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ABSTRACT

This study investigated the effect of transformational leadership in managing changes in secondary schools. Specifically, the study firstly examined the role of inspiration motivation in managing changes; then examined the role of intellectual stimulation in influencing changes; and lastly assessed the role of individual consideration in influencing changes in secondary schools. This study used mixed research approach and cross-sectional design. The study deployed questionnaires and interviews to collect data from 80 teachers in secondary schools located at Kinondoni Municipality. The findings revealed that inspiration and motivation influenced change acceptance based on leaders’ ability to set visions and clearly make them known to subordinates. This seemed supported by subordinates’ self-esteem and satisfaction in managing changes in secondary schools. Moreover, intellectual stimulation influenced changes in schools through leaders’ inspirational and encouragement of followers to work independently which arouse creativity, imagination and ability to know and solve problems that embedded to changes in secondary schools. The findings posited that individual consideration influenced changes in schools due to leaders’ care of teachers’ needs, mentor, coach and guide followers’ situations. The study concluded that transformational leadership escalate the process of inducing changes in schools. It recommends leaders to promote confidence and create conducive working environment for teachers’ wellbeing and commitment to change initiatives. 
Keywords: Transformational Leadership, Change Management, Secondary Schools
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CHAPTER ONE

INTRODUCTION AND BACKGROUND OF THE PROBLEM
1.1 
Introduction 

Schools as organizations face an environment that can be best described as speedy change, reduced product life cycles and globalization that initiates competition. Particular emphasis had been on price, quality of services (education) provided, customer satisfaction and competition strategies (Leifer, O’Connor, & Rice, 2001). In this way, organizations are also pressurized to cope with the transforming society. This transformation is then facilitated with the help of psychological processes such as creativity and innovation (Jung, Chow, & Wu, 2003). Based on this conception, this chapter will discuss the role of transformation leadership in managing change in secondary schools in Kinondoni Municipality. It will attempt to discover the existing relationships between transformational leadership factors and changes within schools. It will also establish means through which transformational leadership can be used to manage changes in education sector and within secondary schools in Kinondoni Municipality. It will focus on looking at the background of the problem, statement of the problem, research objectives and questions. This chapter will also asses the significance of the study, limitations and delimitations, and the definitions of the key terms. 

1.2 
Background of the Problem

The 21st century is characterized by significant changes within the organizational environment and secondary schools in particular. Secondary schools are faced with an unsettled environment, and they need to transform themselves to cope with these changes and be able to confront changing needs such as competitiveness which demands more brilliant workers (teachers), processes and products (teaching and learning outcomes) (Gumusluoglu & Ilsev, 2009). Changes and competitiveness in this regard can no longer cope with traditional management approaches that lead to organizational change in setting and leadership. Several changes in an organization’s external and internal school environment are drivers for transformation (Singh, 2008).
The expectations of today’s workers, including secondary school teachers, are also undergoing significant changes. Teachers as employees need skills to be more creative and technically competent to work with new technologies. Therefore, heads of educational institutions, including Heads of Schools and other educational leaders, have to attract and motivate; reward, recognize and retain; train, educate and improve the performance of their workers. Leaders must cater for the workers’ changing needs and expectations, leading to the evolution of learning organizations (Singh, 2008). To date, there is limited systematic research directly linking transformational leadership and secondary schools. A few such studies have used learning variables as outcomes to standard measures of leadership, such as transformational leadership (Amitay, Popper, & Lipshitz, 2005), or examined transformational leadership roles in learning settings. Other authors have focused on coaching leaders to achieve organizational learning (Castiglion & James, 2006). 
Transformational leadership has the following behaviors: Intellectual Stimulation is the extent to which leaders inspire followers to be innovative and encourages followers to think things out on their own and think independently so that followers become autonomous (Caldwell et al., 2012). Intellectual stimulation involves arousing followers’ thoughts and imagination and stimulating their ability to identify and solve problems creatively. 
Inspirational motivation involves two key components, a leader must be clear about their vision, and a leader needs to express their vision in a manner that excites and drives higher levels of performance (Jung, Chow, & Wu, 2003). Therefore, it is essential to understand the difference between intrinsic and extrinsic motivators to inspire others successfully. The former relates to engaging in activities that are personally satisfying and rewarding. When we enjoy performing a task, we derive a sense of internal satisfaction and desire for optimal execution. These “forces” are intangible. In contrast, extrinsic motivation is linked to an external outcome or reward such as a bonus, promotion, prize or prestige.
Individualized consideration is the extent to which a leader attends to each follower’s needs and is a mentor, coach or guide to the follower (Castiglion & James, 2006). This leader listens to each follower’s concerns and needs, provides support, and empathizes with each person’s situation and background. Idealized influence is defined as having transformational leaders who behave in ways that are role models for their followers (Ahmad & Abbas, 2014). These leaders are admired, respected and trusted. Followers identify with the leaders and want to emulate them.
This study focused on the direct link between transformational leadership and secondary schools by explicitly looking at the role of transformational leadership in managing changes in secondary schools. It focused on factors that may strengthen this relationship. One of the essential factors in this regard may be the organizational size. With their collective inputs, this study assumed that larger firms perform better than smaller firms as greater firm size brings added benefits, including good reputation, sophisticated management, enhanced planning activities and the capability to absorb environmental shocks. The prerequisite for continuum school, organizational change and evolution for today’s dynamic and ever-changing environment is the presence of intuitive, strategic or, in a precise sense, transformational leadership. 
However, organizational change is subject to resistance (Hogan & Kaiser, 2005). In this regard, managers and school leaders must adopt viable ways of aligning these changes with the organizational environment. In Tanzania the then, Tanganyika and Zanzibar before independence in 1935, education sector undergone great changes and needy for the mass was very high; during the second world war in 1939 – 1945, children were attending primary schools which resulted into accelerated education provided by various missionary schools around Tanganyika. 
In 1938 a memorandum submitted to Diocesan Council who provided the basis for educational policy in the next ten years (1938 – 1948). In 1961 to 1967, there was great transformation from colonial education to independent education (national education) where, education for self-reliance was initiated. Since independence Tanzania government had attempted on many occasions to reform its educational system. 
In 1967, government released ESR based on the philosophy of formal President J. K. Nyerere and all major educational policies had been reformed. The policy focused emphasis on rural oriented education and the need for basic education. Nyerere believed that primary education should be completed itself and provide citizens with skills needed for self-reliance, rural livelihood rather than continuing into further education.
However, the Education for Self- Reliance policy was never fully implemented due to lack of sufficient resources and lack of understanding regarding importance of education among citizens following that change. Tanzania suggested the immediate introduction of Universal Primary Education and outright nationalization of voluntary agency schools and abolition of all private schools like Pugu, Minaki and Azania previously. 
On that transformation, the Education for Self- Reliance (ESR) policy formed an Education Act of 1978 and the government received the ESR under Musoma Resolution of 1974 and found that the implementation of the policy ESR was defective especially at post-secondary level as a result it was decided that formal education would decease at the secondary school level and that all graduates would serve one year in the national service. Then, following from these graduates would need to work for several years before qualifying for post – secondary education. Hence, for the policy stated that primary education should be Universal, Compulsory and Free.
In 1999, Tanzania adopted the vision 2025 which consisted a set of economic goals on the vision of achieving than by the year 2025. In 2000 Tanzania endorsed the Millennium Development Goals (MDGs), which included goals towards better education for illiterate youths, adults and access to quality education. In 2001 Tanzania government created Primary Education Development Program (PEDP), which ensures elimination fees and enrollment mandatory from seven to fifteen years which focused more on improving the quality and equity throughout the entire education system. 
Furthermore, a factor such as globalization has also threatened the existence of secondary schools (Amitay, Popper, & Lipshitz, 2005). In this regard, schools are forced to cope with the globalized world to attract their clients. Current secondary schools exist within a competitive environment that demands transformational leaders. The question is, are available secondary school leaders able to apply transformational leadership skills needed for effective teaching and learning environments? Are they capable of transforming teachers to cope with the globalized world? 
1.3 
Statement of the Problem

Changes in work organizations are good. They are for improvement of organizational systems, production, processes and assessment procedures. Education organizations like any other organization require inducing changes for their efficiency and effectiveness. However, whenever changes are induced in work organizations tend to cause fear and uncertainties. Employees and stakeholders tend to be comfortable with the current situations rather than being in a state of the unknown, caused by changes. 
Evidence shows that employees e.g. teachers resist change (Askia, 2015). Changes in curriculum, school schedules and timetable, examination settings and teaching and learning methodologies have significantly transformed secondary schools in the country (Askia, 2015). Leaders are charged with tasks of studies on how leadership styles such as transformational leadership may help in the management of organizational change. Askia (2015) correlate with Singh (2008), to argued that transformational leaders play fundamental roles in transforming the mindsets of school members. 
Therefore, because of the increasing attention to the leading factors in creating organizational evolution in the world and considering its role in school organizational change, this study examined the mutual relationship between transformational leadership and organizational change. Additionally, there are numbers of leadership approach a school leader may apply. However, this study focused on examining transformational leadership by looking at its instincts such as motivations, technology, external and internal environment concerning managing change within secondary schools. 
1.4 
Research Objectives

1.4.1 
General Objective

This study’s main objective is to investigate the effect of transformational in managing changes in secondary schools in Kinondoni Municipality.
1.4.2 
Specific Objectives

(i) To examine the role of inspiration motivation in managing changes in secondary schools in Kinondoni Municipality.

(ii) To examine the role of intellectual stimulation in influencing changes in secondary schools.
(iii) To assess the role of individual consideration in influencing changes in secondary schools in Kinondoni Municipality.
1.5 
Research Questions

(i) How do inspiration and motivation play a role in managing change in public secondary schools?

(ii) How does individual consideration play a role in influencing changes in public secondary schools?

