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INTRODUCTION
Leadership is the process of influencing people to achieve organizational objectives and goals (Dubrin, 2005).
Leading focuses on the efforts of the manager to stimulate high performance. This involves directing, motivating,
communicating with employees, both as individual and groups (Bateman & Zeithmal, 1990). According to Sisungo
(2002) a head teacher as a leader should have the motivation, delegation, verbal communication, group work, human
and conceptual skills. Sisungo further argued that lack of such skills makes a head teacher less effective in his or
her work. Mbiti (1974) identified three types of leadership styles; democratic, authoritarian and laissez-faire.
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Understanding these styles and their impact can help a leader develops his or her personal leadership style and can
also help a person to become more effective.

According to Bateman and Zeithmal (1990) in autocratic leadership there is little or no input from group members,
leader makes decisions alone, leader dictates all the work methods and procedures, group members are rarely trusted
with decision or significant tasks and lastly planning is done by the head alone. Mohanty (2002) further argues in
this leadership style there is no teamwork and communication is top — down only. According to Schriesheim (1982)
autocratic leadership can be beneficial in some instances, such as; when decisions are to be made quickly, when
there is no trust and respect between the leader and the group, when the task is structured, when it is only the leader
who knows the task, in situations that are particularly stressful such as during military conflicts and lastly in poorly
lead organizations where no deadlines are set. People who abuse this leadership style are often viewed as bossy,
controlling and dictatorial, which can result in resentment among group members (Tannenbaum & Schemidt, 1973).
Because the autocratic leader makes decisions without consulting the group, people in the group may dislike the
leader making them unable to contribute ideas. Researchers have also found that an autocratic leader leads to a lack
of creative solutions, which can automatically hurt the performance of the group (Okumbe, 1998).

According to Bateman and Zeithmal (1990) in democratic leadership style; group members are encouraged to share
ideas and opinions, even though the leader retains the final say over decisions, members of the group feel more
engaged in the process, and lastly creativity is encouraged and rewarded. Researchers have found that this leading
style is usually one of the most efficient and leads to higher productivity, better contributions from group members
and increased group morale (Nzuve, 1999). Since team members contribute to decision making, there is increased
job satisfaction. This also helps develop people’s skills. Team members feel in control of their destiny, so they are
motivated to work hard more than where there is a financial reward. This style of leadership is used when the leader
has a part of the information, and the employees have the other part of the information (Tennenbaum & Schmidt,
1973). This because a leader is not expected to know everything. Therefore, it is necessary for a leader to employ
knowledgeable and skillful employees. This implies using this style is a mutual benefit for the organization because
the organization benefits from the ideas of the leader and the employees resulting in better decisions. This style is
also applicable to employees who are eager to share their knowledge and also when there is plenty of time to allow
people to contribute, develop a plan and then vote on the best course of action (Schriesheim, 1982). While
Democratic leadership has been described as the most practical style, it does have some potential downsides. In
situations where roles are unclear or time is of the essence, democratic leadership can lead to communication
failures and uncompleted projects (Tonnenbaum & Schemidt, 1973). In some cases, group members may not have
the necessary knowledge or expertise to make quality contributes to the decision-making process (Schriesheim,
1982).

According to Okumbe (1998) in laissez leadership style, the leader waves all the responsibility and allows the
subordinate to work as they choose with minimum interference. This means the leader allows employees to make
the decisions. However, the leader is still responsible for decisions that are made. Most often, laissez — fair
leadership style is used when individual team members are very experienced and skilled self-starters (Schriesheim,
1982). Nzuve (1999) argued that in this kind type of leadership style when abused, the leader is hands off, offers no
leadership and guidance in organizing programs and the leader does not supervise organization activities. Because of
lack of leadership in such situations, employees become less motivated and their commitment declines (Okumbe,
1998). Schriesheim (1982) further ungues that this is not a style for a leader to use so as to blame others when things
go wrong, rather it is a method to be used when a leader fully trusts and has confidence with the people below him
or her. Otherwise, it is not a bad style when it is used wisely. It can be effective if the leader monitors what is being
achieved and communicates this back to the team regularly. Unfortunately, this type of leadership can also occur
when managers do not apply sufficient control (Tonnenbaum & Schmdt, 1973).

