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ABSTRACT

Institutions worldwide are demanding and developingre effective middle level leadership. In view tbfs
numerous leadership theories and models have beestracted to explain leadership functions and menended
different approaches to leadership in various tustins. This highlights the influence of leadepsbn subordinates and
followers in performance to achieve mission andaaigational development. Literature reviewed foandap existing
regarding Full Range Leadership Styles (FRLS) ant®cigool Head Teachers (Principals) as predicteddayl teachers

and teachers in Greater Accra, Ghana.

This is a quantitative research with a survey ohgad teachers and 300 teachers using Multifactadérship
Questionnaire (MLQ Form 5X Short) to collect datésing descriptive statistics of mean and standardation to
determine the dominate Leadership Styles among headhers. The findings of the study suggested that
Transformational Leadership Styles as the domihatalership Styles, followed by Transactional Leakigr Styles and
Passive/Avoidant Leadership Styles in that ordeaseéBl on empirical findings, FRLS should be partraining and
selection process of head teachers and teachetBeFtesearch may be conducted in which data dhmailcollected from

students, parents, peers and supervisors as wigllda 360 degree leadership assessment.

KEYWORDS: Full Range Leadership Styles, Transformational kestip Styles, Transactional Leadership Styles,

Passive/Avoidant Leadership Styles
INTRODUCTION

Leadership has evolved and continues to evolvea@&013). Varied leadership theories, styles andels
continue to receive attention in academia and legsirglobally in the area of great man, trait, b&hal; contingency,
situational, leaders and followers, private secfmrblic sector, providing governance, contemporang full range
leadership styles (; Ayiro, 2014; Bates, 2013; Wan2012; Syndell, 2008).This makes leadershipadriee most studied
areas in human resource management and still orteeomost complex and complicated area of inquigieyemo,
Dzever, & Nyananyo, 2015). Leadership can influeiolewers and peers to improve on performanceacidevement of
an organizational mission and the development aif tihganization (Goleman, Boyatzis, & Mckee, 203inelli, 2006).
This means increasing knowledge in various leadersthniques may make leaders successful, efee@nd perform

better than people with less knowledge in leadpréhiang & Yin, 2010).

In education, leadership theories and models sscéffactive school leadership practice (Marzanotaiéa &
McNulty, 2005), learning organization (Yang, Watkim& Marsick, 2004), instructional learning (Hadier, 2003),

Impact Factor (JCC): 1.9287- This article can be danloaded fromwww.bestjournals.in



30 Francis Obodai L&k, D Min & Christiana Naa Momo Lokko

transformational leadership in education (Leithwa®dlantzi, 2006) and growing great school modelen& 2007)
among others have received attention in educalienertheless, Full Range Leadership Styles (FRIzS)rbceived little
empirical attention in education among teachersub-Saharan Africa for that matter Ghana (AdeyeBmever, &
Nyananyo, 2015; Andoh, 2014; Gyan & Tandoh-Offi@12; Oyekan, 2010; Avolio, 201Q)iterature reviewed suggested
that further research can be carried out aboutelsaip styles within different environment more dfeally in Sub-
Saharan AfricdAyiro, 2014; Nath 2013; Stanescui & Cicei, 20E®jarin, 2013; Sahaya, 2012; Spinelli, 2006)

Hence, this researcher will use the Full Range eesidp Styles (FRLS) by Avolio and Bass (2004) tiadg
Leadership Style among head teachers as predigtbédd teachers and teachers in Anglican Educationof Greater

Accra, Ghana.
LITERATURE REVIEW

The Full Range Leadership Styles (FRLT) startedtrassformational leadership styles by Burns in 1978
(Mukhuty, 2013). Later, he distinguished betweearahteristics of transformational and transactideatlership (Bates,
2013). In 1985 Bass originated the concept of aotdr model of leadership styles (Nath, 2013). fveind Bass later
suggested “Full Range Leadership Styles” (FRLS)tfIN2013; Sahaya, 2012; Avolio, 2010; Avolio & Gaed, 2005;
Avolio, Bass, & Zhu, 2004).