(iii) What is the role of intellectual stimulation in influencing changes in public secondary schools?
1.6 
Scope of the Study

The study involved 10 public secondary schools at Kinondoni Municipal Council in Dar es Salaam, Tanzania. The sample (n=80) involved Municipal Director (n=1), Municipal Secondary Education Officers (n=1), Human Resource Officer (n=1), Teacher’s Resource Centre Coordinators (n=3), Ward Education Officers (n=4), Head Teachers (n=10), and teachers (n=60). The study investigated the effect of transformational leadership on managing changes in secondary schools. In particular, the study investigated the role of inspirational motivation, intellectual stimulation and individual consideration in influencing changes in secondary schools.   
1.7 
Significance of the Study

Organizational size, innovation and transformational leadership are critical concepts in the heart of organization. This study may help school leaders and managers look at practical leadership approaches that yield positive results. This is because transformational leadership approach directly affects schools as organizations and teachers as workers. Apart from that, this study helps to identify factors responsible for organizational change in secondary schools. Control of this study may help educational stakeholders like Haki Elimu, non - Governmental Organizations (NGOs), Community Based Organizations (CBOs), Focal Based Organizations (FBOs), Educational leaders and heads of Schools improve the leadership approach in secondary schools. This study’s findings may also help improve the quality of education and school development in general.  The results and knowledge from this study may contribute to policy makers and other stakeholders in education to establish managerial strategies that would help transform leadership into managerial functions, important for organizational change and development. 
1.8 
Limitation of the Study 

(i) The problem of language proficiency. This is due to the language, which will be used in this study. The English language is not familiar to the majority of Tanzanians. However, a researcher used English and Swahili to reduce the respondents’ language clarity problems. This is either by code-switching or code-mixing to clarify the respondents. 
(ii) Readiness of the respondents to comply with the researcher and provide a positive response to the researcher. This is because the researcher is not well familiar with some respondents to be interviewed. To reduce the problem, Researcher inform respondents about the importance of their contribution and acknowledge them. Respondents have also assured the confidentiality of their response by the Researcher. 
1.9 
Delimitation of the Study 

The study assessed the role of transformational leadership in managing change in secondary schools in Kinondoni Municipality. This study considered both literature-based and accurate (empirical) data collected from the field. It confined itself to selected secondary schools found within Kinondoni Municipality. This study will involve the Municipal Director (MD), Municipal Secondary Education Officer (MSEO), Human Resource Officer (HRO), Teachers Resource Centers (TRC), Ward Education Officers (WEO), Head of Schools and Teachers. 
1.10 
Definition of Key Terms

1.10.1 Transformational Leadership

This refers to a mutual process whereby persons with certain motives and values mobilize people to realize goals using various economic, political and other resources as well as using rewards and punishments to achieve compliance from followers (Burns, 2010). 
1.10.2 Managing Change 

This is the process, tool and techniques of managing organization and people side of change to achieve the required organizational development (Khan et al., 2014). 
1.11 
Organization of the Research Report 
     

Five chapters made up this dissertation.  The first chapter is introduction comprising background and statement of the of the research problem, objectives and questions, the significance of the study, its scope, and the limitation and delimitation of the study. The second chapter consists of a review of the theoretical and empirical literature, a discussion of the knowledge gap, and a conceptual framework. The third chapter presents the study methodology and includes the research approach and design, study area, sample and sampling procedure, research instruments data analysis procedure, and ethical considerations. The fourth chapter presents the data, the analyses and the discussion in accordance with the objectives of the study.  Lastly, chapter five consists of summary, conclusions, and recommendations emanating from the present study.
CHAPTER TWO

LITERATURE REVIEW

2.1 
Introduction 

The chapter reviewed literature related to transformational leadership, organizational innovation, organizational change, and management of change in organizations.  The chapter ends with research gap emanating from the reviewed literature and the conceptual framework developed from the variables under study. 

2.2 
Theoretical Literature Review

2.2.1 
Transformational Leadership Theory 

Transformational leadership ensures school sustainability, fosters creativity and knowledge application. It has interactive visions and pays much attention to value sharing and using the surrounding environment to bring change within an organization, including schools (Xiaohui, 2005). In this regard, positive inter-relationship among the organizational learning cultures, job satisfaction and school commitments have posed viable changes in organizations, including secondary schools. Hongan and Kaiser (2005), in their book “What we know about leadership,” pointed out that transformational leadership attracts key organization change variables through clearly communicating each person’s roles and responsibilities by connecting them to organization plans. This helps manage resistance related to any change within the organizations.

Burns (2010) first developed the concept of transformational leadership theory in 1978 in his descriptive research on a political leader. However, its usage has spread into organizational psychology and management with further modifications by Bass and Avalio (Jung & Sosik, 2002). From that onset, Transformational leadership theory has recently gained popularity (Yukl, 2000). Studies worldwide show that managers and leaders in different settings including secondary schools have successfully applied the transformational leadership style (Rubin, Munz, & Bommer, 2005). This is because transformational leaders were evaluated to be more effective, higher performers, more promotable than others, and more personally sensitive (Judge & Bono, 2000). 
Additionally, empirical shreds of evidence also show that transformational leadership theory is strongly correlated with employee work outcomes such as lover turnover rates, higher productivity, employee job satisfaction, creativity, goal attainments and followers’ wellbeing (Eisenbeiß & Boerner, 2013; Garcıa-Morales, Llorens-Montes, & Verdu-Jover, 2008; Piccolo & Colquitt, 2006). 

Furthermore, transformational leadership theory describes a leader as someone who inspires and stimulates the followers to achieve extraordinary outcomes (Robbins & Coulter, 2007). Transformational leader pays attention to the concern and development of the individual follower by directing them toward achieving the intended goal of an organization. Through various mechanisms, transformational leadership enhances followers’ motivations, morale and performances. 
This includes connecting followers’ sense of identity and self-projects to collective organizational goals and objectives, challenging followers to take greater ownership of their work, by understanding their strengths and weaknesses. In doing so, leaders align followers with tasks that enhance their performance. Therefore, it is essential to assess whether correlation between transformational leadership theories exists within secondary schools within Kinondoni Municipality. This is the focus of the present study to investigate the role of transformational leadership in managing changes in secondary schools at Kinondoni Municipality.

2.2.2
Creativity and Innovation

Creativity and innovation are trendy terms in the talks of many organizational leaders and the company visions, but are these people walking the talk or just talking the talk? Leaders and organizations should embrace complexity, changing environments, and even failures. When hired, leaders need to prove themselves, and should get perhaps three years to do that (Poutanen, Soliman, & Ståhle, 2016). It is easier to cut costs and increase efficiency in such a short time than create something new. Although most leaders consider creativity as one of the critical competencies, the financing end still gets the final call (Taylor 2012). There is a need for a shift of attitudes toward creativity and innovation.

Contrary to Schumpeter (1970) view claiming that creativity can come from any individual no matter their position in the organization or the task they perform (Zhou & Hoever, 2014), creativity among employees in organizations could be increased by leaders (Basu & Green, 1997; Dul, Ceylan, & Jaspers, 2011; Elenkov & Manev, 2005; Jung, Wu, & Chow, 2008; Leif Denti, 2011; Martinaityte & Sacramento, 2013; Slatten & Mehmetoglu, 2014). Creativity and innovation have been held up as the greatest savior of small economies, but who can innovate now and in the future in this demanding environment (Zhou & Hoever, 2014). It has been found that innovativeness is supported by “supervisor support, leader-member exchange, manager’s creative personality, organizational culture and climate, level of information sharing, creativity training, organizational policies, job motivators, degree of corporate socialization and creative time pressure” (Gupta & Banerjee, 2016). Based on these arguments, it is safe to assume that the leader is one of the key factors in supporting creativity and innovativeness in an organization, including schools (Yuan & Woodman, 2010).

2.2.3 
Transformational Leadership and Organizational Change

Leaders usually influence internal factors (the organizational environment and climate, vision and strategy, technology, tools and techniques) that influence innovative performance (Hunter & Cushenbery 2011; Thamhain 2003) to make the environment as hospitable as possible for idea generation and effective collaboration among different kinds of workers (Mumford, Scott, Gaddis, & Strange, 2002). The amount of resources does not inhibit creativity since the leaders’ and subordinates’ creative actions can make limited or abundant resources work for their benefit (Sonenshein 2014). Managers can create this kind of culture (Leavy 2005) and psychological environment (Leonard & Swap, 2011), which should increase overall business performance (Kyrgidou & Spyropoulou, 2013). 

Transformational leaders are intellectual, innovative, and entrepreneurial: they understand and respond to the needs of society, an organization, and its people. “The transformational leader can move those influenced to transcend their self-interest for the good of the group, organization, or country” (Bass 1985: 15). Then again, leadership is not tied to the people with formal power on top, as it can happen at all levels and can be learned (Bass & Riggio 2006). Previous studies show that transformational leadership and creativity are related to the Myers-Briggs personality type (Brandt 2011; Brandt & Laiho 2013; Brown & Reilly 2009; Carroll 2010; Gryskiewicz & Tullar 1995; Hautala 2006; Houtz et al. 2003; Lee & Min 2016). 
Because knowledge of employee personalities can benefit mutual understanding and effectiveness in organizations (Gallén 2009; Hautamäki 2016; Routamaa & Hautala 2015), this study also focuses on the Myers-Briggs personality type an antecedent to creativity and transformational leadership. The Myers-Briggs type indicator (MBTI) is widespread in research on organizations, consulting and management and is one of the psychological “tool(s) for understanding managers and the process of management and leadership” (Walck, 1996).

In addition, it has been argued that leaders themselves should be creative to be able to act as role models, motivate (Mathisen, Einarsen, & Mykletun 2012), apply unconventional solutions to problems and challenges (Proctor, 1991), promote ideas, and to develop and mentor others (Mumford, Scott, M, Gaddis, & Strange, 2002). Since transformational leadership and intellectual stimulation (Bass & Riggio, 2006; Brandt 2011) have been suggested as necessary for the leadership of creative people, it is of interest whether transformational leaders are also creative.

