to another. From this theme, six subthemes emerged which were: provision of seminars to the school head teachers, provision of school workshops to the school heads, provision of directives to the school teachers, the programme must be conducted frequently with enough seminars, the programme of Capacity Building must be conducted practically rather than theoretically and there must be rewards to the school head teachers who perform better during the period of Capacity Building.
4.2.2.1 Provision of Workshops to School Head Teachers TC "4.2.2.1 Provision of Workshops to School Head Teachers" \f C \l "1" 
 The findings showed that most of the respondents who responded to this question said that to a great extent, the provision of school workshops was of great importance. In their argument they said that workshops to the school head teachers were inevitable since such workshops did provide solutions to some of the problems  that arise in school environment, others argued that the programmes were satisfactory to great extents, however, the provision of workshops to the school head teachers was very rare while they were very important in school leadership and administration; others argued that the programmes needed to be conducted frequently since they were being conducted only twice a year by (MoEVT) under the umbrella of Agency for the Development of Educational Management (ADEM) which is located in Bagamoyo in Dar-es-Salaam. None of the respondents said that they were satisfied by the seminars that are being provided and conducted to the School Head teachers. The respondents were needed to give reasons as to why they said that there must be provision of workshops to the School Head teachers. One experienced respondent, who was formerly a headmaster with the age ranging between 40 and 45 years with School headship experience of about 7 years noted that:

“The Capacity Building seminars that are being provided and conducted to school Head teachers in Tanzania are being conducted in Dar-es-Salaam. So I can say those seminars are good and they satisfy us to a large extent, because the seminars do provide ideas to school Head teachers especially on administration and curriculum implementation. On the other hand training presents a prime opportunity to expand the knowledge base of all school head teachers, but many school head teachers find the development opportunities very expensive. School head teachers also sometimes miss out on work time while attending training sessions, which may delay the completion of projects at school since sometimes these seminars are being conducted during school work days. Despite the potential drawbacks, training and development provides both the school as a whole and the individual employees with benefits that make the cost and time a worthwhile investment at school in matter of students’ academic achievements”.
The quote reveals that respondents are being contented with the programme of capacity building to the school head teachers; however, the programme is being conducted only in one area and one region which is Dar-es-salaam. However, some respondents argued that the programme could have even been conducted in Arusha city. Another respondent with the age ranging from 40 to 50 years with five years of headship, asserted the following on the same question:

“To a great extent I’m being satisfied by the seminars or Capacity Building programmes that are provided by the Agency for the Development of Educational Management (ADEM), however, there are some advantages when someone attends seminars and Capacity Building programmes because a training program allows you to strengthen those skills that each employee needs to improve. A Capacity Building program brings all schools and teachers and other employees to a higher level so they all have similar skills and knowledge. Providing the necessary training creates an overall knowledgeable staff with employees who can take over for one another as needed, work on teams or work independently without constant help and supervision from others”. 
Another school academic master with the age ranging from 35 to 45 years with six years of school experience seemed to be experienced in the field of school teaching asserted the following on the same question:

An employee and school head teacher who receives the necessary training and Capacity Building programme is better and able to perform her/his job. She/he becomes more aware of safety practices and proper procedures for basic school tasks. The training and Capacity Building programmes may also build the employee's confidence because she has a stronger understanding of the organization and the school as well and the responsibilities of her job. This confidence may push her/him to perform even better and think of new ideas that help her/him excel. Also because of better training the school head teacher may practice good managerial practices that may finally lead to better academic performance of the students in the national examinations as well as internal examinations.  Continuous training also keeps employees on the cutting edge of organization and school developments. Employees who are competent can change school standards and help school hold a position as a better school and strong competitor within the other schools which are found around”.

Another respondent with the age ranging from 45 to 55 years with seven years of school headship seemed to be mature in the field asserted the following on the same question:

A structured training; Capacity Building programme and development program ensures that employees have a consistent experience and background knowledge. The consistency is particularly relevant for the school's basic policies and procedures. All employees and school head teachers need to be aware of the expectations and procedures within the school. This includes safety, discrimination and administrative tasks. Putting all employees through regular training in these areas ensures that all staff members at least have exposure to the information. Employees and school head teachers with access to training and development programs have the advantage over other employees in other schools as well as organizations who are left to seek out training opportunities on their own. The investment in training and capacity building that a school makes shows the employees are valued. The training creates a supportive workplace. Employees may gain access to training; they wouldn't have otherwise known about or sought out themselves. Employees who feel appreciated and challenged through training opportunities may feel more satisfaction toward their jobs and hence lead to better academic performance of the students in secondary schools”.

In supporting the above views, nearly everyone accepted the premise that teachers make a difference in the lives of their students. One report (Kashu, 2012) briefly cast doubt on the direct importance of teachers in students’ achievement. This report seemed to indicate that the impact of teachers and the quality of teaching were less important to student learning and achievement than other factors, such as students’ socioeconomic status. However, subsequent research in classrooms has demonstrated that school head teachers do make a tangible difference in student achievement. For example, variation in student achievement has been systematically related to variation in the classroom behaviors and school management as well as leadership style of school head teachers. Reflecting on these findings, King and Newman (2008) state, “Since school head teachers have the most direct, sustained contact with students and considerable control over what is taught and the climate for learning, improving teachers’ knowledge, skills and dispositions through professional development is a critical step in improving students’ achievements”. The National Commission on Teaching and other national groups, such as the Education Trust (2008), earlier reached similar conclusions based on research that tracked the academic achievement of individual students over long time periods. Further, all of these organizations have shown that well-qualified school head   teachers and high-quality teaching can close the achievement gap between economically disadvantaged students and their more affluent peers. The public also recognizes the importance of well-prepared school head teachers in terms of seminar provision, Capacity Building as well as professional development for such teachers. In a large survey, Haselkorn and Harris (2008) reported that “roughly nine out of ten Americans believe the best way to lift students’ achievements is to ensure a qualified school teacher in every classroom.” This survey revealed, in addition, a strong belief by the public that prospective school head teachers need special training and skills, not simply a good general education.
It is important to examine the veracity of the conclusion that well-prepared teachers and high-quality teaching matters. It is important to document and understand what specific characteristics of teachers, and the school settings in which they work, contribute to successful students’ outcomes. This information can then be used to help determine how better to educate and support successful teachers. If high-quality teaching is essential to success in student learning and if the academic success and achievement of students can be linked to specific characteristics of teaching, such information might be used to argue against a recent trend in many districts toward dilution of requirements for teacher education and certification in response to teacher shortages, class-size reductions and growing. 
4.2.2.2 Provision of Directives over School Leadership and Teachers Preparation TC "4.2.2.2 Provision of Directives over School Leadership and Teachers Preparation" \f C \l "1" 
This theme resulted from the first research question, the respondents were asked by the researcher to explain the procedures that may be used to provide Capacity Building to the school head teachers, among the themes that were mentioned provision of directives over school leadership was mentioned too. From that point the researcher wanted to get further explanation from the respondents, one respondent with the age ranging between 40 and 45 pointed out the following on the question:  