The theory has evolved from four transformatioealdership styles to seven leadership factors ta égtors of
leadership (Nath, 2013; Hebert, 2011; Avolio & Gad 2005). Bass and Avolio (2004) again modifieel theory to nine
factors version based on several researches winitee sesearchers had recommended additions oratededif items of
factors from nine factors model for their studiBalfaya, 2012; Barbuto,2005; Avolio & Bass, 2004Bavolio, Jung, &
Berson,2003). Bass and Avolio (2004) nine-factofulirrange of leadership styles was developed. fiihe factor FRLS
consists of five factors of transformational leathgp styles, two factors of transactional leadgrstyles and two factors
of passive-avoidant leadership styles. The transdtipnal leadership styles consist of idealizedugrice (attributed),
idealized influence (behavior), inspirational matien, intellectual stimulation, and individualizednsideration. The two
factors of transactional leadership styles consistontingent reward and management-by-exceptictived. The two
factors of passive-avoidant leadership style isenag of management-by-exception (passive) andelzifsre leadership
style (Staneseu & Cieci, 2012; Spinelli, 2006; Avd Bass, 2004). These are discussed below:

Transformational Leadership Styles

The roots of transformational leadership are foimdhe works of James MacGregor Burns who is gdiyera
considered the founder of modern leadership thé®uyns, 1978). Burn’s work is primarily found inettpolitical realm,
and he identifies leadership as the action of leagersuading followers to work towards certainlgahat represent the
values, needs, aspirations, and expectations ¢f leatlers and followers (Hebert, 2011). Burns bekethat leaders are
able to persuade followers through their teachiolg of leadership. Additionally, he believe that thrilliance of
leadership lies in the way leaders view and achupeir own values and motivations, as well asahaistheir followers.
He confirms that there is a moral aspect of leddprand believes transformational leadership isugded in conscious
choice among real alternatives. The followers nhasie the opportunity to experience and understaadiifferent options
or actions the leader may be prescribing (Avolias® Berson, & Jung, 2003). Burns further contehdsthe leadership

role is most powerful if leaders help to develogitHollowers into leaders. In other words, thensfarmational leader is
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constantly supporting the evolution of leaders imitthe organization, and in doing so; these tramsiiog leaders affect
real change in the organization (Mukhuty, 2013; lkoy@2010).

Transformational leadership theory has been thgesulmf much research, both in the business world a
academic circles (Wendorf-Heldt, 2009). In educalo settings, transformational leadership behavioeduced
employees’ cynicism about organizational changeduacational settings, reaching the same conclusibost the positive
effects of transformational leadership (Hebert,30Transformational leadership had a positive sigdificant effect on

students’ engagement and organizational conditjagso, 2014).

Transformational leaders are able to stimulate motivate the followers to perform beyond expectatid the
working’'s standard (Barbuto & Burbach, 2006). Tfanmational leaders not only exchange between msvand the
leaders’ requirement but also motivate the folleswertranscend their self-interests for the goaigrg, 2014). Moreover,
they are able to change peers and followers betgatoencourage their visions for achievement. $aed followers
understand and share their interests to leaders ey trusted and have respect for leaders. Leathive influence on
followers to transform and develop organizationeTdegree of influence from leaders to followersassa result of
followers’ reactions (Mukhuty, 2013). These reagsiavill assess and select the styles of leadershadie appropriate or
not for them. Moreover, transformational leadeesexcellent motivators because they emphasizeeopdbple more than
results. The behaviors of transformational leadprahe consistently developing, solving problenreating promotions,
building confidence, achievement focusing, commendifit focusing, optimistic focusing, enthusiagticusing, and self-
actualization focusing (Avolio & Bass, 2006).

Transformational leadership styles of the full rarlgadership model are the culmination of many destup
theories (Sahaya, 2012). Transformational leaderstyles in full-range leadership mode comprisefivef I's factors of
Idealized Influence, Idealized Influence (Behavior), Inspirational Motivation, Intellectual Simulation and Individualized

Consideration (Bass & Avolio, 2004). The details are following:

Idealized Influence (Attributed) leaders have charismatic character such as sugpdrinstill pride in followers.
They go beyondelf-interest for the advantage of group and omgiun. They encourage, build trust, respect armbétx
the sense of self-confident and direction (Avolidé&ss, 2003). Idealized influence is the charastierof transformational
leadership as defined by Avolio and Bass (1990) facdses on the vision and sense of mission thdeteeonveys to
others. It is within this characteristic that leexdereate leaders by showing others that they caonaplish their goals
(Avolio & Bass, 2002; Avolio, Bass, & Jung, 1999).