2.3 
Empirical Literature Review

2.3.1 
Transformational Leadership, Organizational Innovation and Creativity 

Studies indicate that every organization comes across an environment described by speedy technological changes, reduced product life cycles and globalization that initiate modern-day competition (e.g., Eisenbeiß & Boerner, 2013). For organization to change, tremendous emphasis is placed on price, quality, customer satisfaction and competitive strategy (Garcıa-Morales, Llorens-Montes, & Verdu-Jover, 2008). In this emphasis, organizations are pressurized to transform their current state into a preferred future state (Hogan & Kaiser, 2005). This transformation is then facilitated with the help of psychological processes such as creativity and innovation (Jung, Chow, & Wu, 2003).

However, innovation is described as the intentional introduction and application within a group or organization of ideas, processes, products or procedures, new to the relevant unit of adoption, designed to significantly benefit the individual, the group, organization or wider society” (West & Farr, 2002). The ability to manage change and creativity has been indicated to be one of the critical elements of transformational leadership, and there are some positively correlating findings between transformational leadership and organizational innovativeness (Khan, Sarwar, Malik, & Ahmad 2014; Shin & Zhou, 2003) including on the individual level (Gumusluouglu & Ilsev 2009a).

The importance of innovation is inevitable for each company and society worldwide. Innovations and the creativity that precedes them are essential for any organization’s effectiveness, success, and long-term survival (Anderson, Potocnik, & Zhou, 2014).  Shin and Zhou (2003) found a positive association between followers’ creativity and transformational leadership.  Moreover, Shin De Jong, Den Hartog and Zoetermeer (2003) indicated that the leaders who inculcate clear innovative vision found better results. Furthermore, according to Sosik (1998), instilling a vision enhances creative output. 
Similarly, a study by Shamir (1993) links vision to motivation and performance levels while De Jong (2006) found an innovation-based vision to encourage innovative work behavior and vision provides a direction of activities and sets general guidelines for the future.

In general, previous research found transformational leadership to affect innovation, precisely an organization’s tendency to innovate where such leaders encourage creative ideas which foster innovations within the organizations (Gumusluouglu & Ilsev, 2009). It is acknowledged that transformational leaders motivate their followers and prepare them to perform beyond expectation, enhancing their motivation and boosting their self-esteem, which oftentimes increased organizational innovation (Mumford, Scott, Gaddis, & Strange, 2002). 

For example, Jung (2003) examines transformational leadership’s direct and indirect impact on a firm’s innovation and revealed a positive and significant relationship between the two contrasts of innovation and creativity. Similarly, Gumusluouglu and Ilsev (2009) also found transformational leadership’s has positive and significant impact on organizational innovation. 
However, Schumpeter (1970) argued that only a tiny fraction of people dares to break routines and ignore the resistance and the need for these types of personalities will eventually diminish due to constant change and economic progress. To date, it is essential to recognize the role of leaders as innovators is ever as important (Amabile, Schatzel, Moneta, & Kramer, 2004; Brandt, 2011) and supporting creative individuals should be of interest. 

2.3.2 
Transformational Leadership and Managing Change 

Past research has related organizational size and performance (Mumford, Scott, Gaddis, & Strange, 2002). Studies indicate that larger firms perform better than smaller firms because they have aggregated inputs, whereas smaller firms lack financial resources, which is essential for a firm’s performance (e.g., Ebben & Johnson, 2005; Mishina, Pollock & Porac, 2004). 
Another study has indicated the importance of greater firm size as it proposes additional benefits like reputation, increased visibility, sophisticated management expertise, more planning activities and the ability to bear environmental shocks (Anderson, Potocnik, & Zhou, 2014). In the same study relationship was also found between size and a firm’s development. Study by Cohen (2015) recommended several advantages of firm size in an exhibition of innovative activities and positive relationships between organizational size and innovation have been revealed by previous research also (Yasin, Nawab, Bhatti, & Nazir, 2014).

Therefore, organizational size is an essential factor and may be very helpful in enhancing certain relationships. Gibb and Harr (2007) explored organizational size as a moderator and found its significant impact on information technology (IT) competency and development performance. Furthermore, Bohorquez and Esteves (2008) also confirm the importance of organizational size and reveal that it moderates the impact of Enterprise Resource Planning (ERP) in small and medium firm. Likewise, Jung, Chow and Wu (2003) found out that carefully controlled organizational size directly impacts transformational leadership and a firm’s innovation showing that it influences the said relationship (Jung, Chow, & Wu, 2003). 

Clearly the review of literature indicates that to manage the delivery of the school vision as an organization, a leader needs to combine effective project management with prudent change management. This will help deliver the changes connected to organizational needs and demands with the full support of the subordinates, who, according to this study, are teachers. A successful leader has to communicate each person’s roles and responsibilities clearly and connect these to organizational plans. 
Therefore, it is necessary to understand clearly the role of inspirational motivation, the intellectual stimulation and individual consideration and a leaders are required to know how they will measure their success. This understanding will help a leader set clear, goals for everyone, including specific, positive and personal short-term and long-term goals that are measurable and achievable in specific timeframe.  Considering these findings, the present study investigated the role of transformational leadership in managing changes in secondary schools in Tanzania.  

2.4 
Research Gap

Researches have indicated relationship between organizational size and performance where often larger firms perform better than smaller firms due to aggregates inputs and availability of financial resources (Mumford, Scott, Gaddis, & Strange, 2002; Ebben & Johnson, 2005; Mishina, Pollock & Porac, 2004). Furthermore, other related studies indicated that organization size has additional benefits like reputation, increased visibility, sophisticated management expertise, more planning activities and the ability to bear environmental shocks (Anderson, Potocnik, & Zhou, 2014; Cohen, 2015). Moreover, there is positive relationships between organizational size and innovation, information technology (IT) competency and development performance (Yasin, Nawab, Bhatti, & Nazir, 2014; Gibb & Harr (2007; Jung, Chow, & Wu, 2003). Therefore, organizational size is an essential factor and may be very helpful in enhancing certain relationships. Secondary school being a medium organization, it is yet known how leadership influence change in the school in general and how transformational leadership in particular manage changes in secondary schools (Bohorquez & Esteves, 2008). 

Clearly the review of literature indicates that to manage the delivery of the school vision as an organization, a leader needs to combine effective project management with prudent change management. This would help induce changes that connect well with the organizational needs and demands. This is with full support of the subordinates, who, according to this study, are teachers. A successful leader has to communicate each person’s roles and responsibilities clearly and connect these to organizational plans. Therefore, it is necessary to understand clearly the role of inspirational motivation, the intellectual stimulation and individual consideration and a leaders are required to know how they will measure their success. This understanding will help a leader set clear, goals for everyone, including specific, positive and personal short-term and long-term goals that are measurable and achievable in specific timeframe. Considering these findings, the present study investigated the role of transformational leadership in managing changes in secondary schools in Tanzania.

Regards the discussion of different reviews as indicated above, different authors and researchers focus on organizational factors that contributes to managerial functions that led to good performance of secondary school in general. Therefore, because of the increasing attention to the leading factors in creating organizational evolution in the world and considering its role in school organizational change, this study examined the mutual relationship between transformational leadership and organizational change. Additionally, there are numbers of leadership approach a school leader may apply. However, this study focused on transformational leadership by looking at its instincts such as motivations, technology, external and internal environment concerning managing change within secondary schools. 

2.2 
Conceptual Framework 

This section discusses the conceptual framework adapted and modifies from Omari (2021), which focuses on the hypothetical variables related to the roles of transformational leadership in managing change in secondary schools. The framework indicates that changes in secondary schools are influenced by the combination of the contextual, independent (predictor), mediating, dependent (outcome) and cultural variables such as power sharing between the head of schools and teachers and power sharing between school departments (Figure 2.1). According to the framework, contextual variables- such as cultural variables- are environmentally bound, while predictors are input and independent variables but potentially amenable to manipulability (Omari, 2011). 

Thus this conceptual framework indicates that a combination of independent (predictor)  such as teachers commitment and creativity , timetable and changes in the curriculum and mediating variables such as teaching methodology, computer application, school–community relationships, class room arrangements and school timetabling may lead to changes in secondary schools, which is the outcome variable. The changes can be in form of job satisfaction, efficient department coordination and team work , copliance to changes and innocations. 

Figure 2.1: Adapted and Modified Conceptual Framework on Transformational Leadership and Organizational Change (Omari, 2011)

CHAPTER THREE

RESEARCH METHODOLOGY

3.1 
Introduction

This chapter presents procedures, methods, and instruments that were used to collect and analyze data for this study. The chapter therefore, presents research approach and design, an area of the study, the population, the sample and sampling techniques, data collection methods and instruments, data analysis procedures and ethical considerations. This constitute research methodology in this study and is based on the philosophical basis on which the research is found (Kothari, 2008).
3.2 
Research Approach

This study applied a mixed method approach consisting of both quantitative and qualitative approaches. Quantitative data was analyzed using descriptive and inferential statistics, while qualitative data was analyzed using thematic analysis technique.  was. The research approach in this study played central premise to better understand transformational leadership and its effect in managing changes in schools.  This method helps extend the breadth, depth and range of inquiry, producing mixed results than using either approach alone (Creswell & Plano-Clack, 2011).
3.3 
Research Design

This study employed embedded /nested mixed method research design involving a descriptive (quantitative) and case study (qualitative) designs. In the descriptive aspects, information was collected without changing the environment and it provided information about the naturally occurring behaviour, of teachers in relation to transformational leadership experiences at their respective schools (Lalruatsanga, 2016). The study research design described the state of transformational leadership affairs as it exists at present in schools and described a population of teachers, with respect to important variable leadership with the major emphasis being establishing the relationship between the transformational leadership and change in schools (Kothari, 2013). 
Therefore, descriptive research was useful method that examined the situation as it exists in secondary schools (Williams, 2007). The design involved identification of attributes of a transformational leadership based on an observational basis, and the exploration of correlation between transformational leadership and changes in secondary school. The design was characterized by describing data on variable of interest and it was useful for gathering factual information, data on, behavior and experiences both past and present (Cohen, Manion & Morrison, 2001). 
Descriptive survey design was appropriate for this study since it based on the assumption that the sample shares similar characteristics with the whole population from where it is drawn (Rukwaru, 2007). This design was relevant to this study because it facilitated adequate data collection basically by the use of questionnaires to teachers and it enabled to obtain detailed information from the educational officers (Kajubi, 2007).
3.4 
Area of the Study

This research covered selected secondary schools at Kinondoni Municipality within the Dar es Salaam Region. Kinondoni Municipal council consists of 20 wards with 87 secondary schools, of which 29 are government owned (public while 58 are private owned secondary schools. The choice of this area is due to the fact that there is a variation of transformational leadership on managing change in secondary schools.