Despite the great role played by head teachers in schools, some head teachers lack management, organizing,
leadership, directing, supervising and evaluating skills (M.O.E, 2001). A task force report by government on
discipline and unrest reveals that schools have been experiencing increased unrest because of ineffective
management due to lack of leadership skills of the head teachers in various aspects of school management (M.O.E,
2001). According to the same task force, there has been interference by the politicians, Board of Governors (B.O.G)
and sponsors in the appointment of school heads. This has resulted in schools having head teachers with poor
leadership skills.

There is possibility that teachers in Makueni district do not prepare professional documents (D.E.O, Makueni
District Education officer, 2010). This is because in some schools in the district teachers do not prepare professional
documents like schemes of work, records of work, progressive records and lesson plans. Therefore, this study
endeavors to determine whether there is any relationship between head teacher’s leadership style and preparation of
professional documents by teachers.
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Statement of the problem
For effective learning and teaching process to occur teachers need to be well prepared before going to a classroom.
For this to occur teachers should prepare all professional documents that include; the scheme of work, lesson plan,
records of work and progressive records. For teachers to be committed in the preparation of professional documents
the schools should have competent head teachers to monitor the preparation of teachers in learning and teaching
process. No study in Makueni district, which has been done on the relationship between head teachers, leadership
style and preparation of professional documents by teachers. Therefore, the study sought to investigate the relation
between headteachers’ leadership style and preparation of professional documents by teachers.

Purpose of the Study
The purpose of the study was to determine the relationship between head teacher’s leadership style and teacher
commitment in the preparation of professional documents in secondary schools in Makueni district.
Objective of the Study
The following objective guided the study

i. To determine the relationship between head teacher’s leadership styles and teacher commitment in
the preparation of professional documents.

Research Hypotheses

The proposed study sought to test the following null hypothesis

Hoi There is no statistically significant relationship between head teacher’s leadership styles and teacher
commitment in the preparation of professional documents.

Theoretical Framework

Many theoretical models have been used to study the behavior of employees and managers in an organization.
However, this study was guided by Abraham Maslow's hierarchy of needs theory. According to Mutai (2002)
researchers need to identify and explain the relevant relationship between facts. This theoretical model was used to
describe relationships between employees' needs (which can be controlled by the head teacher depending on the
leadership style of the head teacher) and employee (teacher) commitment in the preparation of professional
documents. High levels of employee commitment imply high levels of employee motivation (Reges, 1990).
According to Okumbe (1998) Maslow hypotheses that within every being there exists a hierarchy of needs in order
of the Importance as follows:

(i) Physical needs; hunger, thirst, sexual needs, drugs, and sleep. They are satisfied with adequate wages
and salaries.
(i) Safety needs- security and protection from physical and emotional harm.

(iii) Social needs- affiliation, sense of belonging, acceptance and friendship or companionship.

(iv) Esteem needs- self-respect, autonomy, achievement, status, recognition and attention from others.

(v) Self-actualization- growth, achieving one's potential and self-fulfillment, the drive to become what one
is capable of becoming. Maslow grouped the five needs into lower and higher needs (Bateman &
Zeithmal, 1990). Lower needs include physical (basic) and safety needs. Higher needs include social,
self-esteem, and self-actualization needs. According to Okumbe (1998) most secondary school
teachers will be more motivated by higher needs such as self-respect, autonomy, achievement,
recognition, growth, self-esteem, and status. Most of the secondary school teachers can meet lower
needs; hence presence of such needs has no effect on their work commitment. Head teachers can
provide higher level needs to their teachers in the following ways; giving them more responsibilities,
giving more interesting activities, giving them freedom to plan and implement some school programs
(Bell, 1992). Other methods of providing higher needs include; involving them in decision making and
giving them approval, cooperation and friendship (Chand & Prakash, 2007). Therefore, this theoretical
model is relevant to the study because this Maslow’s hierarchy needs form, independent variable
(leadership styles of the head teacher) which when manipulated by the head teacher will affect the
dependent variable (teacher commitment in the preparation of professional documents).