Idealized Influence (Behavior) leaders have charismatic actions such as hightighthe sense of purpose and

performance, emphasizing on moral ethics for deesssimaking at all time (Avolio & Bass, 2003).

Inspirational Mativation come from leaders who encourage their followengea optimistically accomplishment
in the future, communicate clearly with their visiand reveal certainly toward the goals that thdlybe reach (Bass &
Avolio, 2004). Inspirational motivation was oncensalered to be synonymous with the charisma adwegtleader would
exhibit. It is now recognized as being much moemntbharisma and is seen at all levels of orgawizatiThe potential for
inspiring others can lie in personal accomplishmeithproved communication skills, and the role méng plays in
motivating others (Avolio & Gardner, 2005). The dea is particularly able to improve his/her levélinspirational

motivation when the vision and goals are sharedtbgr employees. This leader is proactive in seetdmminimize errors,
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but when mistakes occur, the situation becomearailey experience instead of an opportunity to glumir criticize (Tang
& Yin, 2010). This leader remains optimistic duritignes of crisis, sets an example of being a hastker, and searches

for the means to reduce barriers and improves wgrknvironment (Hebert, 2011).

Intellectual Stimulation refers to leaders who stimulate the sense of lagit analysis of followers to creative
notions for problems solving. Intellectual stimidat focuses on creativity and innovation. The leaeourages others to
take a new look at old problems and barriers. Thewer learns to analyze situations and problemshat he/she can
create his/her own strategies to solve issueshweibd & Jantzi, 2006). Ultimately, followers becommblem solvers
without the leader’s assistance. The leader is afsn to and intellectually stimulated by thoughtsl ideas of the
followers. Through intellectual stimulation, foll@ens are able to conceptualize, comprehend, andiv@yagenerate
solutions that lead to higher productivity and Sfatition (Hebert, 2011).

Individualized Consideration refers to leaders who take into consideration imisidg, encouraging, teaching,
coaching, and paying attention to the individuaernigs and needs of follower rather than as a merobéhe group.
Individualized consideration, the second charastieriinvolves the leader diagnosing and evaluatiiregindividual needs
of the followers as opposed to treating all follesvas having the same needs (Avolio & Bass, 20@gders who exhibit
this characteristic provide feedback while coachamgl advising followers, giving them the ability take on more
responsibilities (Tang & Yin, 2010). These respbilisies do not stop at job duties, but they alsolide the personal
responsibility for their own learning and developmé hese leaders are known for removing roadblegksn the system
so that employees can reach full potential. Indigiczed consideration leads to the empowering dividuals who can

make a difference in an organization (Mukhuty, 2013
Transactional Leadership Styles

Transactional Leadership is exchange-oriented, elhertransactions form the bulk of the leader-folbow
relationship. Here, the leader exchanges productemvices of value with the followers, such thwgit own as well as the
followers’ agenda is advanced (Avolio & Bass, 200Bhey are able to influence their subordinatesugh exchange
process. The subordinate does what the leader iasksturn (Spinelli, 2006). This leadership stylesmprises of

‘contingent reward’ and ‘management-by-exceptigkdéyemo, Dzever, & Nyananyo, 2015; Tang & Yin, 2010

Contingent reward is the exchange process whereby specific rewanina the leaders are exchanged for the
satisfactory follower efforts (Avolio & Bass, 2004jere, the leader agrees on tasks with the follame the rewards they
will receive in return, including rewarding goodrfz@mance and achievements and punishing bad pesfoce (Staneseu
& Cieci, 2012).

Management-by-Exception may be active or passive. This encompasses cogettticism, negative feedback
and negative reinforcement (Syndell, 2008). Inaitsive form, leaders closely observe subordinatesrder to identify
their errors or breach of rules and thereafter esnpbrrective action. In its passive form, the lerahtervenes only if and
when problems occur and targeted standards amchatved. Essentially active and passive managebyeexception are
considered to adopt negative reinforcement teclasiquhile contingent reward is perceivable as atipesieinforcement
technique (Mukhuty, 2013; Avolio & Bass, 2004).

Passive-Avoidant Leadership Styles

The Passive-avoidant leadership styles comprised offagtors of management-by-exception and laissee-fai
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leadership (Bass & Avolio, 2004). The details asdadlows:

Management-By-Exception (Passive) leaders have behaviors of waiting until a problesadme serious, wait for

things to go wrong before taking action (Avolio &$&s, 2004). These behaviors were no leadership.

