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ABSTRACT
 The study examined strategies to improve educational management system in enhancing pupils` academic performance in primary schools. The objective was to develop an improved education management system for enhancing pupil’s academic performance in Kishapu primary schools. Mixed research approach used to collect data. Mixed methods design adopted in this study. The sample size consisted of 63 respondents that include one DED, one DEO, one DTSC, twenty head teachers and forty classroom teachers. Simple random sampling and Purposive sampling technique were used. Data were collected through Interviews, questionnaires and documentary review. The researcher conducted the pilot Study in two schools to identify any items in the questionnaires that are not clear to the respondents and change them effectively. Mixed data analysis procedure was employed. Data collected were analyzed in descriptive and numerical forms relating to objective of the study. The findings revealed that; Management fairness in staff appraisal and promotion does not affect academic performance in the schools, teachers recruitment were under the central government and that were controlled by government budget, there were no any assistance given to teachers whom went for further studies and that, funds allocated to public primary school doesn’t meet the needs of schools on buying teaching and learning materials. It was concluded that, Public primary school will continue performing poor academically if teachers won’t assist in their academic development. The recommended that recommended that; teachers must be assisted in education development, also government should increase the budget for teacher’s recruitment and placement to meet the requirements.

Keywords: Academic Performance, Leadership, Recruitment, Management Strategies. 
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE PROBLEM

1.1 Introduction

 This chapter provides the introductory part about strategies to improve education management system enhancing pupils` academic performance in primary schools: a case study of Kishapu district. This chapter focuses on the background to the problem, statement of the problem, general and specific objectives and the research questions. Moreover, the significance, the scope, conceptual framework, definition of terms and lastly limitation and delimitation of the study would be presented. 

1.2 Background to the Problem
The significance of education today is greater than ever before in the development of any nation. It is a fact that no society can develop without quality education. The entry point to a developed society is education: hence education is a precious tool for our development. It is at school where the students acquire knowledge and skills to lead a full meaningful and productive future. School manager and school heads have a big role to play in supervision and provision of the desired leadership for achievement of quality education. This implies quality education cannot be achieved without the input of the heads of schools. The debate about the role of school management in contributing to a school`s academic performance has been in the public domain for some time now (Oandah, 2008). 

The term Education refers to the process of training and developing knowledge, skill, mind, character and it involves the production and distribution of knowledge Education is widely concerned with the development of people and societies. Due to the importance of education, many countries put enough effort to educate their citizen, because education is associated with economic development, wealth creation and productivity of people as an investment in human capital. It is fundamental for human life because it provides opportunity for improvement of people`s life. It helps the young to develop a spirit of private enterprise and improves the productive capacity of the society (Nyerere, 1999). It helps to reduce poverty by minimizing its effects on population, health and nutrition. Therefore, quality and relevant education plays a dual role in human life and development of societies (UNESCO, 2004). 
Education is the primary agent of transformation towards sustainable development. It increases people’s capacities to transform their vision for society into reality. All countries strive for quality education for their sustainable development. The government of Tanzania, like any other African country, considers education as a fundamental human right and essential means to ensure that all Tanzanians realize their full potentials. At any education level, the quality of education depends upon several factors such as: School facilities, teachers’ qualifications, teachers` motivation, management and administration, etc. In other words, a quality school is a school where: pupils respect their peers, their teachers and their school management; have a voice in decision-making, are interested and engaged in their learning; accept responsibility; receive feedback and encouragement from their teachers and feel valued. 
In addition, teachers work together and share ideas, feel valued and are given support to be innovative, employ teaching strategies that are varied and personalized to meet the needs of all learners. Others are that administrative and support staff work as valued partners with principals and teachers to ensure that students are supported in their learning and that school systems work effectively to support teaching and learning. The school as a whole is committed to continuous improvement and forms learning partnership within and beyond the school. It develops plans and targets that address its goals, seeks feedback on its outcomes, reports openly and honestly and celebrates its achievements. 
It is known that an individual’s quality of life and the well being of the society depend on quality of education. Pupils` performance in primary leaving examinations will greatly depend on the quality of education that pupils have gained in school. Management is the process of handling people and organizational activities. Management is the process of effecting organizational objectives and resource so as to achieve predetermined organizational goals (Okumbe, 1999). It the function of getting things done through people and directing effort of individuals towards a common objective. Managing has the role of getting people work efficiently with resources towards achieving organizational objectives. 
Furthermore, the main purpose of a manager is to plan and design the tasks, direct people towards tasks and control organizational tasks and people performance towards successful organizational performance. Therefore, a good manager is one who sees issues in deep eyes and makes correct judgments accordingly. It is one who can produce good strategic plan, set good objectives, manage human resources, and who can make worker obey orders by influencing other people to do something important in the organization. So despite of scientific management and bureaucracy, what we focus is a successful of the organization, so we need to use style that can enable us reach the intended goal and at the same time try to avoid things that can go beyond humanism. Manager must make situation of win to win situation between workers and the organization. 

Educational management is a field of study and practice concerned with the operation of educational organizations. Bush (2003) entails that educational management has to be centrally concerned with the purpose or aims of educations. These purposes provide the crucial sense of direction to underpin the management of educational institutions. Unless this link between purpose and management is clear and close, there is a danger of managerialism to stress on procedures at the expense of educational purpose and value (Bush, 1999). Management possesses no super ordinate goals or values of its own (Clarke, 1994). The contribution of schools to pupils learning most certainly depends on the motivations and capacities of teachers and administrators, acting both individually and collectively. But organizational conditions sometimes blunt down educator’s good intentions and actually prevent the use of effective practices. 
In some contexts, for example, high-stakes testing has encouraged a drill-and-practice form of instruction among teachers who are perfectly capable of developing deep understanding on the part of their pupils and extrinsic financial incentives for achieving school performance targets under some conditions, can erode teachers’ intrinsic commitment to the welfare of their pupils (Leithwood and Prestine, 2002). When talking about education one cannot escape talking about teachers in dealing with education sector. It is to be reckoned that, teachers play a significant role in the whole system of education provision. 
Nyerere (1966) contend that, the assumption that teachers are not  powerful is one of the biggest fallacies of on society because teachers can ruin our society, and that teacher`s behavior includes their mental abilities, skills, and conceptions of psychological and educational principles together with knowledge of general and specific matter to be taught. Successful educational leaders develop their districts and schools as effective organizations that support and sustain the performance of administrators and teachers as well as pupils. Due to the aforesaid fact Education managers need to be very carefully when dealing with education sector management for better educational goals achievement (Nyerere, 1966).
1.3 Statement of the Problem

Tanzanian Development Vision of 2025, accord high priority to the education sector, which is considered pivotal in bringing social and economic transformation, as described in the following statement. Education should be treated as a strategic agent for mindset transformation and for the creation of well educated nation, sufficiently equipped with the knowledge needed to competently and competitively solve the development challenges which face the nation (URT, 2011). 

Despite several effort done by Tanzania government i.e. the introduction of education reforms, Decentralization by Devolution Policy (D by D policy), crash secondary and primary school Teachers training program to improve education sector and recruiting more teachers; still the country is facing a problem of extreme poor performance of students both in primary and secondary schools (URT, 2011). It is not known why the situation persists. 
Management system of any organization is very important in making sure that people work better and achieve the organizational goals. In education sector the main objective is to make sure that pupils perform better, this is contrary to our real situation. Due to the aforesaid situation, there is the need of introducing the proper management system to redress the situation. This research was aimed at finding out what strategies should be taken in the management system so as to improve the pupils` academic performance in Kishapu primary schools.

1.4 General and Specific Objective

1.4.1 General Objective

The objective of the study was to examine the strategies to improve education management system in primary schools in Kishapu District Council.

1.4.2 Specific Objectives

The studies had the following specific objectives,

i. To assess the education managers role in ensuring transparency in recruitment and placement of teachers.

ii. To examine the role of school management in ensuring fairness in staff appraisal and promotion.

iii. To examines the role of education school management system in supporting teacher’s professional development.

iv. Examine the mechanism used by Education management system in allocating funds for teaching and learning materials in primary schools.

1.5 Research Questions

The study had four research questions which emanates from the specific objectives

i. What is the education managers role in ensuring transparency in recruitment and placement of teachers?
ii. What is the role of school management in ensuring fairness in staff appraisal and promotion?

iii. What is the role of Education school management system in supporting teachers` professional development?  

iv. What mechanism used by Education management system in allocating funds for teaching and learning materials in public primary schools
1.6 Significance and Justification of the Study

This study will help the Ministry of Education, Science and Technology to understand strategies to improve education management system in enhancing pupils` academic performance in primary schools. To provide information which would help policy makers, educational planners, school members to understand strategies in improving management system in enhancing pupils ‘academic performance. The recommendation will put light into school management issues to other stakeholders apart from education sector in Tanzania on how to do and improve management system in enhancing performance in their respective organization. Additionally, the study will add a portion to the existing literature and will complement and act as reference point for similar studies to be conducted world wise.
1.7 Delimitation and Limitation of the Study

1.7.1 Delimitation of the Study 
The key concepts in this study were the strategic to improve education management system for enhancing pupil’s academic performance in primary schools (Dependent variable), which was conceptualized in terms of democracy, transparency, fair recruitment and placement, proper salary and other allowances payment, fairness in staff appraisal and promotions, support to teacher’s professional development and proper allocation of funds for teaching materials (Independent variables). Random sampling and purposive sampling technique were employed. Three research methods were employed in collecting data, namely interviews, questionnaires, and documentary reviews. The study  involved one District Executive Director( DED),one District Education Officers (DEO) one District Teachers Service Commission (DTSC) were purposively selected and twenty  primary schools were randomly selected by the researcher so as to assess the improved education management system for better pupil’s academic performance in primary schools.
1.7.2 Limitation of the Study

Limitations are conditions that restrict the scope of the study or may affect the outcome and cannot be controlled by the researcher. Some problem may occur during the research activities which acted as a break or block to the smooth accomplishment of this work. The first one was, the delaying and bureaucratic tendencies of some respondent in providing sufficient information reduce the rapidly collection of data. The interpretation of questionnaires and interviews questions from English to Kiswahili, luck  proper translation words in English, although for the limitation of questionnaire and interview researcher was used a translator and make a close follow up to avoid delay in responding.
1.8   Organization of the Study

The success of any research work depends on how it is orderly organized. This dissertation was organized into five chapters. The dissertation starts with chapter one which presents the introduction and provides a background to the study and then was discussed  key research issues such as statement of the problem, research objectives, research questions, significance of the study, limitations of the study, delimitation of the study as well as the organization of the study chapters and definition of key term. 
Chapter two is the literature reviews on the strategies to improve Education Management System in enhancing Pupils’ Academic Performance in Primary Schools. It includes introduction, theoretical and empirical literature review, conceptual framework, and research gap. In chapter three, the research methodologies are outlined including  the introduction of the chapter, study area, research design, targeted population, sampling procedures and sample size, data sources, data collection methods, data analysis, interpretation and presentation, validity and reliability. In chapter four covers research findings, analysis and discussion of the information collected .In chapter five brings summary of the study and its findings. Apart from that it presents conclusion results from the data discussion and its interpretation. Moreover, it gives some recommendations and suggestions areas of further research.
1.9 Definition of Terms

The terms used in the study are defined below to provide a common basis of conveying meaning. This includes Leadership and Management.