“The best teacher-preparation programs and Capacity Building programs emphasize subject-matter mastery and provide many opportunities for student teachers to spend time in real classrooms under the supervision of an experienced mentor. Just as professionals in medicine, architecture and law have opportunities to learn through examining case studies, learning best practices, and participating in internships”. 
Exemplary teacher-preparation programs allowed teacher candidates the time to apply their learning of theory in the context of teaching in a real classroom. Teacher-Induction Programs support for beginning school head teachers. Even if well prepared, new school head teachers often were assigned to the most challenging schools and classes with little support. Nearly half of all teachers left the profession in their first five years, so more attention must be paid to providing them with early and adequate support especially through Capacity Building programmes that are conducted by the Ministry of Education and Vocational Training (MoEVT) under the umbrella of ADEM. 
4.2.2.3 Motivation to the School Head teachers TC "4.2.2.3 Motivation to the School Head teachers" \f C \l "1" 
The third theme that was mentioned by the school head teachers from the first research question was motivation to the school head teachers who attend the progarmmes of Capacity Building. It was very necessary for the researcher to ask the respondents to give critical information on how motivation can be the best procedure for providing capacity building to the school head teachers, most of the respondents who responded to this question said that motivation is very important to the school head teachers. The researcher was not satisfied with such words from the respondents. Therefore, he wanted further explanation on how motivation to the school head teachers can be used as the best procedure. One school head teacher pointed out the following on the question:
“Generally speaking, motivation is what energizes, maintains and controls behavior. As such, it is clear why it plays an important role in the workplace. But empirically measuring that role is another matter; it is challenging to capture an individual's drive in quantitative metrics in order to ascertain the degree to which higher motivation is responsible for higher productivity’’. 

Moreover, the school head teacher insisted that:

 “It is widely accepted that motivated employees generate higher value and lead to more substantial levels of achievement. The management of motivation is therefore a critical element of success in any school; with an increase in productivity, an organization can achieve higher levels of output, motivated employees will retain a high level of innovation while producing higher-quality, work more efficiently. There is no downside for example; the opportunity cost of motivating school head teachers as well as other employees is essentially zero, assuming it does not require additional capital to coach managers to act as effective motivators. Motivation has significance roles for the development of the students, since motivated school head teachers do work harder than those who are not motivated’’. 
Therefore, for this case school head teachers who attended Capacity Building programmes must be motivated especially those who do well in programmes during the training sessions. Nevertheless, motivating school head teachers who attended such programmes must be seen as part of incentive to the teachers.  In supporting the above views, Motivation is the complex forces, incentives, needs, desires, tensions and other mechanisms which start and maintain voluntary activity by members of an organization such as a school, for purpose of attaining personal aims, organizational goals, targets, professional roles and status (Jonson, 2011). Good students’ achievement will occur when we have a situation whereby teachers look at principals as facilitators, supporters and reinforcers in accomplishing the school’s mission rather than as guiders and leaders of their own private plan (John, 2006).  He further argued that school community should ensure maximum flexibility with an open door where teachers, non teaching staff and students are encouraged to consider school problems which must be talked by the person most capable of resolving them.  Schools should provide fringe benefits and exclusive privileges.  For instance, school based Health Services for students, teachers and non-teaching staff and the surrounding local community.   Hoy and Miskel (2007) observed that a school should have an outreach package for all community members. These could include clubs, retirement packages, competition prizes and rewards, certificates of services and recognition awards.  Schools should develop an overall school based incentive systems. Hence, everything done; each member of the school community should try to improve to make a better product and give a better service with minimum of resource outlay. Robbins (2008) noted that motivation of human resources in any work place is associated with high productivity. 
Rewards may be used for motivation, either financial or non-financial rewards. Many studies and reports have associated the productivity of human resources with how such resources are managed. Educational administrators have recommended rewards, which are individualized to reflect the differences in what employees consider important. Robbins (2008) points out that rewards should be given on the basis of effort and performance of personnel. The way staff members and students are compensated determines their motivational levels. The staffs that are better remunerated are likely to be more motivated than poorly remunerated staff (Mbiti, 2004). He further noted that head teachers must realize that their major tasks include among other things seeing to it that necessary monitory resources are available for the school use and to motivate their staff to produce a lively school spirit as well as excellence in work performance. Motivation is necessary if school’s objectives and overall school efficiency is to be achieved. It makes the teachers put utmost effort in their work and leads to school efficiency and better academic performance. Armor (2006) observed that motivation in the school should not only be through monetary rewards but it should also involve the proper use of verbal praise and other non-monetary rewards such as letters of appreciation and presentation of gifts. Head teachers should also recommend promotion of teachers who have shown excellent performance to boost their morale and productivity. Studies conducted by Ocham (2010) pointed out that the greater involvement of teachers in school decision making improves teacher motivation and commitment hence improves school performance. He argued that as managers, head teachers should work to maintain an environment that supports teachers’ efforts in the classroom and minimizes outside factors that can disrupt the learning process.  Storey (2008) argued that in high achieving schools head teachers encourage a spirit of cooperation between the staff, the administration and the entire student body in the school.  
Studies by Otieno (2008) on factors influencing performance found out among others, inadequate teaching resources, poor syllabus coverage, and poor administration leading to lack of motivation in teachers and poor infrastructure as common factors at poorly performing schools in national examinations. The survey concluded that in good performing schools, they maximized support from parents, high standards of discipline among teachers and students.  Hayness (2011) is of the opinion that maintaining healthy employees’ relations is an essential pre-requisite for organizational success, hence principals should relate well with the teachers for improved academic performance. A school in which good morale prevails is likely to have less disciplinary problems amongst teachers and students. Head teachers have recognized the fact that high motivation contributes to academic success of students in national examinations rather than school facilities. For example in the Daily Nation (2003) the head teacher of Nyeri High School reported that motivation and hard work on the part of students and teachers had contributed to the success of the school in national examinations. It is clear that high academic achievement is observed in schools where both teachers and students are motivated by head teachers. 
4.2.2.4 Supervision of Daily Academic and Non-academic School Duties TC "4.2.2.4 Supervision of Daily Academic and Non-academic School Duties" \f C \l "1"  

The forth theme known as supervision of daily academic and non-academic school duties, was among the themes that were mentioned by the respondents, the researcher wanted the respondents to provide vivid and critical examples on how supervision is being related with Capacity Building of the school head teachers of secondary schools in Mbulu district and its relationship with academic performance in the national examinations. It was from this point where by most of the respondents came out with the following views:
“Supervision is a way of stimulating, guiding, improving, refreshing and encouraging and overseeing certain group with the hope of seeking their cooperation in order for the supervisors to be successful in their task of supervision. Supervision is essentially the practice of monitoring the performance of school staff, noting the merit and demerits and using befitting and amicable techniques to ameliorate the flaws while still improving on the merits thereby increasing the standard of schools and achieving educational goals. It is an interaction between at least two persons for the improvement of an activity. It is also a combination or integration of processes, procedures and conditions that are consciously designed to advance the work effectiveness of individuals and groups. School supervision as the process of bringing about improvement in instruction by working with people who are working with students, has also been described as a process of stimulating growth and a means of helping teachers to achieve excellence in teaching. Supervision in school therefore is a vital process and combination of activities which are concerned with the teaching and improvement of the teaching in the school framework.”