Conceptual Framework

According to Orodho (2004), a conceptual framework is a model of presentation when a researcher conceptualizes
or represents the relationships between variables in the study and shows the relationship graphically or
diagrammatically. The following set of variables on the relationship between head teacher’s leadership style and
teacher commitment in the preparation of professional documents, forming a structure of the conceptual framework
for the proposed study. The leadership style of the head teacher formed independent variable of the study. Type of
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head teacher’s leadership style, namely; authoritarian, democratic and laissez-faire may affect teacher commitment
in the preparation of professional documents. In authoritarian practice head teacher commands the teachers, in
democratic practice it is participative management and in laissez-faire practice leadership is missing. Teacher
commitment formed the dependent variable. The leadership styles of the head teacher may influence teacher
commitment in the preparation of professional documents. The intervening variable was; Type of the school, the
category of the school and location of the school. In the process of studying the relationship between head teacher's
leadership style and teacher commitment, this variable may influence the independent — dependent variable
relationship. Teacher commitment may be affected by category of the school, type of the school and location of the
school

Methodology
Because the population of teachers is not homogenous in terms of characteristics required by the researcher stratified
sampling was first adopted. Teachers were grouped in terms of their schools status and locality. The strata were
therefore included teachers in district schools in urban areas, teachers from rural district schools, teachers from
county urban schools and lastly teachers from rural-county schools. According to Kathuri and Pals (1993) such
strata are homogenous. Once this was done, proportionate random sampling was exercised within the subpopulation
to determine the number of teachers in each stratum required for the study. From the population of 363 teachers, 96
teachers were randomly selected from the population (Mutai, 2000). The sample size of each sub-population was
worked out using a proportionate allocation of sample fraction formula
n; = n.p; (Kothari, 1990)
ny = sample size required
N = Total sample size
p1 = proportion of the population included in the stratum
The sample sizes for different sub-populations were as follows:-
n, =111 x 96 =29

363
n,=43 x 96 =12

363
ns= 46 x96 =12

363

n,= 163 x96=43
363
Total =96

Instrumentation

Two data collection instruments (teacher's questionnaire and teacher's interview schedule) were used. This is
because according to Mugenda and Mugenda (1999) there is no single method of data collection that can be
described as perfect. The questionnaire solicited information on head teacher's leadership style that included;
democratic, authoritarian and Laissez-faire and preparation of professional documents. Teacher’s interview schedule
solicited information on head teacher’s leadership styles and preparation of professional documents.

Results

Commonly used leadership style or styles

To identify the leadership style or styles commonly utilized by the head teachers in Makueni district, the
respondents were asked the following questions. The judgments of the respondents were used to identify the
leadership style or styles commonly used by head teachers in Makueni district
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CONCEPTUAL FRAMEWORK

Teachers’ commitment in
e Preparation of
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style e Preparation of lesson
Authoritarian plan
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e Free-rein or lack

of direct control A A
A
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T
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variable

Fig 1. The conceptual framework of the relationship between the head teacher’s leadership style and teacher
commitment.

Table:1
Summary of sample size from each stratum
| Status and locality of the school | No. of teachers
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County schools in urban areas 29
District schools in urban areas 12
County schools in rural areas 12
District schools in rural areas 43
Total 96

Source: Researcher's computations

Table2

Leadership styles of head teachers in Makueni district.

Questionnaire n=91 SA A U DA SD mean
Mean=4.1 Likert scale 5 4 3 2 1

Percentages

1. There is participation of teachers in policy and

Decision making 20 44 77 187 88 338

2. Opinions of all are respected in policy and

Decision making 242 44 99 88 132 39

3. Decisions made by teachers are implemented 55 40.6 18.7 19.8 154 3.3

4. Headteacher effectively motivates teachers 154 428 121 154 143 36

5. Headteacher supervises school activities 374 351 66 121 88 4.2

6. There is team work under the leadership of head teacher 25.3 37.3 121 121 132 3.8

7. Headteacher plans school activities alone 384 33 7.7 132 77 42

8. Headteacher rarely commands teacher 374 362 7.8 9.9 7.7 4.2

9. Headteacher is concerned with promotion of teachers 35.1 33 18.7 8.8 4.4 42

10. A head teacher has faith and trust with teachers 428 352 6.6 88 6.6 44

11.Headteacher ensures teachers attend lessons 472 33 55 55 52 44

12.Headteacher is keen on set deadlines 48.3 30.8 9.9 6.6 44 41

Key: SA=Strongly Agree, A=Agree, U=Undecided, D=Disagree and SD=Strongly Disagree

The mean value for table 8 above is 4.1 on a Likert scale of 5. Therefore, Table 5 indicates that the majority of the
respondents strongly agrees and Agree with questions1to 12.The more the respondents agree and strongly agree with
questionnaires above the more democratic the leader is. Therefore, Table 2 indicates that the majority of head
teachers in Makueni district are democratic. A small number of Headteachers are either autocratic or laissez fair
leaders.