Leadership: Leadership is the process of influencing the activities of an organized group towards good setting and good accomplishment. Stogdills-+ acknowledges people with authority; it also takes note of the importance of these without formal authority but can provide leadership. In these study leadership is an interactive process between members of the group whereby the leader within the process has the authority of influencing the activities of school towards goal setting and goal accomplishment

Administrations: The process of formulating policies, mobilizing the resources under the jurisdiction of the administrator and getting the job done through policies and objectives of the organization. In this study the focus was in primary school.
Management: Management is the process of identifying, measuring, managing and developing the performance of human resource in an organization. Management is the process by which managers create, direct, maintain and operate purposive organization through systematic coordinated, cooperated human efforts. Koontz and O’Donnell classify the management functions` which involve sharing of responsibility among various people in the organization which include planning, organizing, staffing, leading, controlling and coordinating. In this study management is the process of handling people activities and things and include planning, organizing, staffing, leading, controlling and coordinating.

Academic Performances: Academic performance is the advancement of pupils going from one phase to another or obtains a score of issues which are in middle position to higher. Henderson and Mapp (2000) argue that pupil achievement is most usually limited by report cards and grades, grade point averages, enrolment in advanced years, attendance and staying in school, been advanced to the next stage, and improved behavior. In this research academic performance refers to score in school examination.
Performance Appraisal: Performance appraisal can be defined as the process of evaluating how well employees do their jobs compared with a set of standards and communicating that information to those employees (Robert L.Mathias & John H.Jackson, 1997).
Recruitment: In human resource management, “recruitment is the process of finding and hiring the best and most qualified candidate for a job opening, in a timely and cost-effective manner. It’s the process used to attract, assesses and selects applicants to fill the vacancy (Opatha-2010). In this study recruitment, means the process used to employ teachers in the district. 

Placement: Placement refers to the school for which teachers are hired. Although teachers may have voice in this decision the final decision often rest with district hiring officials.(Ingersoll,1996) In this study placement is the process used to transfer teacher within the district in order to balance teacher in the schools and also to fulfill the needs of the employer. 
CHAPTER TWO

LITERATURE REVIEW

2.1 Introduction

 The purpose of this chapter was to review various literatures, arguments and findings from different authors with the aim of adding knowledge and familiarizing the researcher and other readers with information relevant to the study. The literature review covered, theoretical and empirical literature review, conceptual framework, research gap.
2.2. Theoretical Reviews and Theories Guiding the Study

2.2.1 Global Management Perspectives

Management is the process by which manager’s create, direct, maintain and operate purposive organization through systematic coordinated, cooperated human efforts. Koontz and O’Donnell classify the management functions` which involve sharing of responsibility among various people in the organization which include planning, organizing, staffing, leading, controlling and coordinating. The day to day running of the organization is vested in the management. In this sense, management is rewarded as a powerful organizational position, that is, individuals who have authority and responsibility in getting thing done. Such individual (e.g. functional managers) enjoy the power of employment. By the virtue of their position they influenced the employees and consequently become a recognizable bloc with the organization. 
Management is the organizational process that includes strategic planning, setting objectives, managing resources, deploying the human and financial asserts needed to achieve organizational goals. Thus, organization is both art and science. It is art because manager has to make people more effective than if they were without him or her. It is science because manager uses principles of management to explain how to do it, Kimego (2012). Management emerged with the rise of factory organization and the advent of mass production during the industrial revolution in Europe and America in the second half of the 18th century. The evolution of the modern management thinking began in the late half of the 19th century and has developed throughout the 20th century. 
Management started with the factory organizations because of the following: The explosion of industrial revolution in Europe in during the 19th century and American capitalism due to fact that, industrial revolution was associated with the need of increasing capital human resource, departmentalization of the factory and technological expansion and machines all of which necessitated the emergency of management, the rapid growth of technology that lead to increase the availability of heavy capital equipment or heavy machines etc. Substitute machines required high level of cooperation, new management vision and control. For example, the growth of new technology in teaching and learning like computer and internet demand effective management in order to use them. Lack of skilled managers; although industrial revolution took place in Europe, managers were unfortunately not prepared or ill-prepared in such a way that they could not cope with masses, of workers, technological change and fiscal development which as a result minimized production. 
2.2.2 African Perspectives on Management System

Management as a human responsibility and process that drives economic development and activities is as old as human civilization or history. Africa as part of the global community has existed in her own unique ways and unique cultures and managed the environment subsistent throughout history. A few of the western textbooks that discussed management history acknowledged the great pyramids in Egypt as depicting early outstanding management activities in Africa. Griffin, (2005) note that: ‘The practice of management can be traced back thousands of years. 
The Egyptians used the management functions of planning, organizing and controlling when they constructed the pyramids’ (pp 42.). These great pyramids, which were built in 2900b.c, are a classic example of management and co-ordination. It is interesting to note that one pyramid require 100,000 men, working for 20 years, covering 13 acres, using 2.3 million blocks, each weighing and average of 2.5 tons. In fact, an even more astonishing description of Egyptian management prowess is presented by George (1968): The building of the pyramids with a technology that would be considered primitive by modern standards, affords us testimony of the managerial and organizational abilities of ancient Egypt. 
The managerial planning of where the stone were to be quarried, when, what size, and how they were to be transported required the practice of what today might well be called long-range planning. By using masses of labour the Egyptians were able to accomplish tasks that astonish us. While their system of organization may appear unwieldy, cumbersome, and even wasteful, they actually had no reasons to economize on labour since more peasants, mercenaries, and slaves were always available simply for the tasks. We find also that the Egyptians were aware of sound managerial practices and principles. They understood and appreciated, for example managerial authority and responsibility, and they recognized the value of pooling out job description in detail.
In South Africa there is an emerging philosophical thought system derived from African culture, beliefs, values and behaviors known as Ubuntu, (a Bantu word meaning, broadly, sharing and community). Mangaliso (2000), define Ubuntu as ``humanness-a pervasive sprit of caring and community, harmony and hospitality, respect and responsiveness that individuals and groups display for one another`. Ubuntu is the foundation for the basic value that manifest themselves in the ways African people think and behave towards each other and everyone else they encounter” (pp, 24).

Ubuntu philosophy according to Poovan, et al., (2006) allow managers to tap into the familiar African values to build and reinforce teams’ effectiveness by: Engineering unified situation-the spirit of solidarity, that is mutual regard among members and individual adhesion to the group; Create situations defined by “group” behaviors-sit together, focus, on each other, co-ordinate behavior; Pooling resources for survival-maintaining productivity and effectiveness depends on shared values and individual contribution: encourage focus on communal (vs. differences) with reliance to minimize threat to survival through conflict. 
Enhancing social oneness and participation-set up information opportunities based on traditional pal abre-central village location for gathering, activities, mediation, decisions, events and rituals. The quiet of this environment was extensively disrupted in the 19th century when the Europeans scrambled for and partitioned Africa. This marked the beginning of colonialism in Africa where the people’s through processes and culture were altered through “Civilization” influence.
The literature on school management reveals that, school managers plays a central role in the success of the school and getting the system to operate effectively (Clarke, 2007; Van Deventer and Kruger, 2007).Their crucial role is explained by Palestinian (2005),who offers that managers should provide strategy, vision and strong leadership for the school. Apart from that, schools need to have in place a system of measuring learning outcomes of its learners and evaluating its results as a means of assessing the performance of the school in providing effective teaching and learning (Clarke, 2007).
To achieve this goal, schools ought to have effective management which will ensure there are workable and agree of upon internal mechanisms where performance can be maximized. These roles seemed to be missing in primary schools in Kishapu. Management can be defined as a process of coordinating, directing, and guiding the efforts of members of the organization towards achievement of organization goals (Mullins, 2005). It is a process because it comprises a series of actions that lead to the achievement of organizational objectives such as planning, organizing, staffing, directing, and controlling. 
Schools as organizations have set goals/performance standards which they want to achieve and therefore management becomes the key aspect through which these goals can be achieved for enhanced performance (Kapolesya, 2010; Nzigilwa, 2010). Schools therefore, ought to have effective management which will ensure there are feasible and established on internal mechanisms such as school vision, mission, and practices which guide implementation of the day-to-day activities of the school. Furthermore, the existence of experienced and committed leadership which will ensure that the school vision, mission, and practices are owned and shared by all stakeholders is of paramount importance. 
A school vision is an aspiration of where the school wants to be and what it wants to achieve in future, hence gives a general picture of the work that needs to be done to attain it. Mission statement on the other hand stipulates how that vision is going to be achieved by stating what the school does right now in attaining the vision. It is from the school vision and mission that schools formulate strategic/action plans with targets to measure their progress toward attaining their vision (Gabriel and Farmer, 2009). It is therefore the role of head of schools to create a climate in their schools which will ensure that the vision and purpose of the school is clear to everyone (Nkosha and Mwanza, 2009) by encouraging and recognizing good performance from teachers and students through various forms of rewards so as to improve performance (Battoms and Schmidt-Davis, 2010; Mbiti, 2007; Nkosha and Mwanza 2009). 
Several studies have been carried out worldwide revealing the role of heads of schools as manager in improving school performance. Day, et al., 2009) conducted a study on the impact of school leadership on student outcome carried out in sampled twenty primary and secondary schools in London. The findings revealed that, actions taken by heads of schools to set renew and review the vision and direction of their schools had a significant impact on their schools, climate, culture, and approach to learning, leadership in teaching and learning, and on pupils` attainment and progress.
In another study performance in New York City on how school performance relates to the characteristics of school principals, Clark, Martorell and Rock off, (2009) found that there was a positive relationship between principal`s experience and school performance, implying that schools led by inexperienced principal would reveal poor performance. The management’s inefficiency to develop school vision and mission through a consultative process affects its implementation and subsequently the success of the school (Ngwako, 2001). These studies have one thing in common, which was revealing how important it was for the heads of schools to be competent enough to lead their schools in a visionary way for improved academic performance.