In supporting the above views, studies conducted by Dickson (2006) revealed out that school  head teachers should supervise teaching and learning in the school by ensuring that early lesson planning is always done, ensuring that lessons are structured with an interesting beginning, revision of previous lessons, teacher voice variations and summary of major points are done, that there is use of backups (teaching aids by teachers) properly and that there is good relationship between teachers and students, and that teachers follow up the curriculum strictly. Edmonds (2010) further noted that students’ progress should be frequently monitored and that in high performing schools head teachers establish a system of evaluating the students frequently through tests and examinations. Those who perform unsatisfactorily are forced to repeat the work by teachers. It is communicated to class teachers by the head teachers that their students’ progress is a concern for the whole school. 
D’Sousa (2008) noted that supervision is a major function that the school head must carry. It includes supervision of activities supportive of improving instruction that is curriculum and material development, evaluation of programmes and instructional planning. Frank (2008) argues that, in order to bring about student learning, the principals must serve as leaders.  Among the things they list as requirements to achieving this include: working with teachers to strengthen skills, knowledge of academic content and pedagogy, collect, analyse and use data, posses the leadership skills to fulfill the role and ability to rally all stakeholders to increase students’ performance.  Teachers ought to be closely supervised for effective teaching in order for students to consistently do well in national examinations. For a school to perform well in national examinations there must be a teaching scheme for each subject on the curriculum.  This is because the teaching schemes provide the school with organizational systems of content coverage for the full period of the course in each subject. Mbiti (2007) says that supervision concerns the tactics of efficient and proper management of personnel. The head teachers should frequently monitor the teaching and learning process in the school. The failure of any organization depends mainly on its personnel. There must be a proper system of supervision to ensure that the organization’s goals are met. In schools which perform well, the head teachers give proper directions about what to do and as well spot the problem areas and rectify them before things get worse. The Tanzania’s education system is dominated by examination orientated teaching where passing examination is the benchmark for performance because there is no internal system of monitoring learning education cycle. Maiyo (2009) noted that examinations are generally accepted as valid measures of achievement.  The responsibility of checking professional documents like teachers’ schemes of work and lesson plans lies in the hands of the head teacher. This may be done in person or he may delegate to the deputy head teacher or the senior teacher. Preparation and use of schemes of work by the teachers, enhances sequential teaching and results to improved academic achievement. This should be done frequently to allow the head teachers to monitor curriculum implementation. Lack of this close monitoring is a factor which could contribute to poor performance in national examinations.  

4.3 Managerial Challenges in Enhancing School Academic Performance of the Students TC "4.3.0 Managerial Challenges in Enhancing School Academic Performance of the Students" \f C \l "1" 
Research question two which resulted from research objective two sought to explore the managerial challenges in enhancing school academic performance in relation to Capacity Building contents of secondary school head teachers. There were three themes that emerged out: students bullying, student’s attitude and behaviour together with class size. The researcher wanted the respondents to give explanations how class size, one school discipline teacher revealed the following words on the question: 

“Bullying doesn’t involve only those doing the bullying and those being bullied. Bullying involves and affects the entire school community. The three main groups that are affected by bullying are the students who are bullied, the students who bully, and the witnesses or bystanders who see it happen, all these groups are highly affected in their academic achievement with the system of bullying. Students who are bullied can develop physical symptoms such as headaches, stomach pains or sleeping problems and when all the fore mentioned problems happen, students cannot concentrate and study effectively. They may be afraid of going to school, going to the lavatory, or riding the school bus for those who are in boarding schools. They may lose interest in school, have trouble concentrating, or do poorly academically. Bullied students typically lose confidence in themselves. They may experience depression, low self-esteem and suicidal thoughts or they may lash out in violent ways-the most serious being school shootings.”
The respondents further explained that the following issues are the part of students bullying and its impact on the academic performance. He said that:

‘Students who witness bullying may also be affected. They may feel guilty for not helping, or fearful that they will be the next target. Or they may be drawn into the bullying themselves and feel bad about it afterwards. All of this may gradually change the group or classroom attitudes and norms in a harsher, less empathetic direction. When bullying continues and a school does not take action, the entire school climate can be affected. The environment can become one of fear and disrespect, hampering the ability of students to learn. Students may feel insecure and tend not to like school very well. When students don’t see the adults at school acting to prevent or intervene in bullying situations, they may feel that teachers and other school staff have little control over the students and don’t care what happens to them”. 
The effects of bullying are so devastating and profound that over the last few years at least three classes’ laws against bullying have been adopted. There have also been civil suits brought against schools and school systems over bullying incidents, some with damages. It is important to realize that, like sexual harassment and racial discrimination, some forms of bullying are illegal actions. Bullying is a serious issue that will impact the school experience of all children involved. This is why it must be taken seriously and effective measures to prevent it must be put in place. 
Another Head teacher with the age ranging from 35 to 45 years with seven years of headship, asserted the following on the same question:

“Schooling has multiple purposes. In the long run, higher levels of schooling are associated with higher earnings and economic mobility, better health, lower mortality rates and greater democratic participation. For these reasons, most societies require children to attend school for a specified number of years or until they reach a certain age. Many of the benefits of schooling in the small class size occur with positive results as compared to the situation where the class is highly most notably, time is required for learning, and is scarce, the amount of learning needs to be maximized at least cost. Learning is complex, involving cognitive processes clustered with many children in the class”.  
Much of the debate over schooling is essentially about how to maximize the amount of student learning, typically as measured by various assessment instruments such as standardized achievement tests. Typically, school systems have established a primary mode of learning that involves groups of students of about the same age interacting with a single individual leading activities in a confined physical space, directed toward learning a particular topic in other words, students are placed in classes. The number of other students in the class can vary. At the extreme, there can be one or more adults facilitating learning teachers with one or two students.

In supporting the above view, Okofor (2006) argues that, in the school settings where state mandates on maximum class size are relaxed, policymakers need to bear in mind that the effect of any increase in class size will depend on how such an increase is implemented.  For example, a one-student increase in the student/teacher ratio in Tanzania would reduce the teaching workforce by some percentages.  If the teachers to be laid off were chosen in a way largely unrelated to their effectiveness, such as seniority-based layoffs, then the associated increase in class size might well have a negative effect on student achievement.  But if schools choose the least effective teachers to let go, then the effect of increased teacher quality could make up for some or all of the possible negative impacts of increasing class size. State resources for education should always be carefully allocated, but the need to judiciously weigh costs and benefits is particularly salient in times of austere budgets. Orora (2008) stresses that, class-size reduction has been shown to work for some students in some grades in some states and countries, but its impact has been found to be mixed or not discernable in other settings and circumstances that seem similar.  It is very expensive.  The costs and benefits of class-size mandates need to be carefully weighed against all of the alternatives when difficult decisions must be made. 
Building on the same vein Omari (2005) reveals that, there are a small number of variables in American education that are both thought to influence student learning and are subject to legislative action.  Class size is one.  Others include human resource policies, funding levels, curriculum, days/hours of instruction, and testing and accountability. Advocates for legislation on any of these topics are likely to appeal to research evidence as support for their position.  That is appropriate and desirable as long as: a) the evidence is of high quality, b) it is relevant to the legislative action under consideration, c) conflicting evidence is not ignored, and d) alternative courses of legislative action are similarly evaluated and compared. The absence of any of these four conditions undermines the legitimacy of advocacy that is built on assertions about what “research says.”  If the evidence is not of high quality it provides little or no support for any conclusions.  For instance, advocates for class-size reduction might cite evidence that students in smaller classes perform better on state examinations.  But this simple correlation could be due to families with higher levels of education living in more affluent school districts that can afford smaller classes.  Class size per se might have no more to do with student achievement than the condition of the schools’ sports stadiums.