Laissez-Faire Leadership style is whenleaders have behaviors of avoiding responsibilitiask direction and

decisions, loss of influence, fail to communicated lack of any kind of leadership (Sahaya, 2012).

Thus the Full Range Leadership Styles manifestfits® a single continuum encompassing leadershjilesst
model for scientific research. Hence, this studil vestigate FRLS model within the changing eomiment of the

educational system among Anglican Education Uradhteachers in Greater Accra Ghana.

Leadership styles have been studied by many schei#tn varied results. Spinelli (2006), found thia more the
subordinates predict the leader as exhibiting foangtional behaviors, the greater he or she redagkerting extra effort,
expressed satisfaction with the leader, and bealietre leader to be more effective. The relationshgiween
transformational leadership and the outcome factese more positive than the transactional styled laissez-faire.
Contingent reward correlated less positively wite butcomes; management by exception (active asgied and laissez-
faire correlated negatively with the outcome fastakccording to Spinelli (2006), these findings ammsistent with the
hierarchal patterns reported by Avolio, Bass andgJiBass, Bass and Avolio, Hater and Bass, ande3e#ind Bass
(Spinelli, 2006).

Sahaya (2012) in a study of a learning organizatisnmediator of leadership style and firms’ finahci
performance to examine and identify the influendéelemrning organization as a mediator on the refeti between
leadership styles (transformational, transacti@mal passive-avoidant) using multifactor Leadergiestionnaire (MLQ
Form 5X Short) for learning organization testingraveised in this study with data of 400 respondé&noits 100 firms in
The Stock Exchange of Thailand 100 (SET100). Amotiger results, the research reviewed passive-awbidadership

styles as the dominated leadership style followettdnsactional and transformational leadershifesty

Stanescui & Cicei (2012) exploratory research adégship styles of Romanian Public Manag®eanifested that
transformational leadership style at the levelhaf five components of transformational leadersk@mdp higher than the
national normative sample. Leaders investigated terinspire power and pride in their followers, ¢nying beyond their
own individual interests and focusing on the inséseof the group and of its members, to manifesitive and highly

valuated behaviors that tend to provide visiong/laét is possible and how to attain it.

Nath (2013) studied an examination of leadershjifest Each supervisor was rated by 2 subordinatzdership
styles (Transformational, Transactional, and PassAwoidant) were measured through Multifactor Leabip
Questionnaire (MLQ 5x-rating form (Avolio & Bassp@4). The values of mean of transformational leadershjtes
scales range from 3. 04 to 3.25 welandard deviations ranging from range from .506tb. The mean values of
transactionaleadership styles scales range from 3.02 to 3.1ith,standard deviations .51 in both scalBse mean values
of passive avoidant leadership styles scales ringe.46 to .81 with standard deviations .66 inhbetales. The dominate

leadership style is transformational leadershifestyer transactional and avoidance leadership.
RESEARCH HYPOTHESIS

Based on the above theoretical and empiricablitee review, this paper seeks to test the follgwiypotheses:
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HO1: The dominate Leadership Style will be Transformadlo_eadership Styles over Transactional Leadership
Styles and Passive/Avoidant Leadership Styles améinglican School Head Teachers in Greater Accran@has

predicted by Head teacher and staff teachers.

HO2: The dominate Leadership Style will not be Transfational Leadership Styles over Transactional
Leadership Styles and Passive/Avoidant LeaderstyilesSamong Anglican School Principals in Greatecra Ghana as

Ghana as predicted by Head teacher and staff tesache
METHODS AND MATERIALS

This study adopted a quantitative case study reBdachnique. The use of the quantitative researatie way
for using descriptive statistics in hypothesesitigs{Tang & Yin, 2010). The main rational for usitige quantitative
approach is to provide adequate basis for estigatétiability and validity of the findings with th@eed for the
generalization of the result in mind (Nath, 20IX)e study focused on the education sector, witkailje of making in-

depth investigation of the research problem.

The population of this study was head teachersteachers of Anglican Education Unit of Ghana. $pecific
population was employees of Anglican Education WfitGhana who have been working with the unit. Emire
population of principals (head teachers) is 65 rfiales and 48 females), number of teachers is 998 if&ales and 661
females) with a student population of 23224 (18238irls and 10, 332 boys). The principal is suggla® develop others,
inspire others, be change agents, influence peetstdents, management conflict and collaboratautih adopting the

appropriate leadership style.