In Tanzania, studies on performance in secondary education have focused more on the extent to which the school inspectorate genuinely addresses the issue of poor performance in science and mathematics in secondary schools (The United Republic of Tanzania {URT}, 2008); how the Ministry of Education and Vocational Training supervises the large number of public private and community secondary schools for quality education (Chediel, et al., 2000). Although there is general concern on the performance of secondary schools in general, community schools, which enroll the majority of the students, have been found to have been performing very poor as compared with public and private schools (URT, 2012b). Although all these studies dealt with performance issues, there is still a gap in literature on how strategic to improve education management system will enhance better pupils` academic performance in primary schools in Kishapu District.
To understand better on how strategic to improve education management system can influence better pupils’ academic performance in primary schools, two management theories were used to form the theoretical framework of this study, namely Authority theory and Decision (Democratic) theory. Management theories are a systematic grouping of related principles. Management theory therefore serves as a means of classifying pertinent management knowledge. Management theory is a synthesis of the concepts and principles of management (Nwachukwu, 1992). Management theory attempts to present in a concerted manner those facts about management theory is scientific in nature relying on observation of event, and analysis of facts to generate hypotheses. These management theories include motivational theories, scientific management theory, bureaucracy theory, contingency theories and system approach theory. 

However, the focus of this research is on motivational theories and the systems approach theory, as they provide educational managers with basic understanding on how to successfully manage educational institutions for quality improvement. Motivational theories generally advocate that managers have the responsibility of motivating people in their institutions to work hard and be committed to their tasks so as to attain the vision set for the organization (Clarke, 2007). Theory X and Y and Maslow`s theory are the two motivational theories which explain more on motivation from the management point of view. 
In theory X, the assumption is that workers are naturally lazy and would work as little as possible because they do not like responsibilities (Robbins, 2005). This theory therefore suggests that for workers to perform their responsibilities, punishments, force, or threatening conditions must be used. Theory Y on the other hand believes that people are naturally not resistant or passive to the goals of the organization; rather they have the ability for assuming responsibilities, and exercise self-direction and self-control if they are committed to the objectives of the organization (Robbins, 2005). Thus, the attitude of any school manager on how he or she views people under him or her will have an impact on how those workers perform their responsibilities for achievement of organizational goals.
Maslow`s theory of motivation assumes that individuals have a variety of needs, which need to be satisfied in sequence for them to work effectively. These needs according to Linstead, Fulop, and Lilley (2004) are categorized into high-and low-order needs. High-order needs include self- actualization, self-esteem, and the social acceptance needs, whereas the lower level needs are safety and security needs as well as basic physiological needs. This implies that school managers have the responsibility of not only understanding workers` needs but also find ways in which those needs can be met for the workers to be able to work effectively and achieve school goals.

The importance of viewing schools as social systems being built up of interrelated parts which work together to achieve the objectives of the organization (Hoy and Miskel, 2008; Robbins, 2005) has roots in systems theory. These parts include the individuals in the organization, the departments, and even the environment which forms an important part of the survival of the organization. As such, school managers have the task of ensuring that every person and every part of the organization is of equal importance and works in harmony to achieve school goals. Classroom conditions, as well as on teachers` professional community, other stakeholder groups, such as the media unions professional association and community and business group, also have influence on school leadership practices, as do leaders` professional Learning experiences, Leithwood (2002). 
McCarthy (2002), observed that: Student and family background factors have a significant bearing on most other variables and relationships in this framework. For example, Student and family background factors sometimes influence how school leaders do their work; the nature of classroom teaching and learning processes (through their effects on teachers` expectations); the financial resources available to districts and schools; and the nature of the “social capital” available to pupils. 
School leadership from both formal and informal sources helps to shape the nature of school conditions such as goals culture structure and classroom conditions, the content of instruction, the size of classrooms, the forms of pedagogy used by teachers etc. There were other factors including those in the school and classroom, help shape teachers’ sense of professional community. School and classroom conditions, teachers` professional community and pupils and background conditions are directly responsible for the learning of students.
2.3 Empirical Review and Research Gap

2.3.1 Empirical Review

This section present various studies conducted locally and internationally on the areas related to this study. Such presentation is organized based on specific objectives of the study.
2.3.1.1 Education Managers Role on Transparency in Recruitment and Placement of Teachers
 Recruitment and selection criteria have significant effect on organization`s performance Joy Ugochukwu and Ndubuisi, (2015). The progress of an organization requires managers who can plan and manage to get proper workers whom can work efficiently and effectively with organization objectives. Workers to be comfortable, managers must involve them in planning activities and in decision making. Abdou (2012) conducted a research in the Teachers` Recruitment and Selection Practices within Different schooling system in Egypt. The purpose of this thesis was to explore the employed teachers` recruitment and selection strategies in the context of public, private and international schools. 
The methodology used to gather information was qualitative research approach. Interviews question were used to school principals, teachers, school administrators and district supervisors in different schools contexts. The finding indicate that, within the two contexts of public and private schools there is a hidden criteria for teachers recruitment and selection where the implemented frameworks in both contexts are not commensurate to theoretical guidelines. Some of the factors that influence the hidden criteria for teachers` recruitment and selection are gender, age, religious, background and appearance. 
Findings also reveal that both systems face challenges mainly because they lack professional pertinent to teachers` recruitment and selection. Furthermore, findings show that principles in public schools lacked autonomy in terms of teachers’ recruitment and selection. Teachers in public schools are dissatisfied with their current social image and their work conditions, and believe that they possess unutilized potentials. The teachers in private schools are challenged by the culture of privatized education, where the owners of schools intervene in teachers` recruitment and selection constricting the autonomy of principals.

Ahmed and Din (2017) researched on problems and prospects of teachers’ recruitment and selection in Pakistan. Qualitative data of various researches and selection practices of the world were analyzed. Two major policy documents were also analyzed in view of quality and transparency. The study found hindrances in fairness on recruitment and selection of teachers in public school sector including; lacking proper policy, bias free selections, lack of proper recruitment methodologies and effective selection. Ahmed (2013) did a study on analysis of selection process of teachers at primary level as a parameter for quality management in Islamabad. The study involved 850 teachers in which postage and personal visit were involved. The study was qualitative work, policy documents were also analyzed.  The study found significant correlation among parameters of quality management   on teachers’ recruitment and teachers’ personality traits.

Kelkay (2018) conducted a study on Practices and Challenges of recruitment and selection of Teachers in Private Primary Schools in Ethiopia. The study involved 97 teachers in the private primary schools. Both quantitative and qualitative data analysis methods were used. The major findings of the study revealed that the current practice in the study area showed that recruitment and selection practice is not appropriate. The study showed that no clear criteria were used in attracting applicants and this limits the chance of getting competent teachers.
2.3.1.2 School Roles and Fairness in Teachers Performance Appraisal and Promotion
Performance appraisal is being seen as an important tool in performance management of teachers and educators. According to Mwai and Muchanje, Teacher Performance Appraisal is fairly and positively correlated with performance appraisal. Fairness on the performance appraisal system is related to greater satisfaction with appraisal system, more positive attitudes towards performance, bonus, and higher job satisfaction and motivation (Mwai & Muchanje 2018). Fairness on teacher’s performance appraisal can be explained into outcome fairness, procedural fairness, information fairness and interpersonal fairness (Muler+ 2009). 
Lydia, et al., (2015), conducted a research on Performance Appraisal in the Ghana Education Service, the case of Basic School teachers in Ho Municipality. The paper focused on the reaction of employees to these performance assessments. The researchers used structured questionnaires as the main instrument in collecting the necessary primary data for the study. Respondents sampled for the study were drawn from teaching staff of basic schools in the Ho Municipality made up 200 teachers from 10 schools. Findings showed that, there was an indication that at the basic schools performance criteria, do not take into consideration the opinion of staff. 
There was unavailability of needed resources to enhance the appraisal process, insufficient funding and failure by authority’s to act upon results. Peter & Jane (2018) conducted study on Compliance to Performance Appraisal in Public Primary Schools in Gilgil sub-county in Kenya. The study employs descriptive survey research with 360 respondents. Questionnaires were used as research instruments to collect data. Studies indicate that, P.A can be effective and efficient only if it is properly applied and owned by teachers (appraises). The study found that, schools` compliance status with Teacher Performance Appraisal and Development (TPAD) programmed was fairly and positively correlated with performance appraisal and performance appraisal feedback, and was strongly and positively correlated with performance appraisal evaluation. 

Munir, et al., (2013) conducted a research to examine the perception of public servants towards the fairness of performance appraisal and its effect on organization commitment and also examined the intermediary effects on satisfaction in these two relationships. The data obtained through a survey among 425 employees of government agencies. Finding indicates that, perceived fairness of performance has influenced their commitment towards organization through the mediating factors of satisfaction. 

The finding was consisted with the efforts by the government to establish a more transparent and more accountable decision-making process in an organization. Muler, (2009) investigated elementary teacher’s perceptions about and experiences with Ontario’s teachers’ performance appraisal (TPA) system. The study involved 132 teachers. The study used questionnaire for data gathering. The researcher found teachers being mistreated during TPA, manifestation on racism and homophobia from administrators who conducted TPA. 