4.3.1 How Capacity Building Instructions Affect Planning, Staffing and Monitoring TC "4.3 How Capacity Building Instructions Affect Planning, Staffing and Monitoring" \f C \l "1" 
Research question two which resulted from research objective two sought to assess how Capacity Building instruction affects planning, staffing and monitoring. There were three sub- questions that emerged out of this research question, these questions were: How have Capacity Building instructions been translated to planning? How have Capacity Building instructions been translated to staffing? How have Capacity Building instructions been translated to monitoring?
 4.3.2 Through Planning School Activities TC "4.3.1 Through Planning School Activities" \f C \l "1" 
When the respondents were asked to explain on how Capacity Building instructions have been translated into planning, they emerged out with one theme which was through planning school activities. The findings show that most of the respondents agreed that Capacity Building programmes have helped them to make good planning to their school activities .This was mostly validated by the statements that were given by the respondents. The researcher wanted the respondents to give reasons why they said that the seminars have helped them. A female deputy head mistress with the age ranging from 40 to 50 years with six years of work experience argued by saying that: 

“Capacity Building programme has helped me much to plan many things that are related to  my    school and live with my staff members in harmony , also the seminars have  enabled me to monitor my school effectively. For example the case of making evaluation to my school especially on how things are supposed to be done and the procedures of taking when I want to do something like employing some one in my School. Planning helps an organization chart a course for the achievement of its goals. The process begins with reviewing the current operations of the organization and identifying what needs to be improved operationally in the upcoming year. From there, planning involves envisioning the results the organization wants to achieve, and determining the steps necessary to arrive at the intended destination-success, whether that is measured in financial terms, or goals that include being the highest-rated organization in customer satisfaction”. 

All organizations, large and small, have limited resources. The planning process provides the information top management needs to make effective decisions about how to allocate the resources in a way that will enable the organization to reach its objectives. Productivity is maximized and resources are not wasted on projects with little chance of success. Planning promotes team building and a spirit of cooperation. When the plan is completed and communicated to members of the organization, everyone knows what their responsibilities are, and how other areas of the organization need their assistance and expertise in order to complete assigned tasks. They see how their work contributes to the success of the organization as a whole and can take pride in their contributions. Potential conflict can be reduced when top management solicits department or division managers’ input during the goal setting process. Individuals are less likely to resent budgetary targets when they had a say in their creation.

Another respondent with the age ranging from 40 to 50 years old with eighty years of School working experience said the following on the same question:

“These seminars that are being conducted to some extent do help us because people who conduct such seminars do provide materials like books that help on how to plan School activities .So even if you didn’t understand the seminar, when you meet your friends especially School management team, you can use the same book to plan school things. Therefore, the seminars do help us.

Another respondent with the age of about 43 years and four years of working experience as the School head teacher responded on the same question by saying that:

“Of course these seminars have helped us on how to plan things related to school issues, for example, they have helped us to plan who should teach what subject and at what level, not only that but the seminars have helped us to plan and make evaluation of the students whom we are dealing with especially in terms of their academic performance.”

In supporting this view above, Mosha (2006) and Mohamed (2012) describe planning as a management function; the dynamic process of making decisions today about future actions. It encompasses a wide range of activities to come up with a plan that would coordinate efforts of employees, identify and commit the resources to achieve particular goals and objectives, decide which activities are consistent with stated objectives, and measure progress towards these objectives so that corrective action can be taken as necessary.
In supporting the view above Mohamed (2012) and Mosha (2006) claim that planning is the primary management function, which is the foundation of organizing, influencing and monitoring functions of head teachers. Only after head teachers have developed their professional development in school management and leadership they can be able to determine how they should structure their organization, place its people properly, and establish organizational control. This means that head teachers’ Capacity Building programme is very important to the school head teachers and it should be supported by the government of Tanzania through the Ministry of Education and Vocational Training, because the outcomes of the organization in terms of success depends much on the management of the school by the head teacher. 
To conclude the above view, planning activities will not succeed effectively if the government does not intervene in such activities of rescuing the situation of Capacity Building of the School head teachers. Looking at the views of the respondents, one will realize that Capacity Building programmes are very important to the School head teachers; without Capacity Building Programmes to the School head teachers no changes can take place within the organization.    
4.3.3
New Staff Employment TC "4.3.2
New Staff Employment" \f C \l "1" 
The second question sought to see how Capacity Building instructions have been translated to staffing. There was one theme that emerged from this sub question: the theme was new staff employment. Respondents were asked to explain how Capacity Building programmes have been translated to staffing. Respondents agreed that seminars have enabled them to make good staffing. One head teacher stated the following on the question: 
“It is through these seminars that I have started to conduct interviews to those workers whom I want to employ, after the seminar I realized that when I want to do staffing or employ new teachers (part time teachers), I should conduct interviews and select those members whom I want”. I do this by cross checking their certificates and when I’m satisfied with their certificates is when I can employ them. For example some of the people have brought their certificates and they are asking for teaching vacancies. Therefore these seminars have helped me”.  

Another respondent (an academic master) noted the following on the same question:

“Yes, these seminars have helped us to employ part time teachers and watch me as you can see. For example here we have employed two part time science teachers, and three watchmen. For our public Secondary Schools we are not allowed to employ permanent workers since that is the work of the responsible authorities. But what we just do is to employ part time workers and not full time workers.”

Another respondent with 5 years of experience noted the following on the same question:

“Actually for the government or for our case as the public secondary School we don’t employ new teachers. When we face the problem of shortage of teachers we just report to the authority and just wait for them to bring new teachers to our schools. However, sometimes when we employ part time teachers  we can stay with him or her for a short period of time and when the permanent worker has been employed we let the part time go, though those who seem to be good enough we just stay with them because they help us in teaching our students”.

In concurring with the statements above Reinhart (2008) argued that new staff members are very important in the organization because they help much in pushing up the development of the School. Staff members play a great role in facilitating the development and pushing forward the school activities. Taking into consideration new employed staff members, one will come to a point on understanding how better new staff members are very crucial within the organization. To conclude the above view and comments majority of the respondents have argued much on seminars on how seminars have been used as the stepping stone in making school improvement especially in employing new staff members, this has been indicated by their responses in adhering to the question. Most of them reached a point where they said that without these Capacity Building programmes schools might have been in deterioration.     
4.3.4 Monitoring School Activities and Making Evaluation of Work Done by Workers TC "4.3.3 Through Monitoring School Activities and Making Evaluation of Work Done by Workers" \f C \l "1" 
The third sub question under research question number two sought to assess how Capacity Building has been translated to monitoring. The respondents were needed to say how Capacity Building programmes have enabled them to make good monitoring to their schools. The findings show that respondents across gender, experience and age agreed that seminars have helped them to make good monitoring to their schools as well as making evaluation of their school activities. This has been indicated by the statements that were articulated by the respondents. A male teacher with six years of School working experiences replied by saying that:

“These seminars are helpful to a great extent.  Also these seminars have helped us much on the whole issue of making evaluation to the school activities. For example, sometimes when you are not present at the working station you can delegate power to the deputy head teacher or the academic teacher and this is very helpful to us, because sometimes you can attend the seminar for one week. So these seminars are helpful to a great extent”.