3.5 
Study Population

The target population in this study included all Municipal Secondary Education Officers, all Municipal Human Resource Officers, all Municipal Secondary Academic Officers, all Teachers Resource Center Coordinators, all Ward Education Officers, all Heads of School and all Teaching teachers teaching secondary schools. 
3.6 
Sample Size and Sampling Techniques 

Purposive sampling and simple random sampling were applied in this study. Purposive sampling was applied to select the Municipal Director (MD) (n=1), Municipal Secondary Education Officers (MSEO) (n=1), Human Resource Officer (HRO) (n=1), Teacher’s Resource Centre Coordinators (n=3), Ward Education Officers (n=4), Head Teachers (n=10), teachers (n=60) found in secondary schools in Kinondoni Municipality (Table 3.1). 
Table 3.1: Composition of the Sample

	S/N
	Category
	Frequency
	Percent

	1.
	Teachers
	60
	75

	2.
	Heads of school
	10
	12.5

	3.
	Ward educational officers
	4
	5

	4.
	TRCC
	3
	3.8

	5.
	MSEO
	1
	1.3

	6.
	HR
	1
	1.3

	7.
	Municipal director
	1
	1.3

	
	Total
	80
	100


Source: Field Data, (2022)
Simple random sampling was applied to select 60 teachers in Kinondoni Municipality. This sampling technique helped in getting teachers who are relevant and rich in information regarding the influence of transformational leaders in managing changes in their respective schools.  
Purposive sampling was used to select the study areas, the Kinondani Municipality.  Furthermore, this sampling technique was used in selecting ten (10) government owned public secondary schools found in Kinondoni Municipality. The (10) public secondary schools were selected from ten (10) wards out of twenty (20 wards. This is because the researcher needed to pick a group of participants who could fit a profile. 
This helped the researcher to get relevant and rich information regarding the influence of transformational leadership in managing change in secondary schools in Kinondoni Municipality. Therefore, Kinondoni Municipality was selected due to the availability of adequate secondary schools to provide comprehensive information. From these schools, the researcher examined the effects of transformational leadership on managing changes in secondary schools in Kinondoni Municipality. Furthermore, the selection of the study area was based on the fact that  the researcher is currently working in that Municipality and the familiarity with the whole area facilitated the data collection process.
3.7 
Data Collection Methods and Instruments 

The study employed questionnaires, interviews, and documentary review methods during data collection in the study area.

3.7.1 
Questionnaire 

This is a data collection instrument used by the respondents. The researcher assumed that the respondents were competent data sources and provided the data willingly. The questionnaire was well designed so that the respondents could understand the questions asked as intended by the researcher and answers them in the form intended and with integrity (Cohen, Manion, & Morrison, 2000). Dawson (2002) provided that a questionnaire is divided into three categories: closed-ended, open-ended or a combination of both (Mixed questionnaires). Closed-ended questionnaires are those types where respondent answers are limited to a fixed set of responses/questions.
According to Dawson (2002), a Close-ended questionnaire is a type of questionnaire used to generate statistics in quantitative research. It involves “YES/NO” and Multiple-Choice questions. An open-ended questionnaire “does not contain boxes to tick, but instead leaves a blank section for the respondent to write an answer.” The respondents supplied their answers without being constrained by a fixed set of possible questions.
Therefore, this research employed closed- and open-ended questionnaires). The questionnaire comprised of series of closed questions, with boxes to tick and scales to rank, and then finished with a section of open questions for a more detailed response (Appendix V). The questions reflected the specific objectives of the study.
3.7.2 
Interviews 

The interview was held with the key informants and allowed the researcher to collect in-depth information. This study involved semi-structured interviews. The semi-structured interview involved asking the same questions in each interview while researcher remained flexible so that other important information can still arise (Dawson, 2002). It is a type of interview whereby the researcher wanted to compliment specific information gained in other interviews. 
To accomplish this, the researcher prepared an interview guide comprising of list of specific questions containing topics to be discussed (Appendices I-IV). The purposively selected respondents which included one (1) Municipal Director, one (1) Municipal Secondary Education Officer (MSEO), one (1) Human Resource Officer (HRO), four (4) Ward Education Officers (WEO), three (3) Teachers Resource Center coordinators TRCCs), and ten (10) Heads of School which make eighty (20) respondents who participated in the interviews. 
3.7.3 
Documentary Review 

These are the ready-made sources of data. They are also secondary data sources collected from the available or documented sources. Data collected from these sources were used to provide information relevant for the three objectives under the study.. According to Kothari (2004), secondary data may be published or unpublished. Published data are available in (a) various publications of the central, state are local governments; (b) various publications of foreign governments or international bodies and their subsidiary organizations; (c) technical and trade journals; (d) books, magazines and newspapers; (e) reports and publications of various associations connected with business and industry, banks, stock exchanges, etc.; (f) reports prepared by research scholars, universities, economists, etc. in different fields; and (g) public records and statistics, historical documents, and other sources of published information. The sources of unpublished data are many; they may be found in diaries, letters, unpublished biographies and autobiographies and may be available to scholars and research workers, trade associations, labor bureaus and other public/ private individuals and organizations. The researcher in the present study was meticulous in using secondary data by scrutinizing the data to make them suitable and adequate for the examining transformation leadership in secondary schools (Kothari, 2004).
3.8 
Research Validity and Reliability and data Trustworthness

Validity refers to the condition when the instruments of measurement measure what is supposed to be measured, while reliability is the consistence of measurement when observing the same conditions (Cohen, Manion, & Morrison, 2000). To ensure the validity and reliability of the study, the Researcher sought the guidance of the research experts and pre-tests it on a pilot group similar to the sample to which the questionnaire was administered. Additionally, the reliability test was conducted using Cronbach Alpha test of reliability through, Statistical Package for the Social Sciences version 20. (SPSS) (George & Mallery, 2003). The analysis of the reliability of the questionnaire yielded acceptable internal consistency (Cronbach alpha =0.74). 
3.8.1
Trustworthiness

For the qualitative data researcher ensured that the findings are credible, transferable, confirmable, and dependable so as to maximize trustworthiness of the study. How these aspects were ensured in this study is explained in the next sections. 

3.8.2
Credibility 

Credibility refers to the confident shown by researcher and the truthfulness of the research findings. Thus the study ensured credibility refers by increasing the congruency of the findings and the reality (Lincolin & Guba, 1985). 
3.8.3
Transferability

Researcher ensured transferability of qualitative data through thick description to show that the findings can be applicable to other similar situations and group of the same characteristics (Ary et al., 2010).
3.8.4
Conformability

The study ensured conformability by ensuring that findings are basing on participant’s responses and not researcher biasness and this indicated the degree of neutrality in the qualitative findings (Bowen, 2009). Researcher was therefore being free and the findings are not biased to researcher, rather is the product of the participants. Furthermore, every step of data analysis that was made provided a rationale for the decisions made. This helped to the research findings to accurately portray participants’ responses.
3.8.5
Dependability

Refer to the extent that the study can be repeated by other researchers and that the findings would be consistent. The present study is consistent enough in such a manner that if a person wanted to replicate this study, he/she should have enough information from the research report to do so and obtain similar findings as the present study.  This study ensured dependability through inquiry audit from another scholar who reviewed and examined the whole process of the study so as to guarantee dependability.
3.9 
Data Analysis Plan

For the quantitative data Statistical Package for the Social Sciences (SPSS) Version 20 and Microsoft Excel 2016 were used in the study to analyze and present the results. Descriptive analysis based on both frequencies tables and figures that were used to provide information on demographic information. Moreover, the Researcher analyzed the data based on the study’s requirements. This was mainly done to know to what extent independent variables affect the level of change in secondary schools. 

Qualitative data were obtained through interviews from selected educational officers. Content analysis was used to analyze qualitative data and the researcher categorized and grouped data into themes and units (Hsieh & Shannon 2005).    
3.10 
Ethical Issues

(i) Confidentiality: The researcher kept all the information given by respondents secretly and privately to ensure confidentiality of the study ethics and not even identify respondents being potential.

(ii) Feedback: The researcher ensured the work being free from plagiarism as misused sometimes involve misconduct and ethical issues like honest and credible which make best of the results as transparent as possible.

(iii) Informed Consent: The researcher made known the purpose of the study to respondents that makes clear and easy information sharing.

CHAPTER FOUR

DATA PRESENTATION, ANALYSIS AND DISCUSSION

4.1 
Introduction

The study intends to assess the role of transformational leadership on managing changes in secondary schools in Kinondoni Municipality. The study results were presented in this chapter based on the research-specific objectives. The research-specific objectives were: 
(i) To examine the role of inspirational motivation in managing changes in secondary schools in Kinondoni Municipality.

(ii) To examine the role of intellectual stimulation in influencing changes in secondary schools.

(iii) To assess the role of individual consideration in influencing changes in secondary schools in Kinondoni Municipality.