2.3.1.3 Educational Management Roles in Supporting Teachers` Professional Development
Educational managers  in teacher professional development programs has a positive influence on the capacity for teachers to enact and reflect on new knowledge and practices Hilton, et al. (2015), Practice of Teacher Professional Development combines both the raising of teacher academic qualifications and professional growth, Komba and Nkumbi (2008). Mike, et al., (2010), conducted a research on teacher professional leadership in support of teacher professional development. There were three participant groups involved in the study with 1882 total respondents. The researcher used interview and survey methods to collect data. The finding of the study indicates expanded leadership roles may further develop experienced professionals while simultaneously supporting teacher knowledge during a period of embedding education reform.
Komba and Nkumbi, (2008), conducted the study focused on and critically analyses perceptions and practice of Teacher Professional Development by head teachers, primary school teachers, ward education coordinators, district education officers, school inspectors and members of the school committee in six school districts. A total of 186 respondents were purposively sampled and reached. Data were gathered using questionnaires, interviews and observation checklist. Respondents believe that a manager has a major role in improving the teacher professionally, academically and technically. However, most respondents thought teachers was inadequately supported and motivated. 
The findings indicate that, at all levels (national, districts, ward and school level), Teacher Professionals Development was poorly coordinated and rarely budgeted for. Hilton, et al., (2015), conducted a research on the school Leaders as participants in Teachers` professional Development in Queensland: The Impact on Teachers` and School Leaders’ Professional Growth. Data were collected from teachers and participating school leaders using surveys, interviews, and workshop discussions to investigate teachers` and leaders professional growth. Approximately 70 teachers from 18 schools and 20 leaders from 11 participated in the professional development program. 
The findings showed that; they also revealed a positive influence on the professional growth of the leaders themselves. This study has implications for the design of professional development and for school leaders and teacher educators. Walkre (2010) conducted a study on Professional Development in Hong Kong primary school: Beliefs, Practices and Changes. The study found inconsistence on Teacher professional development in terms of planning, purposes, activities and teachers involvement. School administrators did not appear to associate strongly professional development with school improvement or change.
2.3.1.4 Educational Management Mechanism on Fund Allocation for Teaching and Learning Material
Without adequate financial resources, there cannot be remarkable development in education in any country, (Msabila, 2011). Resource allocation is key instrument that affects educational achievement. Mpolokeng (2011) conducted a study on the effectiveness of financial management in schools in the LEJWELEPUTSWA Education District. Questionnaires were used to determine the views and opinions of participants regarding the efficiency and effectiveness of financial management in their schools. The findings were that, principals and the School Governing Body (SGBs) chairpersons wish to play an important role in financial management in schools, but they lack financial management skills to do so. The lack of financial management skills was more evident on the side of School Governing Body (SGB) chairpersons. The result on this lack of financial management skills has the effect that other types of financial problems arise at schools.
Juma, et al., (2017) conducted a research on the meaning and experiences of primary schools Head teachers in managing Primary Education Development Program (PEDP) funds. Data was collected using semi-structured interviews with head teachers at public primary schools. Seven informants were selected from a number of schools based on educational attainment and experience serving as a head teacher. The findings indicate direct school funding has only offered limited solutions to resources acquisition in schools due to availability of insufficient funds in schools.
Iddah (2004) did a study on the financial challenges facing the management of primary schools by the head teacher after the introduction of free primary education in Kenya. The study was conducted utilizing thirty five participants who included 33 primary school head teachers, one district education advisor and the Nairobi City Council Education officer. The study found that, the primary school head teachers were facing major financial challenges that put academic standards at stake. The same findings can be seen by Julian and Clinton (2014)   on Basic issues in Primary Education Delivery in Nigeria. 
Kagomba (2008), examined whether the financial resources allocated to primary schools favoured the provision of teaching and learning materials for the pupils with disabilities. The study was conducted in two regions, namely Dar es Salaam and Mbeya. The sample involved 101 respondents, including three educational officers, seven head teachers, thirty five classroom teachers, thirty five pupils and twenty one parents. Questionnaires interviews, documentary review and observation methods were used for data gathering. The study found that there were inadequate teaching and learning materials in inclusive schools because primary school plans did not consider special needs facilities in fund allocation.  
2.3.2 Research Gap

The research on the form and effects of leadership is becoming increasingly sensitive to the contexts in which leaders work and how, in order to be successful, leaders need to respond flexibly to their contexts. Such evidence argues for research aimed less at the development of particular leadership models and more at discovering how such flexibility is exercised by those in various leadership roles. It can be seen that, despite the many researchers done on the subject, little is known about the strategies to improve management system in enhancing pupil`s academic performance specifically in Kishapu District. Therefore, based on that argument, this study aim at investigating the strategies to improve management system in enhancing pupil`s academic performance in Kishapu District hence anticipate to fill the gap.
2.4 Conceptual Framework

This study builds on the conceptual framework adapted from Stufflebeams CIPP Model (1971) and Sheerer Program Impact Model (2001) which integrate contexts, input, process, output and outcome.
Context: This seeks to make an evaluation on the education quality through improved educational management system effort to improve pupil’s academic performance in primary schools. 

Figure 2.1: An Integrated Improved Education Management System on Students Academic Performance

Source: Adopted from Stufflebeam`s (1971) CIPP Model.

As shown in Figure 2.1, School whose management system will promote the seven correlates of effective schools will enjoy teaching and learning processes. These seven correlates are the independent variables of the study, and include: democracy, transparency, fair recruitment and placement, proper salary and other allowances payment, fairness in staff appraisal and promotions, support to teacher’s professional development and proper allocation of funds for teaching materials. In this study, the researcher hypothesize that schools that will perform well in Kishapu District exhibit these correlates more than poorly performing schools. Academic performance is dependent of the study.

Process: Processing variables become necessary once an instructional project is underway. It monitors project operations so that defects in the procedural design are identified or predicted and guidance for alteration in the plan is provided. This evaluation allows for full account of the procedure to be recorded.

Input: This provides information on how to use resources to achieve objectives. It needs to identify and assess present and possible relevant approaches in teaching and learning process for appropriate procedure.
Output: The output is ascertained when the objectives are determined on the whole process of reaching the goals of providing quality education through  training quality teachers, improving  education management system, improving learning materials, physical facilities and also using pedagogical skills where the expectation could be the changes on performance 
That, if there were democracy, transparency, fair recruitment and placement, proper salary and other allowances payments, fairness in staff appraisal and promotions and support to teacher’s professional development in Kishapu, would enable the District to be fair in recruitment of qualified teachers, appraisal and promotion, remuneration and other allowances, professional support and career development and monetary capital. Therefore, the organization would increase number of qualified teachers in rural areas, pay salaries  in time, reduce complains on teachers welfare, increased learning and teaching materials, increase teachers motivation ,improve quality education and then improve pupils `academic performance.
CHAPTER THREE

RESEARCH METHODOLOGY

3.1 Introduction

This section present and justifies the selection of study area, research approach, research design and target population, sample and sampling procedure and Sample size, Source of data, Data collection methods, Data analysis, Interpretation and presentation, Ethical consideration, Validity and Reliability of data. 
3.2. Research Approach

 Research approaches are plans and the procedures for research that span the steps from broad and assumptions to detailed methods of data collection analysis and interpretation. This study adopted a mixed methods approach, which was a procedure for collecting, analyzing and reporting of data, mixing both quantitative and qualitative data at some stages of the research process within single study. However, the researcher choose the mixed method approach because initial results needed to be further explained, one data resource may not be enough, 
A second method was needed to enhance primary method also this method have power to provide a stronger inferences in a study as it uses to transform one data into another, this is by qualifying quantitative results or quantifying qualitative results hence provide a better understanding of the researchers problem than either approach alone Creswell, (2002). The qualitative and quantitative methods are used interchangeably, thus both numerical and text data, collected concurrently, can help to bring a deeper understanding of the researcher problem.
3.3 Research Design

Kothari (1990) explains research design as the arrangement of conditions for collection and analysis of data, in a manner that aims to combine relevance to the research purpose with economy in procedure. Research design is the conceptual structure within which research is conducted. Mwakamele (2012) define research design as a plan of how the researcher is going to carry out the investigations. It includes discussing when, where, how and why the researcher is going to start and accomplished. The research design adopted for the study was mixed methods design. Crewell et al (2011) define mixed design as the method that focused on collecting and analyzing and mixing both quantitative and qualitative data in a single study or series of studies. 

Tashkkori (1998) hold that, this design allows the data to be mixed during analysis stages and facilitates the comparison, interrelation and further analysis of the two data set. However, the researcher choose the mixed method design because initial results needed to be further explained, one data resource may not be enough, a second method was needed to enhance primary method also this method have power to provide a stronger inferences in a study as it uses to transform one data into another, this is by qualifying quantitative results or quantifying qualitative results hence provide a better understanding of the researchers problem than either approach alone.
3.4 Study Area

The study was carried out at Kishapu district in Shinyanga region. Kishapu district was chosen for the study due to poor and unstable performance and dropout of primary school pupils in consecutive three years, despite having several government efforts to improve education sector when compared to other districts within Shinyanga Region (URT, 2012) due to mentioned reasons. Among other factors, teachers had a role in this performance and could be viewed from how they were managed by their employer and cam supervisor. Finally there was hardly any study done in Kishapu concerning with the strategies to improve teacher’s management system for better pupil’s academic performance. Therefore, the researcher found the area to be suitable for providing adequate and important information required for the study. The district has 119 public primary schools with only (776).
3.5 Target Population


Target population is any group of individual that has one or more characteristics in common and that is the interest to the researchers (Best and khan, 2006); the target population for the study comprise 776 teachers from all (119) public primary schools in Kishapu District. The population of this study also included the District Executive Director, District Education officer, District Teacher`s Department secretary. The District Executive Director (DED) was included as the main oversee of all local government activities taking place within the district. He is also the financial administrator for development activities and social services provision. 
District Education Officer (DEO) was also included in the sample as being the overall supervisor of all Educational Institutions and activities and events taking place within the district. District Teachers Service commissioners (DTSC) was included in the sample due to the fact that is one who deals with human resource management, teacher  recruitment and promotion, teachers discipline, ethical issue and other affairs of teachers on behalf of District Education Officer and Human resource officer at the District.

3.6. Sample Size and Sampling Procedure

3.6.1 Samples Size
 Sample size of the study comprised 63 respondents, one DED, one DEO, one DTSC, twenty Head teachers and forty classroom primary teachers (two teachers from each school from selected 20 schools).              
Table 3.1: Category of Respondents

	S/N
	Category of Respondents
	No: of Respondents
	% of Respondents

	1
	DED
	1
	100

	2
	DEO
	1
	100

	3
	DTSC
	1
	100

	4
	Head Teachers
	20
	100

	5
	Classroom Teachers
	40
	100


Source: Researcher, 2018
3.6.2 Sampling Procedures

The study was employing two types of sampling procedures, simple random sampling and purposive sampling technique.
3.6.3 Simple Random Sampling

 Simple Random Sampling technique was used to get the respondents from classroom teacher. The researcher prepared pieces of paper according to number of available teachers  in the school , one piece was written YES and second one  written NO, for those who got YES were included in the sample. The method helped to reduce biases or prejudices in selecting samples.

3.6.4 Purposive Sampling

Purposive Sampling   technique was used to get the information from DED, DEO, DTSCS and Head teachers, due to the position they had. From DED, the researcher was expecting to get information about, Teacher employment, teacher transfer, teacher upgrading courses report and record of teacher attending different courses within the district. From DEO, the researcher was expecting information on school report concerning with pupils academic progress, teachers and pupils attendance and teachers and pupils ratio. And from DTSC, the researcher was expecting to obtain information on Teachers` promotions record and from the head teachers the researcher was expecting to get information about number of teachers at schools, teachers and pupils attendance and the flow of capitation grants in the schools and availability of teaching and learning materials.
3.7 Methods and Data Collection
In this study different data collection instrument were used. This means that, both primary and secondary data collection were involved so as to get information from respondents and other sources.
3.7.1 Primary Data

 Primary source is described by Cohen et al. (2002) as those items that are original to the problem under study. Primary data was obtained in the field through interviews and questionnaires, and the principal source of the primary were from the DED, DEO, DTSDS, Head teachers and classroom teachers.