Another respondent responded to the same question by saying that:

“These seminars are so helpful to us because they provide good skills on how to make evaluation of what teachers are supposed to accomplish at the end of the term. They help us to make follow up to all teachers who fail to do what they are supposed to do. For example, there are forms known as OPRAS (Open Performance Review Appraisal System), these forms help us to know whether a teacher met his expected objectives or didn’t meet his or her expected goals”.

In conclusion, for the second research question, the respondents indicated that they have translated Capacity Building programmes into staffing, planning and monitoring. These have been supported by Bush and Mosha (2006) who argued that, “Capacity Building of the School Head Teachers or professional development of the school Head Teachers is inevitable, any School leader must attend Capacity Building programme for the purpose of increasing his or her knowledge in school management and leadership (Bush, 2006). The writer further argues that Capacity Building of the School Head Teachers provides skills to the head teachers such as conceptual skills, human skills and the technical skills. The application of these skills changes as school head teachers move up in the ladder of the organization. Going through the professional development or Capacity Building of the school head teachers is of great importance, since to become the school leader without professionalism in school management and leadership can lead to the massive failure of such an organization (Mosha, 2006).

4.4 Facilitator’s Proficiency in Delivering Instruction TC "4.4 Facilitator’s Proficiency in Delivering Instruction" \f C \l "1" 
The sub questions that appeared in this research question were: the background of facilitators’ leadership background, the mastery of content by the facilitators, how does the facilitator use participatory method in delivering the content, how do facilitators use various media formats in illustrating content, how does the facilitator provide time for small group presentation and the adequate resources provided by the seminar facilitators. The themes that emerged out of research question three were as follows:
4.4.1 Facilitators Have Adequate Background of Leadership TC "4.4.1 Facilitators Have Adequate Background of Leadership" \f C \l "1"  

The first sub question sought on how the head teachers consider the background of leadership of the seminar facilitators. The findings show that the facilitators have leadership background. The respondents were asked to say to which level they consider the adequate leadership background of the seminar facilitators. Respondents regardless of their age, sex and experiences replied by saying that those who conduct such seminars have leadership background  of high  level, others said of lower level, other respondents said of middle level. The researcher wanted them to give reasons as to why they said that those who conducted such seminars have adequate background of leadership. One male teacher asserted that:

“Duties and capacity that were being demonstrated by the seminar facilitators indicated that most of them have adequate leadership background. Sometimes when they are discussing various matters they do it correctly and this sends a message that they have a good leadership background in what they do”.  

Leadership background that is expected to be demonstrated by the facilitators must be of the positive attitude that can help everyone. Considering the views of the respondents is obvious that most of the facilitators have background in leadership though not all. Expecting good performance of the school head teachers while people who demonstrate such Capacity Building programmes are not capable in such areas would be impossible. Facilitators must demonstrate good leadership background so that even those who learn from them can pass in the same course and acquire the same skills that are expected.  In supporting the above view Okumbe (2007) argued that for the school head teachers to perform better in the field of School management, they must have undergone Capacity Building programmes that must be conducted frequently to such leaders. In building on the same vein Smith (2006) supports Okumbe’s views by indicating that handling School in the hands of someone who did not go through leadership and management courses might lead to the failure of such an organization, because it will be impossible to such a man to implement some of the issues that are related to the organization.

4.4.2
Facilitators Demonstrate Mastery on the Contents TC "4.4.2
 Facilitators Demonstrate Mastery on the Contents" \f C \l "1" 
The second question sought to see how facilitators demonstrate mastery on the contents. The respondents were asked to explain how the facilitators demonstrate the mastery on the contents they deliver. The findings show that the facilitators do demonstrate mastery on the contents that they are demonstrating, this has been validated by the statements of the respondents. Respondents responded to this question by saying that some facilitators do demonstrate   mastery on the contents especially when they are presenting the instructions but few of them do fail to demonstrate the mastery on the content. The researcher wanted the respondents to give reasons to their answers. A  School Headmistress argued by uttering that: 

“People who deliver such instructions or Capacity Building programmes (most of them) are capable of delivering such contents, though not all of them because some of them just read from books.”  

Another respondent responded on the same question by saying that:

“I think that those people who conduct such seminars the way I saw them, most of them  show good mastery on the content because the way they deliver materials, I appreciated them. Sticking on the elaboration that they make, it shows that they have leadership background of high level.”

From respondents’ views it is better to encourage and motivate people who present the instruction effectively, this can be done through giving them some sort of increment on their salaries but leaving them with just mere words of thanks giving, they might be tempted to find other jobs apart from the current one. On the other hand, people who fail to do and meet the expected goals of the recipients must be warned with very serious letters from the minister for education. Because those seminars are very costly to the government, facilitators must meet the expected goals. 

 4.4.3
Facilitators do facilitate the Use of Participatory Approach in Delivering    
Contents TC "4.4.3
Facilitators do Facilitate the Use of Participatory Approach in Delivering    Contents" \f C \l "1" 
The third question sought to assess how the facilitators use participatory approach in delivering contents. The findings show that the seminar facilitators do facilitate the use of the participatory approach in delivering the contents. This has been revealed by the statements that were provided by the respondents .Respondents were asked to say on how the facilitators use participatory approach in delivering the contents. All the respondents regardless of their age, sex and experience replied to this question by saying that facilitators do use participatory approach in delivering the seminars. For example, one academic teacher noted the following on the question:

“Most of the times when, we attend such programmes, people that facilitate such programmes do use participatory approach. Sometimes those people do allow us to ask questions and provide questions for group discussion. And when it appears that some didn’t understand what has been discussed, they help him or her to understand through explanation”. 

In supporting the statement Kurson (2007) noted that participatory methods are very crucial in teaching people who attend seminars. There is great impact of teaching the adults through participatory approach. Participatory approach most of the time helps slows learners to go hand in hand with the facilitators. Example, instead of the facilitators attending everyone in the class who seems not to understand what is going on in the class; he will assist the targeted group only and provide the required information.  
4.4.4
Facilitators do Use Projectors as the Media Format in Illustrating Contents TC "4.4.4
Facilitators do Use Projectors as the Media Format in Illustrating Contents" \f C \l "1" 
The fourth question sought to see various media formats used by seminar facilitators when illustrating contents. The results show that most of the time facilitators do use projectors as the means of illustrating the contents. Respondents were asked to say which media formats are used by the facilitators in illustrating the contents .All respondents that the researcher met responded to the question by saying that most of the time facilitators do use projectors as the media format of illustrating the contents. The researcher added another question that wanted the respondents to say how many projectors are being used in the class. One of the male Head Teachers responded by stating that: 

“Dear researcher, most of the time facilitators does use projectors as the media of presenting and illustrating the content.”

Another respondent responded to the same question by saying that:  

“The issue of presenting and illustrating contents by the facilitators; sometimes papers are being used though most of the time projectors are used.”
Supporting the views above Levine (2005) argued that handling people who attend seminars, it is better to teach and instruct them by using the media format because this enables everyone who attends such seminars to see and understand what is being directed and instructed by the facilitators.
The implication of such media formats to the School head teachers has great impact to such recipients. Taking the views of the respondents, most of them showed that they liked much learning through the format of projectors rather than using blackboards because most of them indicated that a projector is a good method that enables everyone to see and understand what is being taught by the facilitators. 