The level of participation in policy and decision-making.

Table 2 indicates that the mean value for question one is 3.8 of Likert scale of 5. This implies that the majority of
respondents strongly agrees and agree that teachers are involved in policy and decision. Bateman and zeithmal
(1990) reported that participation in decision making has a positive link to their perception of the organization and
their attitudes towards the organization including commitment. Bar-Hayim and Berman (1992) confirmed that
organizational commitment and participation in decision making are positively related. Specifically speaking about
the profession of teaching, Blasé and Kirby (1992) suggested that (in effective schools) teachers participate in
decisions about teaching content. Gazioglu and Tansel (2002) found a direct link between participation in decision
making and commitment. They reported that if teaching is to be real strengthened as a profession, then teachers must
be involved in the process of decision making in professional matters.

Motivation of teachers
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Table 2 indicates that the mean value for question 4 is 3.6 of Likert scale of 5.This implies that the majority of
respondents strongly agrees and agree that head teacher motivates teachers. Therefore, Table 2 indicates that the
majority of teachers accept that head teachers motivate teachers.

Motivation is of enormous importance concerning enhancing performance and commitment in any organization.

Organizations, private and public are set to accomplish their goals and objectives such as the provision of goods and
services. Organizations need of diverse backgrounds, both skilled and unskilled to exert their energies towards the
accomplishment of their goals. People are the greatest assets available to an organization. In real terms, an
organization is people. They constitute the only asset that can work towards an organizational goal. As a result, the
primary concern of employees is to attract and retain a qualified and dedicated workforce that is working to ‘release
its latent energy and creativity in the service of the enterprise (Cole, 1997).
The solution to employee motivation and its relationship with productivity is complex, but the application of tactics
to address the issue of motivation in the individual organization is often straightforward, direct and efficient
(Grensing, 2000).Head teachers as managers need to put in place certain motivational instruments in place such as
free meals for teachers, Parent Teacher Association (PTA) motivational allowances, extra classes allowances, award
during speech and price giving days and free accommodation for teachers.

Level of teamwork in the school

Table 2 indicates that the mean value in question 6 is 3.8 on a Likert scale of 5.This implies that the majority of
respondents strongly agrees and agree that there is teamwork in the school. Table 2, therefore, indicates that
majority of the teachers' belief that there is teamwork in the school under the leadership of the head teacher. Leaders
alone cannot do the job (D'Souza, 2002). This means teamwork is crucial in schools. Sisungo (2002) further argues
that head teacher need to be a member of the team to emerge as its leader.

There is empirical evidence that co-worker relations are an antecedent of job commitment (Marks, 1994). Research
(Knoll, 1997) suggests that job involvement is related to employees' opportunities for interaction with others on the
job. An individual's level of job commitment might be a function of personal characteristics and the characteristics
of the group to which he or she belongs. The social context of work is also likely to have a significant impact on a
worker's attitude and behavior (Mark, 1994). Relationship with both co-workers and supervisors are necessary.
Some studies have shown that the better the relationship, the greater the level of job commitment (Wharton &
Baron, 1991).

According to Hodson (1997), such social relations constitute an important part of “social climate" within the
workplace and provide a setting within which employees can experience meaning and identity. Luthans (1998)
postulates that work groups characterized by cooperation and understanding amongst their members tend to
influence the level of job commitment. When cohesion is evident in a workgroup, it usually leads to effectiveness
within a group and the job becoming more enjoyable. However, if the opposite situation exists and colleagues are
challenging to work with, this may lower teacher commitment.

Level of concern of head teacher on promotion of teachers

Table 2 indicates that the mean value in question 9 is 4.2 on a Likert scale of 5. This implies that the majority of
respondents strongly agrees and agree that head teachers are concerned with the promotion of teachers. Table 8
indicates that the majority of head teachers is concerned with the promotion of teachers. An employee's opportunity
for promotion are also likely to exert an influence on teacher commitment (Marks, 1994). Robbins (1998) maintains
that promotions provide opportunities for personal growth, increased responsibility and increased social status.
Greasing (2000) postulates that many people become more committed when they believe that their future prospects
are good. This may translate into opportunities for advancement and growth in their current workplace, or enhance
the chance of finding alternative employment. They maintain that if people feel they have limited opportunities for
career advancement, the job commitment may decrease. According to Hodson (1997), employees' commitment to
promotional opportunities will depend on a number of factors, including the probability that employees will be
promoted, as well as the basis and the fairness of such promotions.