3.7.2 Secondary Data

Specifically, the secondary sources of field data that were reviewed by the researcher were school reports, Teachers` employment reports, transferred teachers records and records of applications for transfer from teachers, teachers upgrading courses reports, records of teachers attending different courses within the district and teachers` promotions records. In this study, secondary data were obtained and used to verify information obtained from primary sources.

3.8 Data Collection Methods


Any research must be accompanied by a collection of data from a number of individuals (Enon 1998).In this particular study, three research methods were employed in collecting data, namely interviews, questionnaires and documentary review, as argued by Cohen.et al. (2002) that no single method can act in isolation because it can be biased or can distort the whole picture of reality that the researcher is investing.

3.8.1 Interviews

Structured interview method and a semi-structured interview  were used to gather information from DEO, DED, DTSDS and Head teachers  .From the interview questions, the researcher wanted to obtain information about the education managers role in ensuring transparency in recruitment and placement of teachers, the role of schools in ensuring fairness in staff appraisal and promotion, the roles of education school management in supporting teachers` professional development and the mechanism used by education management system in allocating funds for teaching and learning materials in primary schools and examination results in STD VII in past three years  (2015, 2016 and 2017). 

3.8.2 Documentary Reviews

This method involves deriving information by studying written documents. In documentary analysis; the following may be used as source of data: records, reports, academic work, tests, examination results, circulars, policies including syllabi (Enno, 1998). In this study document information to be reviewed were from offices of the DED, DEO, DTSDS and Head teachers. These data  included teachers employment reports, promotion reports, payment of teacher’s allowances reports, Teachers attended upgrading courses, teachers who were attending colleges report and transfer request reports.
3.8.3 Questionnaires

A questionnaire involves the use of written down items to which the respondent individually responds in writing. The items are in the form of statements or questions (Enon, 1998). This study used questionnaire for classroom teachers which had both closed and open ended questions. Researcher prepared structured and semi-structured questions. Questionnaires (structured and semi structured) was used to obtain information’s from population. Questionnaires were written in English language for classroom teachers. The questionnaires aimed to get information about fairness in staff appraisal and promotions, teachers’ development and availability of teaching and learning materials in schools.
3.9 Data Analysis Procedure

Data analysis procedure entail organizing data in ways that allow researchers to see patterns, identifying themes, discovering relationships, develop expectations and make interpretations, mount critique or generate theories (Hatch,2000). In this study mix data analysis procedures were employed. Data which was collected was analyzed in descriptively and in numerical forms, relating to objectives of the study.
3.9.1 Quantitative Data Analysis

The quantitative data were presented in the form of numbers, charts, percentages or statistics. They expected to be generated from closed questions, where respondents were given a limited set of possible answers to questions (Enon, 1998). Quantitative data from head teachers` questionnaires were processed using MS word tables and analyzed by using descriptive statistics, percentages and tabulations.

3.9.2 Qualitative Data Analysis

Qualitative data can be described as record of thoughts, observations, feelings or words. They typically come from open ended questions, to which answers are not limited by a set of choices or a scale (Mwakamele, 2012). Content analysis was used as a central activity in this study, because the materials such as opinions were verbal in nature. Content analysis is a researcher techniques used to make replicable and valid inferences by interpreting and coding textual material. By systematically evaluating (e.g. documents, oral communication, and graphics), qualitative data can be converted into quantitative data. 
Content analysis allows researchers to recover and examine the nuances of organizational behaviors, stakeholder’s perceptions, and societal trends. Content analysis is also an important bridge between purely quantitative and purely qualitative research methods. In one regard, content analysis allows researcher to analyze socio-cognitive and perceptual constructs that are difficult to study via traditional quantitative archival methods. At the same time, it allows researchers to gather large samples that may be difficult to employ in purely qualitative studies. 
Content analysis techniques can help bridge the gap between large-sample archival research, which may suffer from internal validity issues, and small sample research, which allows for the collection of primary data in-depth analyses but may suffer from external validity problems. Content analysis is a research method which allows the qualitative data collected in research to be analyzed systematically and reliably so that generation can be made from them in relation to the categories of interest to the researcher (Mwakamele, 2012).

3.10 Validity and Reliability of Research Instruments

3.10.1 Validity


Validity refers to the quality that a procedure or an instrument (tool) used in research is accurate, correct, true, meaningful and right. Validity in research may imply accuracy of a research tool (instrument); validity of research procedure (technique), and validity of the research findings (report). The researcher in order to validate the data and instruments (questionnaires) in the research asked the experts to recommend on their representativeness and suitability. Suggestions were allowed to be made to the structure of the questionnaires. These will help the researcher to establish the content validity (.Enon, 1998)
3.10.2 Reliability 

Reliability refers to how consistent a Research procedure or instrument is, before the actual data collection. Piloting of Questionnaires was done on two primary schools in Kishapu District, which were involved in the actual study. Piloting enabled the researcher to test the reliability of the instruments. The researcher used the pilot study to identify any items in the questionnaires that are ambiguous or unclear to the respondents and change them effectively. In this research study, reliability will concern with the questionnaires` consistency of responses to the questions asked in repeated measurements (Enon, 1998). Pilot study was carried out at Maganzo and Mhunze primary schools to test the questionnaires in the area of their reliability. The respondents in the pilot study were 10 out of 18 classroom teachers from two primary schools and the test indicated that questionnaires were reliable because 9 (90%) respondents answered questions correctly.
3.11 Ethical Consideration

Ethical issues in any research which involves people are very essential. The purpose of considering ethical issues in research is to protect human rights and privacy from being infringed by scientific experimentation as well as to safeguard the credibility of research including investigators. (Enon, 1998).All collected data should be stored in such a way that no unauthorized persons can obtain access to them or identify them with a particular participant. In this study, ethical issues were considered in the field. The procedures to get permit to carry out the research was followed. The respondent subjects were assured of maximum confidentiality and protection from physical and mental discomfort, harm, torture and harassment arising from research procedures by establishing humble as well as friendly relationship with respondents. The researcher explained the purpose of the study and how it would be carried out including the freedom of the participants to participate in the study or not.
CHAPTER FOUR
DATA PRESENTATION, ANALYSIS AND DISCUSSION 

4.1 Introduction

This part covers research findings, analysis and discussion of the information collected on the strategies of improving education management system for enhancing academic performance in primary schools in Kishapu District. Collection of information and data in the study was guided by the key research objectives. The specific objectives of the study were to: 
i. Assess the education managers role in ensuring transparency in teacher recruitment and placement, 
ii. Examine the role of school in ensuring fairness in staff appraisal and promotion,
iii.  Examines the role of education school management system in supporting teacher’s professional development 
iv. Examine the mechanism used by Education management system in allocating funds for teaching and learning materials in primary schools.
This chapter has two sections, the first sections describe the background Information of the respondents, and the second sections describe the strategies for improving educational management system for better pupil’s Academic performance.
4.2. Background Information of the Respondents

The response for all respondents groups was good. DED, DEO, DTSC, Head teachers and classroom teachers targeted had response rate of 100%. This means that, they all offered the information asked by the researcher in the interviews, questionnaire and to provide documents needed. The researcher believes that, the respondents had responded to the questionnaire and interviews correctly. In these groups, most of the respondents were classroom teachers (40), followed by head teacher (20), and followed by DED, DEO and DTSC one respondent respectively. These were very supportive number and the researcher felt comfortable to proceed with the data analysis.
Table 4.1: Respondent Group

	S/N
	Respondents
	issued
	Responded
	Percentage

	1

2

3

4

5
	DED

DEO

DTSC

Head teachers

Teachers
	1

1

1

20

40
	1

1

1

20

40
	100

100

100

100

100

	
	Total
	63
	63
	100


Source: From Field, 2018  

4.2.1.1. Demographic Characteristics of Respondents

The study involved twenty head teachers and forty classroom teachers who were sampled from the twenty primary schools, a part from that, also one DED, DEO and TSC respectively were involved in the sample.

Table 4.2: Respondents` Gender Distribution (N=63)

	Sex
	Frequency
	Percent

	Male

Female

Total
	31

32

63
	49.21

50.79

100.0


Source: From Field Work 2018
Findings show that 31 out of 63 respondents` (49.21%) were Male, where 32 out of 63 (50.79%) were female. That means the response of Female and Male were approximately   equal for both genders.

 4.2.1.2. Education Level of the Respondents

Education is very crucial thing in human life, it enables the man to identify himself in the world of economics so as to increase capital, and be free from social affairs. It is the only strategies of inducing human skills and knowledge.

Table 4.3: Respondents` Education Level (N=63)

	Education level
	Frequency
	Percent

	Master

Bachelors Degree

Diploma

Certificates(Grade A)

Other

Total
	2

6

14

41

-

63
	3.18

9.52

22.22

65.08

-

100


Source: From Field 2018

The findings show that,2 out of 63 respondents(3.18%) obtain Master degree,6 respondents out of 63 (9.52%) have Bachelor Degree,14 out of 63 (22.22%) have got Diploma and 41 out of 63 respondents were grade A teacher(65.08%).These indicates that, most of teachers have normal qualifications of being a primary school teachers.

4.2.1.3 Examination Results STD VII in past Three Years (2015, 2016, 2017)

Table 4.4: National Exams for STD VII in Past Three Years Ago

	YEAR
	Pupils attained 
	Pupils passed
	Percentages 

	2015
	4587
	3030
	66

	2016
	4482
	2910
	64

	2017
	5494
	3094
	56.32


Source: Field Work 2018
Examinations are summative assessment done national wise in order to assess understanding of the pupils after being in school for seven year of primary education, the exam aim to get proper candidate to join secondary school. The findings show that, the performance in the national examination from the year 2015 to 2017 has been fallen down respectively from 66%, 64% up to 56.32% in the year 2017.Also the findings show that, head teacher  performance  in leading schools were at the average of 50% (source DEO). Good leadership and good management of school are very crucial in providing good results in education system.