4.4.5
 Provision of Time for Small Group Presentation TC "4.4.5
 Provision of Time for Small Group Presentation" \f C \l "1" 
The fifth question sought to check whether the respondents were being given enough time for small group presentations. The findings show that the facilitators did provide time for small group presentations. This has been shown by the statements that were provided by the respondents. The researcher asked the respondents to say whether facilitators gave them time for small group presentations. All respondents regardless of their age, sex and experiences responded to the question by saying that facilitators provided time for small group presentations. The researcher wanted the respondents to say how many minutes they were being given for the small group presentations. The Head mistress noted that:

“Yes, they provide time for small group presentations; sometimes the presentations can be done for half an hour or more than that. But sometimes it depends on the duration of the seminar. Sometimes when the seminar questions are so many we just make the presentations of only twenty minutes or half an hour but if the questions are not many then we do the presentations for an hour and more than that.”

Another respondent noted on the same question by saying that: 

‘The problem of group presentations is time. Because most of the time those who facilitate seminars do provide a short time for presentations, sometimes they teach us a lot of things therefore it becomes difficult for us to make presentations. So we make presentations for a short period of time like twenty minutes to thirty minutes.’

In supporting the above view North House (2007) argued that provision of time for group presentation is very important to everyone who engages in learning, because this sends a message to the facilitators to know whether they understood what has been taught in the classroom. Without providing time for small group presentations it would be impossible for someone to know if people understood or not. Giving time to someone to give his views on what he did will enable him or her to know how capable he is in doing such a matter. It is better to give time to people who are learning so that they can gain knowledge and skills on how to do different aspects.

4.4.6 Facilitators do Provide Adequate Resources TC "4.4.6
 Facilitators do Provide Adequate Resources" \f C \l "1" 
The sixth question sought to see whether the facilitators did provide   adequate resources to those people who attended such seminars. The findings show that the facilitators provided adequate resources. The researcher asked the respondents if they were being given adequate resources by the facilitators. All respondents responded to the question by saying that they were being provided with adequate resources. 
4.5 Ways to Improve Delivery of Capacity Building on Management Functions TC "4.5 Ways to Improve Delivery of Capacity Building on Management Functions" \f C \l "1" 
There were three sub questions under this question, these sub questions were: Ways to be done to enhance the level of satisfaction on management function as it relates to Capacity Building  of head teachers, what is to be done  to effect Capacity  Building on planning, staffing  and monitoring, what is to be done to enhance  facilitators’  proficiency in delivering instructions. The first sub question sought to propose ways to be taken to enhance the level of satisfaction on management functions as the concept relates to Capacity Building to head teachers. The respondents were needed to propose ways which can be done to enhance the level of satisfaction on management functions as it relates to Capacity Building to school head teachers. Respondents responded to this question by attributing these ways that should be undertaken so as to enhance the level of satisfaction on management function as it relates to Capacity Building of school head teachers. 
4.5.1
Good Planning by the Facilitators TC "4.5.1
Good Planning by the Facilitators" \f C \l "1" 
When respondents were asked to say whether there was good planning by the facilitators, one remarked: 

“First of all we need those people who facilitate seminars to make sure that they plan effectively on how to conduct such programmes, because sometimes these programmes are not well arranged. For example, when they are planning programmes for the School Head Teachers they must make sure that the programmes will be conducted when the Schools are closed, when School Head mistresses and Head masters are out of the school compound. This is because Head teachers will feel free to attend such programmes, but when these programmes are conducted when School activities are going on, most the School Head teachers will be scared to attend such programmes because bad things might happen in the Schools in their absence, in one way or the other, the Head teachers might be answerable for such things.” 
Good planning by facilitators may be of great importance to the School head teachers. Capacity building programmes must be conducted during the time when School head masters and head mistresses are not stressed with other activities. School head teachers are involved not only in school activities but most of the time they are engaged in full administration of the Schools. Building on the argument above MacDonald (2007) argued that proper planning of programmes that are to be conducted to the School head teachers will enable them to be in the better position of participating to such programmes. Programmes that are conducted when Schools are closed most of the time do give ample time for School head teachers to engage fully in such occasions. On the contrary, when such programmes are conducted during the time when school activities are going on, most school head teachers do fail to attend such programmes because of being busy with school duties, to their disadvantages, they are forced to send the other teachers (either the second, academic or discipline master or any other teacher, who have also been included in this study) to represent them.

 4.5.2
Centres for Capacity Building must be built in every Region TC "4.52
Centres for Capacity Building must be Built in every Region" \f C \l "1" 
 In giving opinions about the location of centres for Capacity Building, one respondent opined that:

“We need such seminars to be conducted almost in every region of Tanzania, just think about someone who comes from Mbulu may be, how comes he attends the programme which is conducted in Dar-es-Salaam? Such programmes could have been conducted in Arusha which is near Manyara. It is easy to move from Mbulu to Arusha rather than moving from Mbulu to Dar-es-Salaam. We also need these seminars to be conducted for a long time, let’s say two months will be enough compared to one week, because one week is not enough”.
In supporting the argument above, Preedy (2005) argues that centres for Capacity Building programmes are very important, because centres enable teachers to attend such programmes freely especially when the centres are not located far away. Taking an example of centres that are in Tanzania, most of them are located far away from the working stations of the school head teachers. Centres for Capacity Building in Tanzania must be increased. For example, in every region there must be good centres for Capacity Building. By doing this, it will enable even those who are not School head teachers to attend such programmes and this will lead to great school improvement in terms of students’ academic performance.
4.5.3 Motivation to School Head Teachers who attend such Programmes TC "4.5.3 Motivation to School Head Teachers who attend such programmes." \f C \l "1" 
Speaking about motivation to school head teachers who attend such programmes, one head master opined that:

“ We need to be recognized as workers who do difficult work of educating  the entire society of Tanzania , but it is painful when you attend seminars and  come back home with little amount of money. Just look how other people are paid just for sitting and talking only, but for the School teacher in general it is a heavy work that makes someone toil. To make somebody who knows nothing to someone who is respectable is not an easy task. The government and the Ministry of Education should take into consideration in terms of payment, the School head teachers who attend such programmes.” 

Respondents claimed that they are not regarded as much as other workers from other professions. They claimed that they are paid little when they attend such programmes. Motivation is something that can encourage someone to work very hard in his working station. In supporting the argument above Nyongesa (2007) argues that without good motivation, workers cannot work hard in their stations because of the reason that most of the time they will feel that they are not valued by their employers. 
4.5.4
Programmes must be conducted by Experts who Specialized in Teaching  
Profession TC "4.5.4
Programmes must be conducted by Experts who Specialized in Teaching   Profession" \f C \l "1" 
Talking about the competence of Capacity Building facilitators, one of the respondents said:

“Sometimes people who are appointed to deliver such programmes are not competent enough, because some of them do deliver such programmes nicely, others do deliver such programmes poorly. This makes us to ask them questions, and this happens mostly when people fail to deliver instructions effectively.” 
Respondents claimed that people who deliver such programmes must be competent enough because sometimes people who conduct such programs of Capacity Building do fail to deliver such programmes. They said that due to the already seen incompetence of some of the facilitators, people who are being appointed to deliver such programmes must be knowledgeable enough. In supporting the above argument Kibue (2008) argued that people who deliver instructions to other workers must be knowledgeable enough in instructing other people.