A sample size of 50 for head teachers and 292fmhers was used. Construct of FRLS was measutkdead
teachers and teachers’ questionnaire, which seasededium of measuring head teachers leadershgs stith FRLS by
using Multiply Leadership Questionnaire (MLQ Forrg-Short). the MLQ Form 5X Short is composed of 9 items and
assesses the five components of transformatioredelship (Idealized Influence (Behavior), ldealizedluence
(Attributed), Inspirational Motivation, IntellectbaStimulation, Individualized Consideration), twooroponents of
transactional leadership (Contingent Reward, Mamege by-Exception (Active), two passive/ avoidasadership
components (Management by-Exception (Passive)seaifaire leadership), The MLQ Form 5X Short varsid MLQ is
available in two forms: the self-rating form anc trater form (where associates rate their lead&rghe current study
used both self and other rating for8tgnescu, and Cicei, 2012; Nath, 2013; Avolio & 8&003.

The survey measures nine factors. Transformatideadlership includes these factors: idealized imitee
(attributed) idealized influence (behavior), inggional motivation, intellectual stimulation, anddividualized
consideration. Transactional leadership includessehfactors: contingent reward, management-by-éxcegactive),

management-by-exception (passive). Laissez-faitteeiginal measure and considered a non-leadestyimp

Construct validity of the MLQ 5X-short has beenessed through numerous studies that illustrateghastip
through factor analysis (Yukl, 2006). According Axolio and Bass (2004) the MLQ 5X-Short has beemetmped,
enhanced, and validated over the past 20 yearsvalidation process has demonstrated both factandl convergent
validity, as well as internal consistency, tesesetreliability, and interpreter agreement. Transfational leadership
works best in a crisis and when ambiguity is higox, 2009). After examining various leadership rastents it was
determined that MLQ Form 5X-Short should be the begrument to examine the leadership styles antwzgl teachers
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(Kearney & Gebert, 2009).

Date analysis was done through the use of desaiiatistics to test Mean and Standard Deviatibthe
hypothesis. The statistical tools were used owtinpe fact that continues data were involved eséhstudies. Generally,

continues ration and interval level data are amaly®ith parametric statistical tools.

Ethical regulations outlining professional guidebnfor the conduct of research were adhered thignstudy.
First and foremost, informed consent was receivethfthe regional manager of Anglican Education UR#rticipants
also agreed to participate and were made awarartfmtation gathered would be used for which itsveallected and
published in a scientific journal for academic ms@ and for policy makers to assist in policy folation and

implementation.
RESULTS

The results showed in table 1, is a summary ofdesidp style as predicted by head teachers andeactiers. In

table 2, we have detailed results of leadershilestys predicted by head techers and teachers.

In table 1, we have the mean scores obtained oMit@ ranges from 15.93756 of self and 15.0319 ¢érran
the transformational leadership with standard d®na2.70859 on the self rate and 3.65063 of rafeansactional
Leadership Styles mean ranges on self 5.9592 dad5&6617 with standard diviation of self 1.499%81 rater 1.66417,
Avoidance/Passive mean of self 1.5000 and ratéd393 with standard deviation of self rate 1.606/8 eater 1.96393.
This indicate that the dominate leadership styleaasformational leadership styles followed byngactional leadership

styles and the list leadership styles displayevisidance/Passive leadership styles.

Table 1: Summary Descriptive Results of Full Rangeeadership Styles

Mean Std Deviation
Total LS Self-Rater | Other-Rater | Self-Rater | Other-Rater
Transformational 15.9375 15.0319 2.708509 3.65053
Transactional 5.9592 5.6617 1.49943 1.66417
Passive/Avoidant 1.5000 1.3.3821 1.60675 1.96393

Table 2: Detailed Descriptive Results of Full Rangeeadership Styles

. . (Self-Rater) (Other-Rater)
Leadership Styles | Leadership Styles Scales Vean | SD Mean 1SD
Idealized Influence (Attributes) 3.28 .882 293 @40
Idealized Influence (Behavior) 2.98 .82(Q 2.91 1.037
Transformational Inpirational Motivation 3.32 .844 3.05 .967
Leadership Styles Intellgctuall 288 918 294 942
Consideration
Intellectual Stimulation 3.48 .684 3.19 923
Transactional Contingent Reward 3.24 .894 3.06 1.004
Leadership Styles | Mangement by Exception :Active 2.73 1.01p 2.64 9.14
Passive/Avoidant Management by Exception: Passive .3p 794 53 1.104
Leadership Styles | Laissez-Faire 1.18 1.1172 1.104 1.288