4.3 Analysis of the Strategies for Improving Educational Management System for Better Pupils` Academic Performance

4.3.1 Education Managers’ Role in Ensuring Transparency in Recruitment and Placement of Teachers
An interview questions conducted to District Executive Director (DED) by the researcher, the finding indicate that, recruitments and placement of teachers depend basically on the shortages of teachers` in the district and for a certain subject and the budget of the Government to employ new teachers, therefore education managers role was to inform the government about the shortage of teacher in the respective area for recruitment case; and to balance teachers in schools according to the deficit of teachers in certain schools in the district, for placement case, gender for recruitment and placement. DED reported:

“When making teachers recruitment, we sometimes consider gender for balancing for   schools with more males, or schools with more female. But most of the schools in this district have more male than female that is also a challenge during recruitment and placement”.

DED also mentioned the factors influencing recruitment or placement of teachers. The factors are those which hinder teachers reporting where was supposed to go. The factors include; unconducive environment among schools, lack of subsistence allowances and resistance of reporting, especially in remote areas. Most of female teachers do not prefer to stay in rural areas and some do follow their husbands in urban. According to DED the factors results into as reported: 
Some teachers do not go where they supposed to go after recruitment which results into shortage of teachers in the District and affecting Teachers Pupils Ratio that lead to overclouded classrooms. In the district was (TPR=1:70), in normal situation it should be TPR=1:45”.
Ahmed and Din (2017)  in their study conclude that there are hindrances in fairness on recruitment and selection of teachers in public school sector including; lack of proper policy, biasness, free selections, lack of proper recruitment methodologies and effective selection. Also Kelkay (2018) reported that the current practice in the study area showed that recruitment and selection practice is not appropriate. That no clear criteria were used in attracting applicants and this limits the chance of getting competent teacher. Moreover, Abdou (2012) found that there is a hidden criteria’s for teacher’s recruitment and selection in both public and private schools where the implemented frameworks are not commensurate to theoretical guidelines. 
The finding revealed that, gender, age, religious, background information and appearance are factors that influence the hidden criteria for teachers’ recruitment and selections. According to findings it observed that head teachers lack professional pertinent to teachers’ recruitment and selection and that head teacher in public school lacked autonomy in terms of teachers’ recruitment and selection. Teachers in public school are dissatisfied with their current social image and their work conditions and believed that possess unutilized potentials. Where teachers in private schools are challenged by the culture of privatized education, where the owners of schools intervene in teachers recruitment and selection constricting the autonomy of head teachers.
4.4 The Roles of Schools in Ensuring Fairness in Staff Appraisal and Promotion
An interview questions conducted to head teachers by the researcher, the finding indicate that 15 head teachers out of 20 (75%) reported the following roles on ensuring fairness in teachers’ appraisal and promotion. The roles include; to distribute duties and responsibilities to teachers; clarifying duties and expectations to teachers, to promote and involve teachers decision making on expectations, create good working environment for effective teaching for teachers, to assess the implementations of duties assigned to teachers; and to fill the appraisal form with teachers in a transparency manner and suggest teacher’s promotion to employer according to their performance. Head Teachers A, reported:

“We have an impact for teachers’ promotion. We are heads on making sure that teaching and learning process is going well. In manner we have to make sure that teachers understand what to do and make the environment conducive for teaching”
The findings also show that, there were continuous seminars and workshops on head teachers’ roles on TPA which affect promotion. As head teacher D, reported:

“We frequently participate in seminar and workshops in which we are reminded on the roles on TPA. In the seminar we are given opportunities to ask question where one does not understand we are provided documents to read on the roles”.

Despite of the above description, 13 head teachers out of 20(65%) reported the factors which influence the implementation of the roles. The factors include;   teachers negative attitude on the PA, lack availability of teaching and learning resources such as text books, overcrowded pupils in one class due to few classes in some schools and shortage of teachers which result into teacher workload. The factors hinder effective teaching and working efficiency. Head Teachers E reported: 
“Teachers in my school have negative attitudes on the performance appraisal. Some do not even like to fill the forms.  This makes them performing badly at the end of the year of appraisal assessment and if you give them low marks they complain”
The researcher also sought information from teachers on the roles of the head of schools on fairness on performance appraisal. 32 (80%) out of 40 teachers were not comfortable with the assessment of performance appraisal from head teachers. They show the performance appraisal to be not fair at all. However, it was found that,  teacher 24 (60%) reported to have been given feedback from their head teacher on time as well as enough time for fillings the forms  30 ( 75% ) . Teachers also reported to be given chance for decision making on their expectations 35 (87%). 
However, teachers 30 (75%) reported  to have no  enough teaching resources for attaining their appraisal goals of the year , the findings in line with the head teachers report  on the shortage of teaching and learning resources. The findings showed that teacher 38 (95%) reported the ratings given by the supervisors do not match with the work done that is teaching.  An interview question conducted to DTSC by the researcher the findings show that the role of DTSC is to maintain and administer services to teachers, to advise the minister of education on education matters in particular teacher’s status, to make a link between teachers and employer, to maintain registration of teachers and to maintain record of teachers in the service. 
Also the findings show that the DTSC roles is to maintain rights and order to the teachers, to maintain teacher`s behavior and to make sure that promotions and other benefits are provided fairly so as to make teacher work effectively. DTSC reported;

“ Among of the strategies to be taken in order to enhance teacher`s performance for improved pupils academic performance  are;  to promote teacher on time, to give teaches training so as to enable them to handle changes in curriculum ,and to solve teachers problems accordingly and on time”.
 Moreover, the finding show that, the principles used to promote teachers from one stage to another stage are; working efficiency , time taken in the present grade (stage) and the level of education. This result was the same to those reported by Danku L.S et al.,(2015)  which indicate that, some employees have a negative attitude towards the appraisal process, their perceptions is that, the process is unfair or an opportunity for superiors in victimize and negative rating to some subordinate. Also the researcher  conclude that,  the needed resources to enhance the appraisal process were not enough, insufficient funding and failure by the management to act upon results, and that although the appraisal process is able to determine organizational training and development needs, the recommendation is usually not followed through. Mwai J.et al,.(2018),indicate that, there is a target setting meeting held in the schools in Gilgil Sub-county and that appraiser and appraise ,plan for termly lesson observations and during end of term, appraisal rating agreed upon.
4.5 The role of Education School Management System in Supporting Teacher’s Professional Development 
Answers for the objective were from heads of primary schools, District Executive Director, District Education Officer and primary school teachers. An interviews questions conducted to head teacher by the researcher,  12 out of 20 heads reported to have the following roles in supporting teachers professional development, these include; as an instructional leader and learner; the creation of a learning environment;  direct involvement in the design, delivery and content of professional development; and the assessment of professional development outcomes. Other roles reported involve; organizing short courses within the school in order to discuss complicated topics that teacher face within the school. Also, preparing roster that indicate time for everyone in need to go further study and handle it to DEO for more arrangements. However, DED showed the importance of Teacher Professional Development (TPD), DED added that, is the one who has a final say to decide whom was supposed to go to study according to her schedule. DED reported on the importance:

“Teacher Professional Development is one of the ways of increasing and expand skills and knowledge in the present knowledge or skill that one he or she have. TPD aims to increase work performance of the person in her/his field of work or responsibilities”.
However, DED together with DEO outlined factors influencing teacher professional development these include; teachers’ negative attitudes toward professional development activities, funding, educational management influence (head of the school, DED and DEO). DED reported by emphasizing on funding:

“Funding that is monetary factors is significant from initial stage of planning TPD programme as well as   the time of conducting the programme.  Insufficient fund negatively impact on teachers’ learning as it determines the frequency, quality and the number of teachers that can undergo TPD”.
An interview questions conducted to DEO by the researcher on supporting teachers’ professional development. DEO has the following role; to put strategic plans, building an environment based on norms of going improvement to teachers, supervising teachers, conducting short seminars, distributing funds to schools. Moreover, the finding indicate that, teachers were allowed to attend further studies after writing letter to DED, so as to be placed in the program, and would be allowed when the chance available to avoid shortage of teachers that will affect teaching and learning process in the district.
The researcher also gathered information from primary school teachers on the current practice of the teacher professional development. 21 (52.5%) teachers showed inconsistence of TPD in terms of planning, purposes, activities and teacher involvement. 25 (62.5%) also showed that school head, DED do not associate teachers’ professional development with school improvement or chance, together with that, 38 (95%) teachers shoed discrepancies between theory and practice in opportunities for professional learning .  28 (70%) teachers showed, limited support for professional development from school. 38 (95%) teachers considered TPD changing their teaching practice, this finding in line with DED who reported:
“Sometimes the need for TPD arises when we find there are deficiencies in the area of teaching.  By attending TPD we had an expectation from teachers of changing their teaching practices for improvement of pupils’ performance”. 
DED added teacher changes in teaching practices through TPD is related both to teachers’ inner processes and to external factors around teachers such as school environment , resources related, and an  influence from  fellow teachers. These results are consistent with results of   Komba and Nkumbi (2008) to the respondents’ preciseness that, teacher professional development is important because it improves the teachers professionally, academically and technically. However, the findings indicate that teachers were not supported and motivated, that teachers` professional development is poorly coordinated and rarely budgeted for. Myrdal, et al., (2013) insist that, in each education system there should be a diverse offer of professional development opportunities conceived specifically to meet the needs of teachers educators, that employer of teachers educators should allow them sufficient practical support (including time and finance) to take part in these opportunities. Also according to Hilton et al., (2015), the finding show that, school leaders participation in teachers` professional development programs has a positive influence on the capacity for teachers to enact and reflect on new knowledge and practice.

4.6. The Mechanism used by Education Management System in allocating Funds for Teaching and learning Materials in Primary Schools
An interviews questions conducted to DED by the researcher ,the finding show that, there are fund allocated to  public primary school,  depending on number of pupils in the school .Also the finding indicate that  each pupils are supposed to get Ten thousand (10,000/=)  per year. DEO reported:

 “the total budget in a  year were 10,000/= per  pupil`s, and distributions of funds based on percentages, that   60% go directly to school level and 40% remain to ministry of education science and technology for the purpose of  books and other teaching materials expenditure.”
The findings show that, the head teachers were needed to provide correct data, so as to enable the government to make proper budget. Availability and sufficiency of learning materials such as text books and teaching aids are important in improving pupils’ academic performance. Also the finding indicate that Equip T, in collaboration with the government of Tanzania contribute funds in the District for the purpose of conducting short training to teachers in order to increase their capacity in leadership and teaching methodologies. An interview questions conducted by the researcher to 40 teachers, the finding shows that, teachers prepare their scheme of work, lesson plans and other record, also subject teachers locally prepare and collect teaching aids. 
An interview questions conducted by researcher to head teachers, show that, capitation grants flows every months in the rate of 500 hundreds per pupils:        Head teachers M, reported: 
“pupil`s almost get 500/= per month that bring total amount of Tshs 6000/= per year”.