Additionally, the data were analyzed using a frequency distribution table and figures. First, the study describes the response rate, then the demographic profile of study participants before data presentation. Likely, the data findings were presented by first reporting the quantitative results, followed by qualitative results from in-depth interview of the selected participants.
4.3 
Demographics Profile of Study Participants

The study findings are based on data collected from secondary school teachers (n=60), Heads of School (n=10), Municipal Directors (n=1), Human Resource Officers from Kinondoni municipal (n=1), MSEO (n=1), Ward Educational Officer (n=4) and Teachers Resource Center Coordinators (n=3) (Table 4.1).
Table 4.1: Respondents’ Profile

	S/N
	Category
	Frequency
	Percent

	1.
	Teachers
	60
	75

	2.
	Heads of School
	10
	12.5

	3.
	Ward Educational Officers
	4
	5

	4.
	TRCC
	3
	3.8

	5.
	MSEO
	1
	1.3

	6.
	HR
	1
	1.3

	7.
	Municipal Director
	1
	1.3

	
	Total
	80
	100


Source: Field Data, (2022)
Further, the study reported all sex, age, education and experience levels. 
Table 4.2: Respondents’ Characteristics

	Variable
	Category
	

	
	Teachers 
	HOS
	WEO
	TRC
	DEO
	HR
	MD
	Overall

	
	N (%)
	N (%)
	N (%)
	N (%)
	N (%)
	N (%)
	N (%)
	N (%)

	Sex
	
	
	
	
	
	
	
	

	Male
	29(48.3)
	5(50)
	2(50)
	1(33.3)
	1(100)
	-
	-
	38(47.5)

	Female
	31(51.7)
	5(50)
	2(50)
	2(66.7)
	-
	1(100)
	1(100)
	42(52.5)

	Age
	
	
	
	
	
	
	
	

	25-30 years
	8(13.3)
	-
	-
	
	-
	-
	-
	8(10)

	31-40 years
	30(50)
	4(40)
	1(25)
	1(33.3)
	-
	1(100)
	-
	37(46.3)

	41-50 years
	16(26.7)
	5(50)
	1(25)
	1(33.3)
	1(100)
	-
	1(100)
	25(31.3)

	51 years and above
	6(10.0)
	1(10)
	2(50)
	1(33.3)
	-
	-
	-
	10(12.5)

	Education Level
	
	
	
	
	
	
	
	

	Diploma
	8(13.3)
	1(10)
	-
	-
	-
	-
	-
	9(11.3)

	Degree
	49(81.7)
	5(50)
	3(75)
	2(66.7)
	-
	1(100)
	-
	60(75)

	Master
	3(5)
	4(40)
	1(25)
	1(33.3)
	1(100)
	-
	1(100)
	11(13.8)

	Work Experience
	
	
	
	
	
	
	
	

	5-9 years
	14(23.3)
	2(20)
	-
	-
	-
	-
	-
	16(20)

	10-14 years
	22(36.7)
	1(10)
	-
	1(33.3)
	-
	1(100)
	-
	25(31.3)

	15-19 years
	23(38.3)
	7(70)
	2(50)
	1(33.3)
	1(100)
	-
	1(100)
	35(43.8)

	20 years and above
	1(1.7)
	-
	2(50)
	1(33.3)
	-
	-
	-
	4(5)


Source: Field Data (2022)
4.4 
The Role of Inspiration and Motivation in Managing Changes 

The researcher investigates the role of inspiration and motivation in managing changes in secondary schools in Kinondoni Municipality. To achieve the objective, the researcher administered questionnaire to 60 teachers, then conducted an interview with Municipal Director (MD), Municipal Secondary Education Officers (MSEO), Human Resource Officer (DHRO), Teacher’s Resource Center Coordinators (TRCCs), Ward Education Officers (WEO), and Head Teachers. The results documented in Table 4.3.
Table 4.3: Distribution of the Respondents on Inspiration Motivation to Change Management
	S/N
	Statement
	RESPONSE
	Total

	
	
	Strongly Disagree

n (%)
	DisAgree

n (%)
	Neutral

n (%)
	Agree

n (%)
	Strongly Agree

n (%)
	

	1.
	Heads of school support teachers with related teaching and learning material
	-
	3(5%)
	4(6.7%)
	22(36.7%)
	31(51.7%)
	60(100%)

	2.
	Head of school inspires teachers to work confidently with commitment
	-
	3(5%)
	4(6.7%)
	25(41.7%)
	28(46.7%)
	60(100%)

	3.
	Head of school motivates teachers depending on their performance
	-
	1(1.7%)
	6(10%)
	30(50%)
	23(38.3%)
	60(100%)


Source: Data analysis from teachers’ responses on the inspiration motivation to change management 
Results in Table 4.3 revealed that 87.7% of all teachers agree that heads of school support teachers with related teaching and learning material. Further, the interview method was used to collect views and are presented in quotation script as follows; heads of the school revealed that more than 80% are very supportive as they make teachers experience encouragements and get more knowledge. 

“Teaching is an art and funny that uses various facilities to facilitate intellectual stimulation; at high levels, teachers and learners used to enjoy their work. To a great extent, teachers are born of teaching and learning processes. Therefore, inadequate teaching and learning facilities affect our students’ routine of learning processes” (Head of school E).
In addition, the study findings observed that teaching and learning resources should be provided to teachers. They advised preparing and using relevant resources related to their subject matters to enhance learning. 

“Teachers are encouraged with effective use of teaching and learning resources. Therefore, intended materials should be provided through equal ratio distribution to all schools at Municipal level.” (MSEO).

Not only that but also Human Resource Officer responded on the importance of supporting teachers with teaching and learning facilities such as text and supplementary books, lesson plan, journals, subject log books and teaching aids as per existing syllabi.
The results were similar to the study findings by Bass and Riggio (2006); and Brandt (2011), who suggested that transformational leadership through intellectual stimulation seem to be essential for creative people’s leadership. It is of interest whether transformational leaders are also creative. The findings are related to a previous study e.g. Omari (2011) that the combination of predictor and mediating variables such as the application of computers and other teaching facilities may lead to changes in public secondary schools, which is the outcome variable; contrary to a previous study by Mumford, Scott, Gaddis and Strange (2002) who argued that the number of resources including teaching facilities do not inhibit or increase creativity, since, it is the leaders’ and subordinates’ creative actions that can make limited or abundant resources work for their benefit. The above studies imply that the facilities are essential for the teaching and learning environment, but only when they are supported by leaders’ intellectual ability for school success. 

Furthermore, the current study’s results reveal that 88.4% of all teachers agree that the head of school inspires teachers to work confidently with commitment. heads of schools revealed that experienced, capable and disciplined teachers are considered first. 
The head said:
 “Teachers should be encouraged to work hard through improving school culture, leads them to be committed and rejecting biasness so that they feel part and parcel of the school regardless of their gender, age and ability as most of the teachers are fair to perform their daily routine” (Head of school B).
Moreover, different views on inspiring teachers work more confidently were provided to encourage their abilities and commitment. 

“Leaders at different levels should communicate good issues related to academic performance; through encouraging teachers to find professional development opportunity and cope with the real-life situation for success and ensure yourself as a leader available.” (MSEO).
Either the views on inspiring teachers to work more confidently with commitment were provided at the Municipal level, which includes the following: -                                                                                                                                                                                         

“Through motivating and supporting teachers with their needs, wants and impulses within individuals at work; organizing and conducting enhancing workshops or seminars, it encourages and enhances their teaching and learning processes in a conducive environment” (HRO).
Similar studies done by Jung and Wu (2003) added that to inspire others successfully, it is crucial to understand the motivations related to engaging in activities due to personal satisfaction and contrary that is linked to external outcome such as rewards”. Also, (see, Rubin, Munz & Bommer, 2005) managers and leaders in different settings, including Secondary Schools, have successfully applied transformational leadership. The study implies that to inspire others, leaders’ efforts to arouse followers’ behavior and culture of hard working should be encouraged to transform schools and any other organizations. The issue would help to identify and solve problems within their competitive environment; also, they could be able to cater for the services and products they are providing and producing, respectively.         
Likewise, on the role of inspiration motivation in managing changes in secondary schools, the study found that 88.3% affirm that heads of school motivate teachers depending on their performance. The Researcher investigates the role of inspiration and motivation in managing changes in secondary schools in Kinondoni municipality. The study findings revealed that 66.3% of all teachers agree that heads of schools, Municipal Secondary Education officers and Human Resource officers motivate teachers depending on their performance. 
Additionally, the method proceeded with data collection and views were indicated that heads of schools motivate teachers according to their performance and more elaborations done only at the Municipal level: 

“Through considering and recognizing teachers with certificates, promotions and salary increase, writing letters of appreciation and further studies” (HRO). 

The study is consistently done by Singh (2008); heads of educational institutions, including heads of schools and other educational leaders, have to attract and motivate; reward, recognize, train, educate and improve the performance of their workers. Currently, a study by Ngirwa (2016) linked poor academic performance to teachers’ dissatisfaction due to bullying in the teaching profession. The findings imply that workers’ motivation in any learning institution is fundamental, encouraging them to be curious, creative and innovative when performing their duties.
4.5 
The Role of Intellectual Stimulation in Influencing Changes 

The Researcher investigated the role of intellectual stimulation in influencing changes in secondary schools in Kinondoni municipality. To achieve the objective the researcher administered questionnaire to 60 teachers, then conducted an interview with Municipal Director (MD), Municipal Secondary Education Officers (MSEO), Human Resource Officer (HRO), Teacher’s resource center Coordinators (TRCCs), Ward Education Officers (WEO), and Heads of School. The results were documented in Table 4.4.
Table 4.4: Distribution of the Respondents on the Role of Intellectual Stimulation in Influencing Changes

	S/N
	Statement
	RESPONSE
	TOTAL

	
	
	StronglyDisagree

n (%)
	Disagree

n (%)
	Neutral

n (%)
	Agree

n (%)
	Strongly Agree

n (%)
	

	1.
	Heads of school consider teachers when assigned duties
	-
	1(1.7%)
	3(5%)
	28(46.7%)
	28(46.7%)
	60(100%)

	2.
	Heads of school consider teachers with high convincing power to influence others and make changes
	-
	2(3.3%)
	5(8.3%)
	31(51.7%)
	22(36.7%)
	60(100%)

	3.
	Heads of schools consider teachers with high qualifications and hard-working to make changes
	1(1.7%)
	1(1.7%)
	5(8.3%)
	32(53.3%)
	21(35%)
	60(100%)


Source: Data Analysis from Teachers’ Responses on the Role of Intellectual Stimulation in Influencing Changes (2022)
Regards the results in Table 4.4, it was revealed that 93.4% of all teachers agree that heads of school consider teachers when assigned duties. In addition, heads of schools were interviewed, and results revealed that: 

“Those teachers are supported by listening and responding to their needs based on their teaching and learning procedures. Teachers are advised in teamwork and encouraged to attend workshops on subject matters to build their capacity to pursue further studies” (Head of School D).