The hypothesis revealed that the dominate leagershjle predicted by head teachers and teachers is
transformational leadership styles, followed byns@ctional leadership styles and the list exhiblestlership style is

passive/avoidant leadership styles (Avolio & B&2B06). This showed that head teachers are ableflteence ideas,
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influence behavior, and give inspirational motiwati intellectual consideration and intellectuainstiation. This result is
in line with previous findings like Nath (2013), Muuty (2013), Syndell (2008), Beeka (2006). Whstbordinate
perceived their leaders as exhibiting transfornmatidoehaviours, the greater he or she reportedtiegeextra effort,
expressed satisfaction with the leader, and beli¢ive leader to be more effective and perform béttéhe interest of the

organization and society as a wh@anescui & Cicei 2012; Spinelli, 2006)

Although transactional leadership can be effective certain environments, research has shown that
transformational leadership positively influencesnmitment, and performance (Bass, 1985). Avolio &8 (1990) assert
that the two actually complement each other. Adogrdo Bass and Avolio (2004) transactional behavitave come to
represent the managerial aspects of leadershiplipA® Bass 2004). Transactional leaders define, mamicate, and
reward the work (Avolio & Bass, 1990). These leademanize the work and decrease job ambiguitys Basl Avolio
(2004) maintain that while transformational leatigysis needed to bring about change, the transadtiaspect of

leadership is also vital and cannot be ignored respecially in an educational institution.

Among other results, the research reviewed passiegtant leadership styles as the third dominateddrship
styles among head teachers. This is in contraitegesearch of Sahaya (2012) where leaders eathipassive-avoidant
leadership styles as dominate leadership. Heatie¢emteed not to wait before things go bad befoeg intervene more

especially in educational institution.
IMPLICATIONS OF THE STUDY

According to the findings of the study, the dom@naeadership Style being Transformational Leadpr§tyles
followed by and Transactional Leadership Styéewl Passive/Avoidant LeadersHgtyles which affirms the research
hypothesis 1. Consequently, educational leaderswzay to place an emphasis on developing compréhefreadership
development programs by inculcating Full Range kestiip Styles into the training of teachers an@écten of head
teachers in Sub Saharan Africa (SSA) (Nath, 208Baga, 2012; Avolio, 2010; Avolio & Bass, 2004).i9ill go along
way to help solve the contemporary teething edanatileadership challenge in SSA (Ayiro, 2014; Fala2013). This
will allow principals and teachers to learn andretBRLS skills (Sahaya, 2012; Hebert, 2011).

Transformational Leadership Styles scales trair{igth, 2013; Amram, 2009) encourages leaders tdoexp
identify, understand, learn, and apply the skillsd abehaviors essential for effective leadership bgte 2011).
Transformative learning model includes an emotideaining process that integrates self-directedtiuiog, relationship-

focused learning, and actively performing positivejob behaviors (Nath, 2013).

The development of effective leaders is recogniasda high priority for both business organizatiensl the
educational sector. This understanding can alstetétform practitioners, and enhance their leduprslevelopment
programs as well as staffing within their orgarimas (Tatro, 2011; Zajda, 2005; Joseph, 2005). diteomes of this
study are of value to the re-engineering of scimm@hagement not only in Ghana but also in Sub-Sahirica where the
constructs of Full Range Leadership Theory aretively new even though they predict job performa(égiro, 2014;
Joseph, Jin, Newman, & O'Boyle, 2014).

CONCLUSIONS

The findings suggest a refined focus for trainimgl @evelopment activities in FRLS to develop priads into
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effective leaders. Educational institutions coutv@op training, assessment, and coaching acvitienelp develop and
practice Full Range Leadership Styles (Mukhuty,2®adri,2012Sahaya, 2012; Barbuto, Fritz, & Matkin, 2007). Faor

too long programs have been focusing on the dewsop of course content; the time has come to erebF&RLT in

training of head teachers and teachers to provigganced approach to educational leadership inSaitaran Africa and
for that matter Ghana (Hamidi & Aziz, 2012).
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