An interview questions conducted by the researcher to 20 head teachers, shows that, the head teachers helped teachers in availability of teaching and learning materials such as books and teaching aids by purchasing using part of 60% distributed directly by the government as capitation grant. Head teacher F reported:

 “Sometimes we insist subject teachers to collect teaching aids in improvisations ways and we do involve parents and pupils in collecting teaching and learning materials”. 
Interviews questions conducted to DEO by the researcher, the finding indicate that, the pupils` book ratio in the Kishapu District was 1:3, therefore more effort a required to meet the required ratio of 1:1.But in the twenty schools sampled by the researcher the Pupils Book Ratio were 1:10 as shown in the table 4.5. The findings show that, the PDR were 1:4, which is approximately good, PBR were 1:10 and PCR were 1:90. Also the finding indicate that funds allocate to schools (Capitation grants) didn’t fulfill the needs. Availability of sufficiency and proper teaching and learning material such as books, desks, and enough classrooms, can enhance better pupil academic performance in the schools. Dangara, (2016) indicate that the success of the schools in Nigeria depends on the effective school administration with good leadership, proper time management in the school system, allocation of enough financial resources to schools, regular training and re-training of human resource  in the schools.

Table 4.5: Teaching and Learning Material Ratio
	School
	Pupils` desk

ratio (PDR)
	Pupils’ book ratio (PBR)
	Pupils’ classroom ratio (PCR)

	A
	I:3
	1:4
	1:72

	B
	1:3
	1:30
	1:92

	C
	1:2
	1:4
	1:44

	D
	1:3
	1:3
	1:96

	E
	1:3
	1:12
	1:83

	F

	1:4
	1:12
	1:135

	G
	1:3
	1:3
	1:45

	H
	1:4
	1:10
	1:114

	I
	1:8
	1:10
	1:59

	J
	1:3
	1:4
	1:70

	K
	1:3
	1:8
	1:94

	L
	1:4
	1:30
	1:67

	M
	1:4
	1:6
	1:119

	N
	1:4
	1:10
	1:92

	P
	1:3
	1:10
	1:90

	Q
	1:4
	1:3
	1:85

	R
	1:3
	1:5
	1:115

	S
	1:3
	1:4
	1:116

	T
	1:4
	1:11
	1:93

	U
	1:4
	1:12
	1:119

	Total Ratio
	1:4
	1:10
	1:90


Source: Field Work 2018
Juma et al., (2017) indicate that, direct school funding has only offered limited solutions to resources acquisition in schools due to availability of insufficient funds in school. Kagomba (2008) in his finding indicate that, there were inadequate teaching and learning materials due to poor data collection which caused by poor planning. Also according to Iddah (2004) the findings show that, the primary head teachers’ were facing major financials challenges that put academic standard at stake.

CHAPTER FIVE

SUMMARY, CONCLUSION AND RECOMMENDATIONS

5.1 Introduction

This chapter presents the summary of the study, conclusion and recommendation in relation to findings. Each part contains detailed information. The chapter starts presenting the summary of the study, followed by general conclusion. Recommendations come at the end of the chapter where the researcher shows what measures to be taken so as to help overcoming the problem. The general objective of this study was: to develop an improved education management system for better pupils` academic performance in primary schools in Kishapu District.

5.2 Summary of the Study

The general objective of this study was: to develop an improved education management system for better pupils’ academic performance in primary schools in Kishapu District Council. The specific objectives covered were to: 

i. Assess the education managers role in ensuring transparency in recruitment and placement of teachers, 

ii.  Examines the role of school in ensuring fairness in staff promotion, 

iii. to examines the role of education school management system in supporting teacher’s professional development and 

iv. Examine the mechanism used by Education management system in allocating funds for teaching and learning materials in primary schools. 

Data were collected through interviews questions targeted to DED, DEO, DTSC and head teachers form twenty sampled schools, also through questionnaires designed to forty classroom teachers. The sample was composed of one DED, one DEO and one DTSC .Apart from that there were 20 head teachers from twenty school and forty classroom teachers from twenty primary schools give the total of sixty three respondents. 

5.3 Summary of the Key Findings 
5.3.1 Education Managers’ Role in Ensuring Transparency in Recruitment and Placement of Teachers
From the study, the researcher finding indicate that, recruitments and placement of teachers depend on the shortages of teachers in the district and the government budget to employ new teachers. And, manager’s roles in recruitments were to provide teachers requirements and send it to the governments for implementations. However the finding indicate that, managers must pay substances for teachers placement

5.3.2 The Roles of Schools Management in Ensuring Fairness in Staff Appraisal and Promotion
The findings indicate that, there were fairness in staff appraisal and promotion. However, the findings indicate that, role of the managers is to conduct seminar and workshops on head teachers’ roles on Teachers Performance Appraisal. Furthermore, the findings indicate that, the role of managers were to provide teaching and learning materials in schools and to employ enough teachers.

5.3.3 Educational Management Roles in Supporting Teachers` Professional Development
The finding indicate that, the major roles of the head teachers were an instructional leader and learner; the creation good learning environment; direct involvement in the design, delivery and content of professional development, and the assessment of professional development outcome. However, the findings show that, there were short courses organized by head teachers within the schools in order to discuss complicated topics that teachers accouter for. Furthermore, the finding show that, there were no any assistance given to teachers attending for further studies, this was due to shortage of funds, therefore teachers  incurred  all the bills.
5.3.4 The Mechanism Used by Education Management System in Allocating Funds for Teaching and Learning Materials in Primary Schools
The finding indicates that, government provide only 10,000/= as capitation grants for each pupils for public primary schools in a year. The finding also indicate that, Equip T, in collaboration with Tanzania Government were contributing funds in the District for the purpose of conducting short training to teacher in order to increase teachers capacity on leadership and teaching methodology. However, the finding show that, the head teachers helps teachers in availability of teaching and learning materials by purchasing using part of 60% distributed directly to schools as capitation grants.

5.4 Conclusions 

 Based on the finding of the study, it is concluded that, budget allocated for teacher recruitment and placement by the government, doesn’t meet the requirements of employing new teachers in the country. Moreover, the finding conclude that, management  fairness in staff appraisal and promotion does not affect academic performance in the school, but the effect is due to other factor such as unconducive  teaching and learning environments (Shortages of teacher`s houses and classrooms), poor reward system in management and motivation to teachers. The findings also conclude that, Public primary school will continues performing poor academically if there would be no any effort to assist teachers in their academic development in order to increase their knowledge in leaderships and academic wise. However the findings conclude that, the allocation of Capitation grants depending on the number of pupils in schools doesn’t accommodate the actual budget of schools requirements in buying teaching and learning materials and other facilities.

5.5. Recommendations

In the light of the research finding the following recommendations for policy and action as well as for further studies are made.
5.5.1 Recommendations for Generating Knowledge

Ministry of education, science and technology, educational stakeholders are supposed to assist teachers in Education development, through different meetings, seculars and workshops and to conduct teachers training in teaching methodology, also in management  so that, they can make good plan in their schools and apply proper methods of teaching and learning process.

5.5.2 Recommendation for Policy 

Basing on the findings of the present studies, educational policy planners, and the ministry of education, science and Technology at large have to come with solution to overcome the problem of shortages of teachers in public primary schools. In addition to that, the ministry of education, science and technology has to put a policy and make a follow up on teachers’ recruitment so as to increase the numbers of teachers in public primary schools in order to enhance pupils` learning. Furthermore, modality of allocation of funds that depends on the amount of pupils in schools must be evaluated because doesn’t meet the schools requirement in buying learning and teaching materials and other facilities. 
5.5.3 Recommendations for Action and Practice

The Government/Employer must plan on how to develop teachers academically and in management so as to increase teachers’ efficiencies. The Government should increase funds in public primary schools (Capitation Grants) so as to enable public schools to overcome the problems of teaching and learning materials and make conducive teaching and learning environment. School on their own views must seek to establish factors that hinder pupils` academic performance and find ways of addressing such factors.

5.6 Suggestions for Further Research

  Due to coverage of this study, the researcher makes the following suggestions:-

i. Teachers service commission contributions on teachers’ development in enhancing pupils’ academic performance.

ii. Teachers teaching methodology that influence pupils academic performance

iii. Head teacher’s management’s styles and their influence on school academic performance.
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APPENDICES

Appendix A: Interview Guide for District Executive Director
The purpose of this Interview questions is to collect data on the case of improved Management System for better pupil’s academic performance in primary school. The researcher assures you that the information gathered will be treated with great confidentiality and for academic purpose only. Please tick (√) where appropriate or fill in the required information.
Section 1: Background Information

1. Your gender                          Male (  )                                Female                     (    )

2. Level of education

Master  (   )  Bachelors Degree   (   )  Diploma    (   ) Other (Specify) -------------------

Years of experience as a DED ………………………years

Section 2: Management for Improving Pupils Academic Performance

1. In past three years ago (2015-2017) how many teachers have been located at your District Male--------------- Female-------------------

2. How many teachers have been applied to leave the district? (Transfer)

Male………………….Female……………………………….

3. What are the situational factor do you abide in allocating teachers in primary schools?

4. What is the teacher’s availability at your district? Are their sufficient?

5. What process do you use to ensure transparency in recruitment and placement of teachers?

6. What are the difficult do you encounter during the distribution of teachers in schools?

7. What criteria are used to promote teachers from one grade to another?

8. What are the strategic plans in teacher’s development in your District?

6. Are teachers given opportunity to attend upgrading courses in order to improve their academic?

7. Is any assistance given to teachers who acquire further studies in order to increase they knowledge ………………………………………………………………….

8. Are teachers given chance to attend different courses within the district?

9. How many teachers attend upgrading courses and different courses within the district from the year of 2015 to 2017? (Male… and female…)

10. What is your responsibility of DED in assuring good conducive environment in teachers work?

11. What are the teacher’s participations in staff appraisal and promotion? 

12.  Are the teacher’s salaries paid on time?

13. A part from salary what other payment does the teacher had, and what are the base of that payments?

14. What criteria’s used in allocating funds in public primary schools

a. Number of teachers (…), b. Number of pupils (…), c. Number of public primary schools (..)