4.5.5 Programmes must be related to the Planning, Monitoring and Staffing TC "4.5.5 Programmes must be Related to the Planning, Monitoring and Staffing." \f C \l "1" 
When respondents were responding to the question that wanted them to say what could be done so that such programmes can have impact on planning, staffing and monitoring, one head master said:
“If the seminars that are conducted are not related to planning then there won’t be positive impact on planning, staffing and monitoring. First of all, those seminars that relate to planning, staffing and monitoring should be conducted frequently and should be emphasized much; also those who attend such seminars should be at least enabled with some money which is bigger than what we are given for this moment.”
Most of the respondents therefore proposed that such programmes that are conducted must be related to planning, staffing and monitoring. Seminars that are not related to planning cannot have positive impact on planning and staffing. Regardless of the number of the programmes that are conducted, if they are not in relationship with planning, staffing and evaluation, they are of no or little advantage. By looking at the aspect and nature of the seminars that are conducted to head teachers, most of them are related to planning and staffing, because of this, most school head teachers have started to use such skills acquired from the Capacity Building programmes to employ new staff members. 
4.5.6
The Programmes must be Conducted during Holiday TC "4.5.6
The Programmes must be Conducted during Holiday." \f C \l "1" 
The fourth question sought to suggest what should be done to enhance the facilitator’s proficiency in delivering instruction. The respondents were asked to suggest ways that can be done to enhance facilitator’s proficiency in delivering instruction. The respondents suggested that the programmes must be conducted during the time when schools are closed. This is because when schools are closed head teachers get enough time to participate in such programmes. The following is a quotation of what a head mistress said: 
 “I think those capacity building programmes should be conducted during the time when schools are closed, and when the head masters and head mistresses are not stressed with the problems that are associated with the school issue. But if they will conduct seminars while the school timetables are working or when the schools are not closed then there will not be proficiency to the people who conduct such Seminars. Everything that relate to the proficiency needs enough time, but those who conduct those seminars do not provide enough time to those who attend seminars, also school head masters and head mistresses should be informed earlier rather than informing them in late days.”

To conclude the fourth research question that wanted the respondents to propose the ways that can be used to enhance the delivery of Capacity Building on school academic performance, most of the head teachers who did not want to be recorded their voices when they were talking, said most of those seminars just last for a short period of time, and even those who attend those seminars are not highly paid like other workers. One male head teacher appeared to be radical. He argued that:  

“I don’t know whether the government is serious with the investment that they want to invest in education. Because the facilitators who train us, they don’t give us enough time to discuss what we have been taught. Sometimes when we want to ask some questions they just tell us that the kind of the question that we want to ask is out of the topics that have been presented. For example, one day I wanted to ask why public head masters and head mistresses are not given the authority to employ, they replied to my question by   saying that the government will do it for you. But for the case of the   private school Head masters and Head mistresses are employing without   waiting for the government to do the work.”
When that male head teacher was responding to this question he seemed to have been radical with his argument. The researcher was a little bit surprised of his words since he was against all the issues which had been suggested by others, but by just taking his words into consideration, the researcher realized that the head teacher was dissatisfied with the programmes because he said that when head teachers attend such seminars they are not highly paid as other workers who are paid higher when they attend seminars.

This was realized through his words that stated that:

 “We are not considered in terms of payment, even the amount that we are being given is not enough, this has led to disappointment even to my fellow head teachers, you know they cannot tell you everything but that is the reality which exists and no one can deny that.”

4.5.7 Chapter Summary TC "4.5.7 Chapter Summary" \f C \l "1" 
The chapter has started with the background information or demographic information of the respondents. The information of the respondents’ show that most of the school head teachers are matured enough since the age of most of the respondents ranged from 40 to 45 years. This sends a message back that in orders someone to attain the position of school headship in Tanzania, she /he must undergo some sort of challenges and experience. This is mainly considered because the education officers want someone who can make the right decision when it comes to the time of making decision. 
The responses of the respondents indicate that most of them were satisfied with the programmes of Capacity Building of the school head teachers though when it came for suggesting what should be done so as to improve the delivery of Capacity Building, one head teachers seemed to be radical about the issue of Capacity Building. This was since when he responded to the question, he indicated some sort of disappointment with those programmes. He argued that when head teachers attend seminars they were not considered much in terms of payment. He said that other workers are better paid than teachers. The level of education of the respondents showed that most of the respondents were degree holders but few of them had diploma. For example, from the data 20 respondents had bachelor degree and 15 of them had diploma. This also indicates that most of the head teachers are professional workers.

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
5.0 SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS TC "SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1" 
The previous chapter provided an overview of the empirical study and highlighted the main themes and sub-themes as they had emerged from the data. This chapter provides a holistic overview of the entire study. The chapter begins with presenting a summary of both the literature review and the empirical study. This is followed by a synthesis of the research findings and a discussion of the conclusions of the study as they relate to the research questions. The limitations of the study are then explained and the chapter concludes with recommendations and suggestions for further research. 
5.2 Summary of the Empirical Study TC "5.3 Summary of the Empirical Study" \f C \l "1" 
Several research themes have been discussed as they emerged from the interviews. The first main research theme that emerged in this area was research design (see section 3.1). The study used qualitative research approach (Kothari, 2004). Kothari says that qualitative research approaches are usually in form of words rather than numbers.  It was followed by the population of the study. The population of the study included the school head teachers who are involved in Capacity Building programmes (see section 3.2).Sample and sampling procedures (see section 3.3) of the study involved five public secondary schools which were purposively selected out of about 34 public secondary schools in Mbulu district. Data collection instruments (see section 3.3.1) were also discussed followed by interview guide (see section 3.3.3) and data analysis techniques (see section 3.3.4).  Ethical consideration (see section 3.4.2) followed and the chapter ended with the summary of the chapter (see section 3.8) which discussed the issues that have been involved in the whole chapter.

The Effect of Capacity Building of Head Teachers in Enhancing Students’ Academic Performance
It emerged from the empirical study. It was necessary for the researcher to explore the Effect of Capacity Building of Head teachers in Enhancing Students’ Academic Performance as the nucleus of the study. From the findings, the effect ranged from effective supervision of schools, proper planning and implementation of the plans, creating a harmonious situation in schools, knowledge development, effective use of teaching-learning strategies and resources, increased teachers’ and students’ motivation and all other necessary conditions for students’ increased academic performance. The findings stressed that head teachers are the central figures in the drama of either success or failure of schools, hence, they must be always given a room for Capacity Building or Capacity Development. 

The Level of Satisfaction on Capacity Building to Head teachers
This was a question that was answered by referring to both the empirical study and the literature review. This was the question that wanted to see the level of satisfaction on Capacity Building programmes to the school head teachers. The results indicated that respondents are highly satisfied with the level of Capacity Building (See section 4.2.1).

The Effect of Capacity Building Instructions on Planning, Staffing and Monitoring
The empirical literature revealed that Capacity Building programmes to the school head teachers have positive impact on management functions like monitoring, planning and staffing (See section 2.9.2). Also the results that were obtained from the respondents show that Capacity Building programmes have positive effects on management functions like planning, monitoring and staffing (see sections 4.3.1, 4.3.2 and 4.3.3). Through Capacity Building programmes, Head teachers have made great improvements in planning, monitoring and staffing. 