Level of teacher commitment in preparation of professional documents in Makueni district

To investigate the level of teacher involvement in Makueni district, the respondents were asked the following
questions. Their responses were used to examine the level of teacher participation in the preparation of professional
documents in Makueni district.
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Table 3
Level of teacher commitment in preparation of professional documents in Makueni district
Questionnaire n=91 SA A U D SA Mean
Mean=4.6 Likert scale 5 4 3 2 1
Percentages
1.Teachers prepare professional documents 374 494 55 33 44 46

Table 3 indicates that the mean value in question one is 4.6 on a Likert scale of 5. Therefore, the majority of
respondents agree or strongly agree that they keep records of work. Table 3, therefore, indicates teacher commitment
in the preparation of professional documents in Makueni district. Professional documents are documents that are
used by the teachers in the preparation, implementation and evaluation of teaching/learning process (Briggs, 1999).
They include schemes of work, lesson plans, records of work and progress records. They are meant to make teaching
and learning more effective Gagne et al. (1998)

A scheme of work is a detailed breakdown of the syllabus in terms of lessons, weeks, year for the purpose of orderly
and systematic teaching (Salsbury et al., 2008). The scheme of work is derived from the education syllabus. The
scheme of work details how the educational content for each class is to be covered on a weekly, termly and yearly
basis

The lesson plan is a detailed account of what is to be covered in a lesson (Briggs, 1999). It is extracted from the
scheme of work. According to Gagne et al. (1998) lesson plan is necessary for the effective teaching because it helps
the teacher to:

1. Focus clearly on the content to be covered and the way it should be taught thus to avoid vagueness and
irrelevance

2. Organize the content to be taught in advance plan, prepare and assemble teaching/learning resources

3. Take the opportunity to visualize and conceptualize in advance the teaching strategies and methods.

Records of work are a document where all details of the work covered/taught by the teacher is entered on a daily
basis Briggs (1999). An individual teacher makes the entries after every lesson.
According to Gagne et al. (1998) record of work ensures:

a) Accountability and transparency of work covered by the teacher

b) The continuity of teaching of a particular class

c) That a new teacher traces where to start teaching a class
d) The evaluation of schemes of work over a period, for example, four years

e) Uniformity in content coverage in case of several streams

A progressive record is documented to show the trend in academic performance of students over a period (Gagne et
al. 1998). The progressive record indicates all examinations done by the student from the time the student joined that
school. Progressive records can be used to predict the future performance of the student in the final examination.
Progressive record can also be used to indicate whether teachers are achieving the set objectives

Relationship between head teacher’s leadership styles and teacher commitment in the preparation of
professional documents

To determine the degree of relationship between headteachers’ leadership styles and teacher commitment in the
preparation of professional documents, Pearson product moment correlation analysis helped to determine the co-
linearity among the given variables. Because the majority of the head teachers in Makueni uses the democratic
leadership style, a Pearson correlation between democratic leadership style and teacher commitment in the
preparation of professional documents was done as shown in Table 10 bellow
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Table 4:
Pearson Product Moment correlation between democratic leadership style of head teacher and teacher
commitment in preparation of professional documents

Democratic leadership Teacher commitment in

Style n=91 preparation of professional documents
1. There is participation of teachers in policy and decision-making -0.1033
2. Opinions of all are respected in policy and decision-making -0.0208
3. Decisions made by teachers are implemented -0.1424
4. Headteacher motivates teachers 0.1197
5. Headteacher supervises school activities 0.1928
6. There is team work under the leadership of head teacher 0.2296
7. Headteacher plans with teachers 0.1653
8. Headteacher rarely commands teacher - 0.0317
9. The head teacher is concerned with promotion of teachers 0.0454
10. The head teacher is keen on set deadlines 0.2345

Table 4 shows that most values are positive. This shows there is positive relationship head teacher’s leadership style
of the head teacher and teacher commitment in the preparation of professional documents in Makueni district.