Further, leaders at the Municipal level were asked the same question on considering teachers with intellectual stimulation to influence changes had to say: 

“Of course, yes, where possible to allow them to orient others. Secondly, asking school headmasters to propose the names and students’ examinational performance in different subjects and consulting personal confidential files” (HRO).

The study is similar Castiglione and James (2006) in that the leader listens to the followers’ concerns and needs to provide support for each person’s situation and background. Moreover, Hunter and Cushenbery (2011); Thamhain (2006) leaders usually influence internal factors (i.e. the organizational environment and climate, vision and strategy, technology, tools and techniques) that influence innovative performance. The study implies that the intellectual abilities of workers depend on the leaders’ effort through empowering, using technology, and generating a culture of hard-working behavior to adapt effective collaboration among different kinds of workers.
Further, researcher investigated on whether teachers with high convincing power are considered to influence others when inducing changes in schools in Kinondoni municipality. The study findings revealed that 88.4% of all teachers agree that heads of school consider teachers with high convincing power to influence others and make changes. In addition to that, heads of school and other educational leaders were interviewed and provided the following responses:  

“We induce changes in school by providing teachers’ motivation through training and workshops. Those influential teachers do encourage other teachers to cope with the changes and accept the culture of the changes. They create a conducive environment through discussing with teachers on how to handle those occurring changes and we provide incentives through extra duties allowances” (MSEO).
Basing on the current findings where leaders have indicated inspirational behaviours of caring, stimulation and consideration, evidence has shown that transformational leadership is strongly correlated with employee work outcomes such as lower turnover rates, higher productivity, employee job satisfaction, creativity, goal attainment and followers’ wellbeing (Piccolo & Colquitt, 2006). Moreover, Robbins and Coulter (2007) added that transformational leadership theory describes a leader as someone who inspires and stimulates the followers to achieve extraordinary outcomes.
The study implies that to transform schools and other organizations, critical measures should be taken to promote efficient performance and practical sustainability; those measures are likely to be creativity, innovation, successfully applying new technology, motivations (pieces of training, workshops, seminars, promotions, public occasions and salary increase through higher production); hence build a culture of commitment to promoting job satisfaction and wellbeing of teachers and other workers in any organizations. Likewise, the researcher investigated that teacher with high qualifications and the ability to work hard are more considered to make changes in Kinondoni municipality. The study findings revealed that 88.3% of all teachers agree that heads of schools consider teachers with high qualifications and hard-working to make changes. 
4.7 
The Role of Individual Consideration in Influencing Changes 

The Researcher investigated teachers’ autonomy and creativity to individual consideration in influencing changes in Kinondoni municipality. To achieve the objective, the researcher administered questionnaire to 60 teachers, then conducted interviews with Municipal Director (MD), Municipal Secondary Education Officers (MSEO), Human Resource Officer (HRO), Teacher’s resource center Coordinators (TRCCs), Ward Education Officers (WEO), and Heads School. The results are documented in Table 4.5.
Table 4.5: Distribution of the Respondents on Role of Individual Consideration in Influencing Changes

	S/N
	Statement
	RESPONSE
	Total

	
	
	Strongly Disagree
n(%)
	Dis Agree
n (%)
	Neutral
n (%)
	Agree
n (%)
	Strongly Agree
n (%)
	

	1.
	Heads of school consider individuals on influencing changes
	-
	4(6.7%)
	10(16.7%)
	25(41.7%)
	21(35%)
	60(100%)

	2.
	Heads of schools give chances for the intellectual ability to influence changes
	-
	3(5%)
	7(11.7%)
	24(40%)
	26(43.3%)
	60(100%)

	3.
	School headteachers provide chances to teachers and make their ideas to influence changes
	-
	2(3.3%)
	10(16.7%)
	30(50%)
	18(30%)
	60(100%)


Source: Data analysis from teachers’ responses on the role of individual consideration in influencing changes in secondary schools (2022)
Based on results in Table 4.5, the study revealed that 83.3% of all teachers agree that heads of school consider individuals on influencing changes. Furthermore, school headmasters responded by encouraging teachers to become creative and innovative in providing their ideas. 

“Sometimes there is ample time to share knowledge and experience within the school by empowering, motivating, supporting, caring teachers so that they develop new experience and knowledge using own invention to become creative in thinking and teamwork to achieve our school goals and objectives” (Head of school C).
Xiaohui (2005) shows that transformational leadership is crucial for school sustainability, fostering creativity and valuable knowledge which is interacted by paying attention to value sharing and the surrounding environment to bring about changes within an organization, including schools. Also, transformation is facilitated through psychological processes such as creativity and innovation (Jung, Chow & Wu, 2003). Therefore, study implies the success of any organization, including schools should have effective communication among teachers, teamwork, vision and value sharing, creative thinking, conducive working environment, motivation, and creating systems of teaching and learning using technology to enhance high quality of students’ academic performance.
Further, the Researcher investigated if teachers with intellectual ability are given chances as required to influence changes in Kinondoni municipality. The study findings revealed that 88.3% of all teachers agree that heads of schools give chances for the intellectual ability to influence changes. Moreover, heads of school were interviewed, and their answers motivated teachers according to their academic performance, creating a conducive environment for teachers to pursue further studies and supporting them to attend workshops, especially on subject matters, hence building their capacity to perform daily routine activities.

“Teachers are given activities to perform, like computer application and working together as a unity. Also, they are given work according to their abilities where is possible to give them opportunities to orient others for awareness creation and effective performance” (HRO).
Similar studies (e.g. Yukl, 2000) show that all over the world, managers and leaders in different settings, including secondary schools, have been successfully applying transformational leadership style. Additionally, Anderson, Potocnik and Zhou (2014) show that innovation and creativity in any institution, including schools, are essential for an organization’s effectiveness, success and long–term survival. These studies imply that organizations and schools need transformational leadership for strategic change that encourages creative ideas and intends to produce quantity with high quality that benefits individuals and the community.
Likewise, the researcher investigated teachers who were given chances to provide their ideas in influencing changes in Kinondoni municipality. The study findings revealed that 80% of all teachers agree that heads of school provide chances to teachers and make their ideas to influence changes. Furthermore, one of the school headmasters said that:
“Developing teachers with experience and their ideas, teamwork that enhances to gain new experience and knowledge. Rising well results both internal and National examinations through giving competency-based approach to students and facilitating teaching and learning through a participatory approach to encourage teachers to cope with those changes” (Head of school C).
Moreover, changing involves managing the transition from where we are now to where we want to be in some future state (Leban & Stone, 2008). Also, Curt Lewin’s model is one of the earliest change managements that emphasizes that successful change can be attained only if managers follow three stages. 
The unfreezing stage is about creating awareness of the need for change by discouraging forces that maintain people in the current state; Moving is focused on developing new behaviors and attitudes by motivating people while moving; and Refreezing is institutionalizing change into organizational structure, norms, and values and sticking into a corporate culture for enhancing organizational behaviors. The studies imply that to be a successful organizational change, including schools, it needs the desired changes to be implemented effectively, align with a pace of change and have a will to survive.
4.8 
The Role of Transformational Leadership in Change Management

The Researcher investigated how good leadership leads to school changes by encouraging teachers to work more creatively in influencing changes in Kinondoni municipality. 
To achieve the objective, the researcher administered questionnaire to 60 teachers, then conducted an interview with Municipal Director (MD), Municipal Secondary Education Officers (MSEO), Human Resource Officer (HRO), Teachers Resource Center Coordinators (TRCCs), Ward Education Officers (WEO), and Heads of School. The results are documented in Table 4.6 below:

Table 4.6: Distribution of the Respondents on the Role of Transformational Leadership in Change Management in Secondary Schools

	S/N
	
	RESPONSE
	Total

	
	Statement
	Strongly Disagree
n (%)
	Disagree
n (%)
	Neutral
n (%)
	Agree
n (%)
	Strongly Agree
n (%)
	

	1
	Heads of schools use a democratic leadership style by encouraging teachers to work more creatively to influence changes
	-
	1(1.7%)
	5(8.3%)
	11(18.3%)
	43(71.7%)
	60(100%)

	2
	Heads of school provide a conducive working environment to perform their duties in influencing changes
	-
	1(1.7%)
	5(8.3%)
	15(25%)
	39(65%)
	60(100%)

	3
	Heads of schools facilitate the use of new technology and provide training for teachers in influencing changes
	-
	1(1.7%)
	6(10%)
	15(25%)
	38(63.3%)
	60(100%)


Source: Data analysis from teachers’ responses on the role of transformational leadership in change management in secondary school (2022).
Results in Table 4.6 revealed that 90% of all teachers agree that heads of schools use a democratic leadership style by encouraging teachers to work more creatively to influence changes. Additionally, one of the Teachers’ Resource Centre Coordinators responded that good leadership leads to school changes by encouraging teachers to work more creatively. 