15. What is the distance of furthers school from the District headquarter?

16. There are conducive environments for teacher to work? (Houses, water, Electricity and road, health services)

17. What motivation given to teachers who works in remote areas?

18. Is there any strategies enforced to visit and see how teachers leave and work at schools?

Appendix B: Interview Guide For District Education Officer

The purpose of this Interview questions is to collect data on the case of strategies to improve Management System for better pupil’s academic performance in primary school. The researcher assures you that the information gathered will be treated with great confidentiality and for academic purpose only. Please tick ( √ ) where appropriate or fill in the required information.

Section 1: Background Information

1. Your gender                 Male (  )                                       Female                     (    )

2. Level of education

Master     (   )         Bachelors Degree      (   )    Diploma    (   )    Grade A      (   )

   Other (Specify) -----------------------------------------------------------------------------

3. Years of experience as a teacher ………………………years

Section 2: Management for Improving Pupils Academic Performance.

1. What activities abided in teachers appraisal in the District?

2. Which process used to promote teachers from on grade to another grade?

3. What are the teacher’s involvements in teaching and learning process?


4. Are teacher’s salaries paid on time?

5. A part from salary, what other payment does the teacher had, and what are the bases of those payments?

6. What are the DEO responsibilities in building conducive environment for teachers` to work?

7. What are your daily activities in improving academic performance in your District primary schools?

8. Does teachers participate in decision making towards the raising pupils academic performance in district level?

9. What are the levels of education for Head teacher in your District?

10. Is any assistance given to teachers who went to further studies to increase them knowledge?

11. What is the motivation given to teachers who work in a remote area?

12. Is there any strategies enforced to visit and see how teachers leave and work at schools?

13. How many teachers do you have in your district? Male------------- Female ----

14. How many pupils are enrolled from pre-primary to STD VII? (2018)

 Boys   ---------------------------------   Girls ----------

15. What are the teacher’s pupils’ ratios in your district?

16. What kind of motivation offered to teachers who perform well in their work?

17. What are the outcomes of those motivations given to teachers who did well in their activities? It helps to increase teacher’s performance?

18. What are the national examination progresses for STD IV and STD VII in the past three years ago? (2015, 2016, and 2017). (Data)

19. What are the Head teacher’s performances in leading schools? Are you comfortable with how they manage schools?

19. What improvements strategies are better to be induced in order to improve management for better pupils` academic result to Head of school?

20. In your opinion, which management strategies have greatly influenced academic performance in your schools?

Appendix C: Interview Guide for Teachers Service Commission

The purpose of this Interview questions is to collect data on the case of strategic to improve Management System for better pupil’s academic performance in primary school. The researcher assures you that the information gathered will be treated with great confidentiality and for academic purpose only. Please tick ( √ ) where appropriate or fill in the required information.
Section 1: Background Information

1. Your gender      Male (  )                                             Female                     (    )

2. Level of education

Master      (   )     Bachelors Degree      (   )        Diploma        (   )    Grade A         (   )

Other (Specify) ----------------------------------------------------------------------------------

Years of experience as a teacher ………………………years
Section 2: Management for Improving Pupils Academic Performance

1. What your roles to the teacher in order to enhance pupil’s academic performance in your district?

2. To what extent motivation can enhance positive result on pupil’s performance?

3. What are the importances of performance appraisal to teachers?

What are teachers’ responsibilities in performance appraisal?

4. What do you think are the best strategies to be taken in order to enhance teacher`s performance for improved pupils academic performance?

5. What principles do you use to promote teachers from one stage to another stage?

6. Who is responsible to identify teacher’s promotion from one grade to another?

 7. How many teachers have been promoted for three years ago from 2015 to 2017?

8. How many teachers have been forgotten in normal promotions from 2015 to 2017? ……………………………………………………………………………
9. What strategies do you take when it happened that, teacher are forgotten in promotion due to wrong data collection? 

10. What kind of disciplinary case do you meet with frequently? 

10. What do you think are the courses of those disciplinary issues? 

11. What way do you apply to overcome and solve discipline and ethical issues for teachers?

12. What challenges do you face during the implementation of your daily activities? ……………………………………………………………………

13. In your opinion, what strategies does DED and D DEO are supposed to take in order to improve teachers’ welfares so as to improve pupils’ academic performance in the district? ………………………………………………

Thank you very much for your cooperation.

Appendix D: Interview Questions for Head Teachers

The purpose of this questionnaire is to collect data on the case of strategic to  improve Management System for better pupil’s academic performance in primary school. The researcher assures you that the information gathered will be treated with great confidentiality and for academic purpose only. Please tick ( √ ) where appropriate or fill in the required information.
Section 1: Background Information

1. Your gender               Male (  )                                        Female                     (    )

2. Level of education

Master     (   )     Bachelors Degree      (   )        Diploma        (   )    Grade A         (   )

Other (Specify) ----------------------------------------------------------------------------------

3. Years of experience as a teacher ………………………years

4. How many teachers are there in your school?

Male Teachers………   Female Teachers………Total………….

5. How many students are there    in your school?

Boys……………Girls……………    Total…………………………

6. What is the current situation on the school infrastructure on the following:-

(a)Pupil to teacher ration……………………………………………………………

(b)Pupil to book ratio………………………………………………………………

(c)Pupil to classroom ratio……………………………………………………………

(d) Pupil to Desk ratio…………………………………………………………………

Section 2: Management for Improving Pupils Academic Performance.

1. How many teachers do you have at your school? Are they fulfilling the need of school according to teacher’s pupil’s ratio?

2. Does Capitation Grants flow every month as suggested by government?

a. Yes ………..      b. No………………

If yes how much money does you get per year?

3. How much money did each pupils got in a year?

4. What is your role in teacher’s development in your schools?

5. What are your duties in teachers’ appraisal and promotion at your school?

6. How does school managements helps the availability of teaching aids in the school?

7. What are the preparations of scheme of work and lesson plan and records of work for teachers?

(a) Very Satisfactory (  )    (b) Satisfactory (  ) (c) Unsatisfactory (  )  (d) Very Unsatisfactory   ( )

8. How do you rat the school in terms of achieving academic performance targets?

   (a) Very Satisfactory (  )   (b) Satisfactory (  )(c) Unsatisfactory (  ) (d) Very Unsatisfactory   ( )

9. What is situation of resources such as chairs, tables in the school?

   (a) Very Satisfactory (  ) (b) Satisfactory (  ) (c) Unsatisfactory (  ) (d) Very Unsatisfactory   ( )

10. What is the pupils’ book ratio at your school?

   (a) Very Satisfactory (  ) (b) Satisfactory (  ) (c) Unsatisfactory (  ) (d) Very Unsatisfactory   ( )

11. How does a teacher at your school participate in decision making?

12. Is there any transparency in management system?

 If yes, to what extent?

 If no why?


13. Do you involve teachers to decide on best strategies to improve teaching and learning?

( ) Always    (  ) Sometimes   (  ) Rarely   (  ) Never

14. Do you supervise teachers to ensure they complete the syllabus on time?

( ) Always    (  ) Sometimes   (  ) Rarely   (  ) Never

15. Do you build teamwork among teachers to ensure they support one another?

( ) Always    (  ) Sometimes   (  ) Rarely   (  ) Never

16. Do you hold staff appraisal meetings to discuss strengths, weaknesses and opportunities for academic improvement?

( ) Always    (  ) Sometimes   (  ) Rarely   (  ) Never

17. In your opinion, which management strategic have greatly influenced academic performance of your school.....................................................

Thank You Very Much for Your Cooperation

Appendix E: Questionnaire for Teachers

The purpose of this questionnaire is to collect data on the case of strategic to improve Management System for better pupil’s academic performance in primary school. The researcher assures you that the information gathered will be treated with great confidentiality and for academic purpose only. Please tick ( √ ) where appropriate or fill in the required information.

Section 1: Background Information

1. Your gender   Male (  ) Female        (    )

2. Level of education

Master       (   )         Bachelors Degree      (   )     Diploma     (   )    Grade A         (   )

Other (Specify) ----------------------------------------------------------------------------------

3. Years of experience as a teacher ………………………years

4. Name of school……………………………………………………………………

5. Course attended…………………………………………………………………

6. Distance from home to school in Km…………..

7. Where do you live (Tick one option)

(i) In the school quarters (  )

(ii)Own house (  )

(iii)Rented house near the school (  )

(iv)Rented house distance from the school (  )

8. How does the distance to school affect your efficiency in teaching?

………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………

Section 2: Management for Improving Pupils Academic Performance

1.0 How many periods do you have per week?

(a) 10-15 (  )

(b) 15-20 (  )

(c) 20-25 (  )

(d) 25-30 (  )

(e) Above 40 (  )

2. What problems do you experience in your day to day teaching activities

(a)………………………………………………………………………………………

(b)……………………………………………………………………………………

(c)………………………………………………………………………………………

(d) ……………………………………………………………………………………

(e)………………………………………………………………………………………

3. Do you prepare professional documents (Schemes of work, Lesson plan and other record of work?)

3:1 If yes why?

------------------------------------------------------------------------------------------------------

3:2 If no why?

------------------------------------------------------------------------------------------------------

4. Does your school academic performance increase or decrease?

4:1 If increase why? .......................................................................................................

4:2 If decrease why...........................................................................................

4. Do you think poor management system affect academic performance? If Yes how

------------------------------------------------------------------------------------------------------

If No how

------------------------------------------------------------------------------------------------------

5. Is there any transparency in staff appraisal…………………………………………

………………………………………………………………………………………..

6. Do you know your daily responsibility and activities in your schools……………..

………………………………………………………………………………………..

7. What are the contributions of education officers to you, on improving academic performance in your school? .....................................................................................

…………………………………………………………………………………………

8. Are there enough teaching and learning materials in your school in order to improve pupils’ academic performance?

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

9. What way do you get teaching aids during your teaching processes………..

………………………………………………………………………………………………………………………

10. What is your pupil’s book ratio in your teaching subjects.................................?

11.Do you given reasonable time to fill the oppras form?

……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………..

12. Are their availability resources to meet the goal in appraisal?

……………………………………………………………………………………………………………………………………………………

13 Are the rate of your supervisor mach with your work done?

……………………………………………………………………………………………………………………………………………………

14. Are you given the duties and expectation on time?

…………………………………………………………………………………………………………………………………………………..

15.Do you participate in decision making during the process of performance appraisals?
……………………………………………………………………………………………………………………………………………………

16. Do you get Motivation from your education Officers on improving pupils’ academic performance in your school?

If Yes how

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

If no why……………………………………………………………………………

------------------------------------------------------------------------------------------------------

17. What are the suggestion do you have in order to overcome the challenges facing your school on improving pupils academic performance?

------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

18. In your opinion, which management strategies influence or hinder academic performance in your school?

…………………………………………………………………………………………
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