The Facilitator’s Proficiency in Delivering Instructions
The results obtained show that facilitators have high proficiency. The responses of the respondents indicated that when the facilitators were delivering instructions, they showed great proficiency (See section 4.3.2).
The Ways to Improve Delivery of Capacity Building on School Academic Performance as well as Management Functions
From the findings, most respondents opined that facilitators should provide adequate resources; facilitators should make good planning of the programmes, centres for Capacity Building must be built in every region and school head teachers must be motivated both financially and psychologically. 
5.3 Conclusion of the Study TC "5.4 Conclusion of the Study" \f C \l "1" 
The aim of this study was to investigate the Effect of Capacity Building of Head teachers in Enhancing Students’ Academic Performance. The documented literature (see section 2.1) and the empirical study revealed that there is positive impact of Capacity Building of the Head teachers in Enhancing Students’ Academic Performance if it is well utilized by facilitators. The study’s conclusions were expressed in terms of the answers to the research questions.
For question number one, respondents indicated that they were satisfied with the programmes because most of them said that the programmes were satisfactory to them. Some of them said that the programmes satisfied them to a great extent. For question number two, it showed that these programmes were very helpful to them because the respondents said that these programmes helped head teachers into staffing new staff members, and also the programmes have been translated into monitoring and planning school activities. However, in question number three things seemed to be different to some of the respondents who seemed to be radical about the programmes. For example one respondent was radical about the programmes, because he said that teachers are not considered highly in terms of payment.  
Respondents were asked to propose ways which can be used to improve delivery of Capacity Building to head teachers. They proposed a number of ways which can be used to improve the delivery of Capacity Building which included good planning by facilitators (see section 4.4.1), centres for Capacity Building to be built in every region (see section 4.4.2), school head teachers to be motivated (see section 4.4.3),  the programmes  to be conducted  by expert people who specialized in teaching profession (see section 4.4.4), the programmes to be related to planning, monitoring and staffing (see section 4.4.5) and lastly, the programmes to be conducted during holiday (see section 4.4.6).
5.4 Recommendations TC "5.5 Recommendations" \f C \l "1" 
5.4.1 To the Ministry of Education and Vocational Training TC "5.5.1 To the Ministry of Education and Vocational Training" \f C \l "1" 
i). 
Emphasize and consider leadership and management courses when hiring school heads for knowledge-ability of leadership functions, 

ii). 
Induct newly appointed school heads in order for them to get acquainted with leadership requirements and skills, 

iii). 
To consider organizing regularly short leadership and management head teachers’ courses to empower them with necessary knowledge and skills of leading schools, 

iv). 
Planning to organize seminars particularly during holiday seasons because there is less management work, 

v). 
To endeavour answering questions in a way that is satisfactory to seminar attendees.

5.4.2 Secondary School Head teachers should TC "5.5.2 Secondary School Head teachers should:" \f C \l "1" 
i). 
Continually implement knowledge gained from Capacity Building seminars in the areas of planning, staffing, monitoring, evaluation, et cetera,

ii). 
Encourage the teachers in their schools to use participatory teaching approaches,

iii). 
Make sure that they use instructional media such as projectors in their management functions,

iv). 
Plan for further studies in leadership and management instead of complaining that seminars are always short, 
v). 
Always plan to attend these seminars and delegate work to their subordinates.
5.5 Suggestion for Further Study TC "5.6 Suggestion for Further Study" \f C \l "1" 
People who are interested in further study on the same topic should carry the study over the whole country so that we can check the effect of Capacity Building of the school head teachers all over Tanzania.
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APPENDICES TC "APPENDICES" \f C \l "1" 
Appendix A: Questionnaire for Head Teachers and Other Teachers (non-heads) who have ever Attended Capacity Building Programmes by the Agency for the Development of Educational Management (ADEM)

I, Yohana John, Reg. No.PG201400329, is the bearer of this letter and graduate school student of the Open University of Tanzania, presently enrolled for the research module that forms part of the structured Master’s Degree in Educational Administration, Planning and Policy Studies (Med APPS). The study seeks to investigate the ‘The Effect of Capacity Building of the   Head teachers in Enhancing Academic Performance of the Students: A Case Study of Secondary Schools in Mbulu, Tanzania. I have chosen you as my respondents because I know you will provide the required information to my study. All the information obtained from you will be used for the academic purpose and will be treated confidentially.  
Questionnaire for Head Teachers and Other Teachers who have ever Attended Capacity Building Programmes by the Agency for the Development of Educational Management (ADEM)

Kindly respond to all questions as honestly as possible. The information obtained will be treated with utmost confidentiality for the purpose of this study. 

SECTION A: Demographic information: 
Instruction: Please tick where applicable. 

1. Gender: Male          Female 

2. Age: 20-24         25-29        30-39       40 & above 

SECTION B: Training 
1. 
Highest Level of Education  

Diploma        Degree         Masters        Others 

2. 
Course taken at university /college of study: 

Please tick the course(s) you took at university/college 
i) 
Education Management and Planning 

ii) 
Education Administration and Management 

iii) 
School Administration and Management 

iv) 
School Leadership and Management 

v) 
Education Leadership and Management  

vi)  
School Leadership 

vii) 
Education Leadership 

viii) 
Organizational Management and leadership 

ix) 
Others 

In- service Training 
3. 
I attended an induction course before assuming the Head teacher office.       Yes         No 

4. 
I have attended at least one leadership and management short course. Yes       No 

5. 
I have attended seminars and workshops in leadership and management since I assumed the office, ranging to: 2-4        5-7         8-9        10 & above 

Experience 
6. I have leadership and management experience of: 

1-3 yeas        4-6years         7-9 yeas        10 & above 

7. The years I have spent in this school are: 

1 - 3 years          4-6 years          7-9 years          10 & above

Appendix B:    Interview for the Head teachers 

 Research Question One:   What is the level of satisfaction on Capacity Building as it relates to Capacity Building of head teachers as well as school management functions in general?

· What do you think of the level of satisfaction on Capacity Building of head teachers in relation to students’ academic performance?

· Research Question Two: What is the relevance of Capacity Building contents of school heads in enhancing the academic performance of secondary school students? What is the effect of Capacity Building instructions on planning, staffing and  monitoring?

· How have Capacity Building instructions been translated to planning?

· How have Capacity Building instructions been translated to staffing?

· How have Capacity Building instructions been translated to monitoring (change to monitoring)

· How have Capacity Building instructions been translated to students’ academic performance in secondary schools in Mbulu?

· What are the positive effects of Capacity Building on students’ academic performance of the students in secondary schools in Mbulu? 

Research Question Three: What are the managerial challenges of school head teachers in enhancing school academic performance in relation to Capacity Building? 

· What is the facilitator’s proficiency in delivering instruction?

· Do you consider the facilitator to have adequate leadership background? If so at what levels?

· How did the facilitator demonstrate mastery on the content?

· How did the facilitator use participatory approach in delivering the content?

· Did the facilitator use various media formats in illustrating the content?

· Did the facilitator provide time for small group presentations?

· Did the facilitator provide adequate resources?

Research Question Four: 
What are the ways to improve delivery of Capacity Building in enhancing students’ academic performance?

· What can be done to enhance the level of satisfaction on management functions as it relates to Capacity Building to head teachers?

· What can be done to effect Capacity Building instructions on planning, staffing and monitoring?

· What can be done to enhance the facilitator’s proficiency in delivering instruction?

                           Thank you for your cooperation!