“Through in-service training teachers especially on subject matters for the sharpening of some issues. A leader needs to be knowledgeable, skilled, competent, and a role model for public secondary schools; since they can motivate teachers to work and accept those occurring changes; working together with other teachers and encourage them on the importance of change and accept the changes” (TRCC).
Human Relation’s Theory in organizations by Elton Mayo (2009) focused on building informal organizations and productivity revealed that conducive environment for workers; employees like teachers would like to have a friendly environment where they can talk about their problems, feelings and attitudes, which would like to be listened and cared. The study implies that managers should have organizational skills and competence that necessitate them to be good listeners of employees’ feelings and their problems; in such situations, managers can manage resources, incredibly human as active and complicated as compared to other resources. Hence democratic leadership is the preferable style best for our schools to succeed.
The Researcher investigated how good leadership leads to school changes by encouraging teachers to work more creatively in influencing changes in Kinondoni municipality. The study findings revealed that 80% of all teachers agree that heads of school provide a conducive working environment to perform their duties in influencing changes. Moreover, the interviewed heads of school agreed on the availability of a conducive working environment to perform their duties in influencing changes. 
Also, one among of Ward Education Officer said that:
“We as leaders need to assign participatory leadership which is very effective for job performance, health and happiness, moral, personal and mental state; being able to support their needs, care, listen to their issues like academic psycho-social related matters. Additionally, maintaining peace among teachers at school by motivating them to raise their interest in teaching and learning. Mainly all teachers affect their working at school (Ward Education Officer).
Similar studies were done by Mullins (2005) that organizational climate prevailing atmosphere is surrounding the organization environment to the level of morale and the strength of feelings, care and goodwill among members. The environment influences each member of the organization bear in mind their work performance and personal relationships (p.899). The study implies that the health organization is influenced by leadership style, mostly participative, management processes and employees’ behaviors. Management success mainly depends on hold psychological and willingness to engage in organizational activities prepared under normal by all managers.
Further, researcher investigated heads of schools that facilitate the use of new technology and provides training for teachers in influencing changes in Kinondoni municipality. The study findings revealed that 88.3% of all teachers agree that heads of schools facilitate the use of new technology and provide training for teachers in influencing changes. Finally, school head masters and Municipal Secondary Education Officer were interviewed on facilitating the use of new technology and providing training for teachers in influencing changes, and they agreed. The Municipal Secondary Education Officer said:  

“Providing teachers with new technology to educate the use of new technology such as computer applications, PowerPoint and mobile phones to search various materials related to teaching and learning processes and procedures for the enhancement of academic performance within the schools’ vision and strategies for successful implementation of those programs and projects.” (MSEO).
Study conducted by Guvhu (2018) transformational leadership roles that linking with the integration of ICT in teaching and learning are, creating corroborative teams, empowering staff members, setting direction, developing staff, redesigning the organization, defining the school mission, and creating a positive culture. Also, the studies found out there are leadership practices that support the integration of ICT in teaching and learning; distribute leadership practice, transformational leadership practice, and pedagogical leadership practices. The research findings show that to promote effective integration of information and communication technology in teaching and learning; transformational leadership plays a major role.
CHAPTER FIVE

SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

5.1 
Introduction

This chapter presents a summary of the findings, conclusions and recommendations for this study to enhance administrative action, policy makers and for further research on the effects of Transformational leadership on managing changes in secondary schools. This study is based on the effectiveness of practicing Transformational Leadership in schools to bring about changes for effective performance. Intellectual stimulation, inspirational motivation, and individual consideration with a close relationship between leadership and management as they depend on each other. The study helps in administrative, managerial and institutional wise, specifically schools practicing Transformational Leadership for effective performance to ensure changes hence, school success around the community, other institutions and government in general.
5.2 
Summary of the Study

This study investigated the effect of transformational leadership in managing changes in secondary schools. The study examined the role of inspiration motivation in managing changes; examined the role of intellectual stimulation in influencing changes; and assessed the role of individual consideration in influencing changes in secondary schools. This study based on transformational leadership theory to develop its variables and used mixed research approach and cross-sectional design. The study deployed questionnaire and interviews to collect data from 80 teachers in secondary schools located at Kinondoni Municipality. The findings revealed that inspiration and motivation influenced change acceptance based on leaders’ ability to set visions clearly make them known to subordinates. This seemed supported by subordinates’ self-esteem and satisfaction in managing changes in secondary schools. 
Moreover, intellectual stimulation influenced changes in schools through leaders’ inspirational and encouragement of followers to work independently which arouse creativity, imagination and ability to know and solve problems that embedded to changes in secondary schools. The findings posited that individual consideration influenced changes in schools due to leaders’ care of teachers’ needs, mentor, coach and guide followers’ situations. The study concluded that transformational leadership escalate the process of inducing changes in schools. It recommends leaders to promote confidence and create conducive working environment for teachers’ wellbeing and commitment to change initiatives. 
5.3 
Summary of the Study Findings

The study was presented and discussed in chapter four based on research objectives as follows: 
5.3.1
The First Objective
Examined the role of inspirational motivation given by teachers to work confidently with commitment. Most responses were positive and commonly happen in Kinondoni Municipal Council especially secondary schools as success seems to happen. The study identified various motivations given to teachers depending on performance by their needs, wants and impulses within individuals. Also, teachers are encouraged to work together as a unit, which brings about teamwork and delegation of power and promotes them through recognition and rewards that promote competitive spirit among teachers in the Municipality. For example: - Municipal Secondary School Officer has introduced one unit of helping each other with social services regardless of their status. This is an excellent example for all administrators and managers in the country.

5.3.2
The Second Objective   
Examined the role of intellectual stimulation when assigning duties based on teachers’ ability to bring about changes in schools related administration management. In this study, administrators and managers at the Municipal level and school headmasters played a significant role in educating, involving and institutionalizing teachers so that they become aware of existing changes through trainings and create support to pursue further studies at higher levels. The study revealed that most respondents could use administrative and leadership as role models for teachers to follow better ways of performing their duties and responsibilities in achieving objectives.
5.3.4
Objective Three
Identified individual considerations among teachers according to their abilities, interests and education level. Most of the responses agreed positively through influential teachers convincing others and creating a conducive working environment that embraces them as royalty, motivated and feels part and parcel organization, specifically in secondary schools. Individual consideration is essential as they are trained to train others with an association of job categorization among leaders, managers and teachers within the government and private institutions, specifically schools.
The study therefore, intended to observe the role of transformational Leadership and management change in secondary schools. It established that leaders and management supervision depends on the styles used and their implications. Employees positively receive an excellent leadership style as it provides supportive agency, psychological treatment, care, listening to employees’ challenges and the school as a community; hence all these situations within the schools facilitate working conditions and build strong relationships among secondary school teachers. Lastly, good leaders educate, support, listen, care, involve participation and institutionalize workers’ attitudes and behavior for existing changes and school success.
5.4
Conclusions

Practicing Transformational Leadership is less in the country than in Kinondoni Municipal Council as teachers and students seem to have poor performance. The study was supported by most administrators and managers who fail to acknowledge Transformational Leadership and are left with outdated styles of leading organizations; hence becomes harder to compete with other schools in the country. 
The issue is that most institutions do not align with those changes that need Transformational leaders to work with those schools and bring changes in Tanzania, particularly Kinondoni Municipal Council, which depends on administrators and managers such as Municipal Director, Human Resource Officer, Municipal Secondary Educational Officer, Teachers Resource Center Coordinators, Ward Education Officer, School Headmasters, teachers, students, educational stakeholders and government as a whole.

5.5
Recommendations of the Study
5.5.1
Recommendations for Action

From the study discussion and conclusion, below are the recommendation:

Recommendation for Practice. It is recommended that most administrators, managers and schools practice Transformational Leadership in institutions with changes for successful performance.

Secondly, Transformational Leadership promotes confidence and commitment among teachers, creating a conducive working environment and economic well–being.

Thirdly, it promotes intellectual stimulation among teachers and inspirational motivation.
Recommendations for Policy Makers. The government should internalize communication and coordination to strengthen leaders and managers practicing Transformational Leadership in schools for effective results. Furthermore, the government should have a curriculum related to Transformational Leadership in Universities and for all departments. Additionally, the government should prepare short courses for administrators and managers at various carders through educational stakeholders to provide funds to enhance and sharpen their abilities on changes that happen in daily routine.
5.5.2 
Recommendations for Further Studies 
The study was conducted at Kinondoni Municipal Council based on educational Administrators, managers and teachers who usually perform their responsibilities to induce positive changes that would escalate the strategies towards meeting organizational goals and objectives. A similar study should be conducted at different places of the country to observe what is taking place in other district councils and identify the best ways to promote inspirational motivation, intellectual stimulation, individual consideration in the management of changes. 
The current study revealed its importance in managing changes in educational institutions-schools. Academicians should be encouraged and engaged further in researching the change management approaches that would be useful in inducing changes successfully in other levels (e.g. Teachers Colleges, Universities (ref. Ngirwa, 2013), the Ministry of President Office, Regional Administration and Local Government-educational sector department, and the Ministry of Education, Science and Technology in education sector. They would dig up to discover existing significant managerial issues that promote successful change management and find out more meaningful solutions to managerial challenges for the betterment of employees, teams, the community sustainability, performance and government in general.
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APPENDICES

Appendix I: Interview Guide for Municipal Director

I am Mkenobi Tungalaza, a master’s degree student studying Education, Planning and Policy Studies at the Open University of Tanzania. I am researching: The Effects of Transformational Leadership on Managing Change in Public Secondary Schools at Kinondoni Municipality, Dar es Salaam. Requirement for partial fulfillment of the course, please I bag your response on providing positive participation so that I receive information for action since it will be confidentiality. Therefore, I beg your attention and cooperation.

Please put a tick in the correspondence item(s)

1. Your Gender 


a) Male 

[
]


b) Female

[
]

2. Your age?

a) Below 30
[
]

b) 31 – 40 years
[
]

c) 41– 50 years
[
]

d) 51+ years 
[
]

3. Education Level?

a) Diploma
[
]

b) Degree

[
]


c) Masters
[
]

d) Doctorate (PhD) 
[
]

3. Experience?

a) 5-9 years
[
]

b) 10-15 years
[
]

c) 15-20 years 
[
] 

d) 20 years and above
[
]


5. How do you consider the contribution of teachers in performing their daily routine in your Municipal? …………………………………………………………………

6. Do you inspire teachers to work confidently with commitment in your Municipality?
………………………………………………………………………………………….

7. Do you motivate teachers depending on their performance Yes [
  ] 
No [   ]

8. How do you involve teachers in day-to-day changes at your Municipal?

 Yes [   ] No [   ]

9. If yes, how do you involve teachers in the changes taking place at school in your Municipal? …………………………………………………………………………….

10. Do you face any obstacles when introducing changes in your schools? 

Yes [   ] No [   ]

11. If yes, how do you manage those obstacles facing during changes in your schools?
……………………………………………………………………………………..

12. How do you motivate teachers depending on their daily routine performance?
………………………………………………………………………………………….

13. What are the criteria to be followed when motivating teachers in public secondary schools? ………………………………………………………………………………..