4.5.1 Participates in policy and decision-making and teacher commitment in the preparation of professional
documents

The table shows a negative relationship between head teacher’s leadership styles and preparation of professional
documents though not significant. Thus, the hypothesis that there is no statistically significant relationship between
head teacher’s leadership styles and teacher commitment in the preparation of professional documents is rejected.
This disagrees with Robbins (1998) who that reported that teacher commitment to participation in decision making
had a definite link to their perception of the organization and their attitudes towards the organization including
commitment. This disagrees Bateman and Zeithmail (1990) confirmed that organizational commitment and
participation in decision making are positively related. This disagrees with Luthans (1998) who suggested that (in
effective schools) teachers participate in decisions about teaching content. This disagrees with Gressing (2000) who
found a direct link between participation in decision making and commitment. They reported that if teaching is to be
strengthened as a profession, then teachers must be involved in the process of decision making in professional
matters.

Motivation and teacher commitment

This shows that there is a positive relationship between motivation and teacher involvement in the preparation of
professional documents, though not significant. Thus, the hypothesis that there is no statistically significant
relationship between head teacher’s leadership styles and teacher commitment in the preparation of professional
documents is accepted. This agrees with Nzuve (1999) who argued motivated employee works beyond the call of
duty hence committed.

Teamwork and teacher commitment

The table shows that there is a positive relationship between teamwork and teacher commitment in the preparation
of professional documents, though not significant. Thus, the hypothesis that there is no statistically significant
relationship between head teacher’s leadership styles and teacher commitment in the preparation of professional
documents is accepted. This agrees with the researchers (Graham, 1996, Reyes & Fuller, 1995) who found that
teamwork was associated with teacher commitment. According to the findings of several researchers, teamwork can
lead to better performance for organizations, such as the enhancement of productivity in the workplace,
improvement of service quality, greater satisfaction of employees with jobs, less absences, and reduced turnover
rate. However, not all teams are successful because the arrangements of the individuals' cooperation in the work
may not be satisfactory and the members should be allowed to select teammates (Bateman & Zeithmal, 1990).
Marks (1994) found that the success of teams in accomplishing their goals is related not only to the members' talents
and their adequate resources, but is also associated with their interactions, as team interactions are based on
cognition, language, and the members' interdependency. The input is transformed into the output to fulfill the goals
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of the teams. Also, team interactions include the members' behavior, cognition, and affection (Jones Johnson &
Johnson, 2000). According to Birds, Wair & Oswald, (1995) an individual's inner perception (inclinations and
shared mental model) and feelings (sense of belonging) would certainly be transformed into the behaviors, which
would influence the final output of the teams.

Discussion

The study shows that there is a relationship between headteachers' leadership styles and teacher commitment in the
preparation of professional documents for Makueni district though the relationship is not significant. This is because
there is a relationship, although weak and insignificant; between headteachers' leadership styles and preparation of
professional documents. . In Makueni district head teachers use the three leadership styles; autocratic, democratic
and laissez-faire. However, the most common styles of leadership among the head teachers in Makueni district is
democratic leadership style. This is because; majority of the head teachers motivates their teachers, the majority of
the head teachers involve the teachers in policy and decision-making on matters of concern to the school, the
majority of the head teachers have trust and faith with their teachers, the majority of the head teachers are human
when dealing with teachers and there is teamwork in majority of the schools. In Makueni district teachers prepare
professional documents

Conclusions

The following conclusions have been drawn from findings discussed in the previous chapter.

1) There is a relationship between headteachers' leadership style and teacher commitment in the preparation of
professional documents though not significant. The leadership style preferred by the majority of the teachers is
democratic leadership style. This is because in this type of leadership style the head teacher motivates teachers
and is human when dealing with teachers and teachers are involved in policy and decision-making.

2) The majority of the teachers in public schools prepares preparation of professional documents. However, the
smaller number does not.

3) The majority of head teachers have management skills, some are lacking management skills.

5.4 Recommendations
1) There is a need for the ministry of education to ensure that immediately teachers are promoted as head
teachers they are taken to management courses. This is because when head teacher lack management skills
their poor leadership skills affect teacher how teachers work. This is because students with teachers who
are well prepared are likely to perform better and have a more positive attitude towards the school than
students with less prepared teachers. The TSC and MOE should increase the number of in-services courses
on management as a few of head teachers lack management skills.
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