14. How do you motivate teachers when the academic performance of students is good? .............................................................................................................................

15. Do you consider teachers with intellectual abilities to work as heart of organization? ......................................................................................................

Thanks in advance for your cooperation

Appendix II: Interview guide for Human Resource Officer

I am Mkenobi Tungalaza, a master’s degree student studying Education, Administration Planning and Policy Studies at the Open University of Tanzania. I am researching The Effects of Transformational Leadership on Managing Change in Public Secondary Schools at Kinondoni Municipality, Dar es Salaam. Requirement for partial fulfillment of the course, please I bag your response on providing positive participation so that I receive information for action since it will be confidentiality. Therefore, I beg for your attention and cooperation.

Please put a tick in the correspondence item(s)

1. Your Gender 


a) Male 

[
]


b) Female

[
]

2. Your age?

a) Below 30
[
]

b) 31 – 40 years
[
]

c) 41– 50 years
[
]

d) 51+ years 
[
]

3. Education Level?

a) Diploma
[
]

b) Degree

[
]


c) Masters
[
]

d) Doctorate (PhD) 
[
]

4. Experience?

a) 5-9 years
[
]

b) 10-15 years
[
]

c) 15-20 years 
[
] 

d) 20 years and above
[
]

5. What is the support given to teachers related with teaching and learning materials? ……………………………………………………………………

6. How do you inspire teachers to work confidently with commitment in your Municipality? ……………………………………………………………….

7. How do you motivate teachers depending on their performance at Municipal level? …………………………………………………………

8. Do you involve teachers in changes taking place in their daily routine? ………………………………………………………......................................

9. How do you involve teachers in changes occurring at the Municipal? …………………………………………………………………………………

10. Do you inspire teachers to work efficiently and effectively for changes at Municipal level? Yes [   ]   No [   ]

11. If yes, how do you inspire and motivate teachers to transform leadership? ...........................................................................................................................

12. What are criteria to be followed when motivating teachers in public secondary schools? ……………………………………………………………………….

13. How do you consider intellectual abilities when assigning duties for changes at schools and Municipal level? …………………………………………………..

14. Do teachers with high convincing power considered to influence others so that it becomes easier accept changes in public secondary schools?...............................................................................................................

15. What is your opinion about teachers’ motivation on managing changes in secondary schools? ............................................................................................

Thanks in advance for your cooperation
Appendix III: Interview guide for Secondary Education officers (DEO, WEO & TRCs)

I am Mkenobi Tungalaza, a master’s degree student studying Education, Administration Planning and Policy Studies at the Open University of Tanzania. I am researching The Effects of Transformational Leadership on Managing Change in Public Secondary Schools at Kinondoni Municipality, Dar es Salaam. Requirement for partial fulfillment of the course, please I bag your response on providing positive participation so that I receive information for action since it will be confidentiality. Therefore, I beg for your attention and cooperation.

Please put a tick in the correspondence item(s)

1. Your Gender 


a) Male 

[
]


b) Female

[
]

2. Your age?

a) Below 30
[
]

b) 31 – 40 years
[
]

c) 41– 50 years
[
]

d) 51+ years 
[
]

3. Education Level?

a) Diploma
[
]

b) Degree

[
]


c) Masters
[
]

d) Doctorate (PhD) 
[
]

3. Experience?

a) 5-9 years
[
]

b) 10-15 years
[
]

c) 15-20 years 
[
] 

d) 20 years and above
[
]

5. Your title?

a) Ward Education Officer
[
]

b) TRC Coordinator

[
]

c) District Education Officer 
[
]

6. How do you support teachers with related teaching and learning materials? ......................................................................................................................................

7. What are inspiration given to teachers to work with confidence and commitment?

8. What is the role of your office in helping teachers with poor performance? ……………………………………………………………………...............................

9. How do teachers with good performance help influence changes in your public secondary schools? ……………………………………………………………………..

10. How do you overcome the obstacles in involving teachers for changes taking place in their Schools? ..............................................................................................................

11. How do you consider teachers with high convincing power to influence others? ........................................................................................................................................

12. Does good leadership styles facilitate changes in your schools? Yes [   ] No [   ]

13. To what extent working environment embrace teachers’ royalty and motivation? ......................................................................................................................................

14. Creation of awareness for secondary school teachers is essential for change management? Yes [   ] No [   ]

15. If yes, to what extent does your office involve teachers in the changes taking place at school? ........................................................................................................................

Thanks in advance for your cooperation.

Appendix IV: Interview guide for Heads of Schools

I am Mkenobi Tungalaza, a master’s degree student studying Education, Administration Planning and Policy Studies at the Open University of Tanzania. I am researching The Effects of Transformational Leadership on Managing Change in Public Secondary Schools at Kinondoni Municipality, Dar es Salaam.. Requirement for partial fulfillment of the course, please I bag your response on providing positive participation so that I receive information for action since it will be confidentiality. Therefore, I beg for your attention and cooperation.

Please put a tick in the correspondence item(s)

1. Your Gender 


a) Male 

[
]


b) Female

[
]

2. Your age?

a) Below 30
[
]

b) 31 – 40 years
[
]

c) 41– 50 years
[
]

d) 51+ years 
[
]

3. Education Level?

a) Diploma
[
]

b) Degree

[
]


c) Masters
[
]

d) Doctorate (PhD) 
[
]

3. Experience?

a) 5-9 years
[
]

b) 10-15 years
[
]

c) 15-20 years 
[
] 

d) 20 years and above
[
]

5. How do you inspire teachers when assigning their duties? ……………………………………………………………………………...................

6. To what extent does the quantity and quality of teaching and learning facilities enhance the intellectual stimulation of teachers in their daily routine? .........................................................................................................................................

7. How does your office play its role in embracing intellectual stimulation for teachers at your school? ..............................................................................................................

8. How does teaching and learning facilities influence changes in public secondary schools?………………………………………………………………………………

9. What are the obstacles for teachers facing changes at your schools? ........................................................................................................................................

10. What are the changes taking place in your school? ……………………………….........................................................................................

11. How does team teaching facilitates performance in your school? .......................................................................................................................................

12. How do you encourage teachers to become creative thinking and innovative? ......................................................................................................................................

13. Does the environment conducive for teachers work more effectively? ......................................................................................................................................

14. Do you facilitate teachers the use of new technology and in service trainings? ........................................................................................................................................

15. Give any suggestions about the changes in schools? ........................................................................................................................................

Appendix V: Questionnaire Guide for Secondary School Teachers in Public Secondary Schools
I am Mkenobi Tungalaza, a master’s degree student studying Education, Administration Planning and Policy Studies at the Open University of Tanzania. I am researching The Effects of Transformational Leadership on Managing Change in Public Secondary Schools at Kinondoni Municipality, Dar es Salaam. Requirement for partial fulfillment of the course, please I bag your response on providing positive participation so that I receive information for action since it will be confidentiality. Therefore, I beg for your attention and cooperation.

Please respond accordingly to the statement hereunder by putting a tick (V) to your choice to indicate the level of agreement, disagreement or neutral in the table below: whereby strongly agreement = 1, agreement = 2, neutral = 3, disagreement -= 4 and strongly disagreement = 5.

1. Your Gender 


a) Male 

[
]


b) Female

[
]

2. Your age?

a) Below 30 years
[
]

b) 31 – 40 years

[
]

c) 41– 50 years
[
]

d) 51+ years 
[
]

3. Education Level?

a) Diploma
[
]

b) Degree

[
]


c) Masters
[
]

d) Doctorate (PhD) 
[
]

4. Experience?

a) 5-9 years
[
]

b) 10-15 years
[
]

c) 15-20 years 
[
] 

d) 20 years and above
[
]

	N.
	Statement
	Responses 

	
	Transformational leadership (features of transformational leadership)
	Strongly agree 
	Agree 
	Neutral 
	Disagree 
	Strongly disagree

	1. 
	The head of school supports teachers with related teaching and learning materials
	1
	2
	3
	4
	5

	2. 
	The head of school inspires teachers to work confidently with commitment
	1
	2
	3
	4
	5

	3. 
	The head of school motivates teachers to depend on their performance
	1
	2
	3
	4
	5

	4. 
	Teachers are considered when assigned duties
	1
	2
	3
	4
	5

	5. 
	Teachers with high convincing power are considered to make change and influence others
	1
	2
	3
	4
	5

	6. 
	Teachers with high qualification and the ability to work hard are more considered
	1
	2
	3
	4
	5

	7. 
	Teachers are autonomous and creative in making change
	1
	2
	3
	4
	5

	8. 
	Teachers who have the high intellectual ability are given a chance as required
	1
	2
	3
	4
	5

	9. 
	Teachers are given a chance to provide their own ideas
	1
	2
	3
	4
	5

	
	Change management (features of change management )
	Strongly agree
	Agree
	Neutral 
	 Disagree 
	Strongly agree 

	1. 
	Good leadership leads to the school change by encouraging teachers work more creative.
	1
	2
	3
	4
	5

	2. 
	The head of school provides conducive working environment to perform their duties.
	1
	2
	3
	4
	5

	3. 
	The head of school facilitates the use of new technology and provides training for teachers.
	1
	2
	3
	4
	5

	4. 
	Team learning and creative thinking facilitate school changes
	1
	2
	3
	4
	5

	5. 
	The head of school’s roles to inspire and motivate teachers for its success.
	1
	2
	3
	4
	5


Thank you for being so cooperative!
MEDIATING VARIABLES


Teaching methodology,


Computer application,


School – community relationships, 


School, timetable


Class room arrangements








CONTEXTUAL VARIABLES


TRANSFORMATION LEADERSHIP


Teaching/Learning environment


Technology 


Teaching/ learning methodologies














INDEPENDENT (PREDICTOR)


VARIABLES


Teacher’s commitments


Teacher’s creativity,


Changes in curriculum


School timetable


Exams settings  





DEPENDENT (OUTCOME)


VARIABLES


Job satisfaction, 


Commitments 


Department coordination 


Teamwork 


Compliance to change,


Innovations 





CULTURAL VARIABLES


Power sharing between head of schools and teachers,


Power sharing between school departments








