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Abstract 

The role of a school head has been a significant factor in the success or otherwise of a 

school. Similarly, the pre-appointment training and continuous professional development 

of school heads play important role in their success as heads. Research indicates that when 

school teachers become school heads, generally with little or no pre-appointment training, 

they struggle in their initiation and socialization process as school heads. The current study 

was aimed to explore possible answers to questions around issues of personal and 

professional situations of the teachers that facilitate them in the process of becoming school 

heads in Khyber Pakhtunkhwa, Pakistan. The study explores answers to questions such as: 

What leads to teachers becoming school heads? What are the implications of becoming 

school heads? What  experiences do school heads have in their role socialization as heads?  

The study used qualitative, interpretive research approach, in accord with social 

constructionism. The sample of the study consisted of thirty male and female school heads 

in Peshawar, Khyber Pakhtunkhwa, Pakistan. The sample was selected using purposive 

and snowball sampling techniques. Semi-structured interviews were conducted with 

participants to collect data. The data so obtained was analyzed using thematic analysis.   

Findings reveal a variety of reasons behind the becoming of school teachers as 

school heads. Similarly, a variety of problems, issues and constraints are being faced by 

the respondents in their roles and socialization as school heads. The problems respondents 

faced in their professional socialization include dealing financial constraints, problematic 

teachers and lack of support from staff, absence of infrastructure and facilities in schools, 

overcrowded classrooms, lack of education officials’ cooperation and the bureaucratic 
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centralization of powers. The headship role changes the respondents personal and 

professional identities and these identities often clash with their personal and professional 

responsibilities.  Findings also show that there is lack of pre-appointment training for the 

school heads that has implications for their performance as school leaders. The study 

highlights the career trajectories of female school heads and the leading role experiences 

at school level and what kinds of problems they have been facing in the social context in 

which they lead.  The study has important implications in terms of pre and post appointment 

professional development and training for school heads and regarding power delegation, 

and with respect to financial support, better facilities and delegation of appropriate power 

that may facilitate school heads in functioning in a better working environment. The female 

school heads need to be provided with differentiated provisions in terms of facilities and 

environment keeping in view their peculiar needs in a mainly conservative, male dominant 

working environment. 
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Chapter 1 

INTRODUCTION 

This study explores the career trajectories of school teachers who become school 

heads in Peshawar, Khyber Pakhtunkhwa (KP), Pakistan. The study is aimed at 

understanding, describing and interpreting reasons behind school teachers becoming 

school heads; what it is like being a school head, how he or she manages his or her role 

socialization process, and what is his or her perceptions regarding his or her experiences 

as a school head. In order to meet the aims of this study, the study is carried out by utilizing 

an interpretive approach in line with social constructivism. Interviews exploring the life 

histories of the respondents have been undertaken with thirty school heads. The raw data 

is being analyzed on the basis of the conceptual framework of school head career trajectory, 

role socialization and identity formation.   

This chapter explains the necessity for study in the career trajectories of school 

teachers who become school heads and provides a brief outline of this thesis. The chapter 

outlines the rationale, aims, research questions, conceptual framework and significance of 

the study. The chapter also gives an outline of the study. 

1.1 Identifying the problem 

The notion that leadership includes a ‘process of influence’ is shared across 

faculties (Mello, 2003, p. 345; Northouse, 2010, p. 03), and getting the people to work as 

a team to achieve the targets (Yukl, 2006). More precisely, leadership is the ability to 
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stimulate people toward the attainment of a shared goal (Armandi, Oppedisano, & 

Sherman, 2003). It is one of the most powerful factors that influences the work setting, the 

environment of an organization, and the members’ understanding (Bohn & Grafton, 2002; 

Djibo, Desiderio, & Price, 2010). Likewise, Robbins (2003) argues that it is leaders’ 

responsibility to develop a vision, to communicate effectively their ideas to their 

subordinates, and to find out the ways to stimulate and motivate their followers in the 

process of getting the desired aims and objectives of the group. Maringe and Moletsane 

(2015) state that leadership is considered as a mean to an end to achieve set targets and to 

bring efficiency in organization. In essence, leaders in organizations play a complex role 

in the improvement, growth, and progression of the organizations themselves and the 

members who are the part of such organizations. 

Education is one of the basic collective social activities which demands an effective 

leader in the form of educational leadership. One of the forms of educational leadership is 

school headship. School is a formal place, where children are imparted basic social skills 

and subjected to socialization in the wider community. Therefore, leadership in general 

and particularly at school level have been the content of educational research. In an 

organization, leaders play multiple roles (Lopez & Ensari, 2014). The same is the case with 

school heads. Leadership is a center of attention in the educational system (Stewart, 2006). 

More particularly, a school head performs an important role (Lazaridou & Beka, 2014) in 

teachers’ outlook, in their careers and in their overall experiences. School heads, as leaders 

within schools, have a considerable influence on students and the staffs’ perceptions, 

interpretations, and conduct (Djibo, Desidero, & Price, 2010).  
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The role of the school heads is multifaceted and needs a planned and systematic 

approach to achieve successful outcomes (Engels, Hotto, Devos, Bouckenhooghe, & 

Alterman, 2008). Their responsibilities include (a) organizing, (b) supervising, (c) 

planning, (d) decision-making tasks, (e) managerial tasks, (f) financial responsibilities, and 

(g) pedagogical tasks (Sentocnik & Rupar, 2009). Thus, it can be concluded that the 

leadership style exhibited by the school head has the tendency to influence teacher’s 

motivation and turnover intent based on the existence of supportive learning environment, 

innovative work climates, and job related autonomy. Moreover, how a school head 

addresses the needs of his or her teachers could influence teachers’ satisfaction and their 

commitment to the institutions. Insufficient support from the school heads is one of the 

most stated complaints given by teachers for leaving the teaching profession (Richards, 

2004; Cherian & Daniel, 2008). Therefore, in order to run an institution successfully, the 

school head needs to use effective leading strategies to engage and motivate the students 

and the teachers. According to Williams (2003) school heads’ responsibilities are (a) the 

ability to mentor school teachers, to enable them to lead, (b) the ability to avoid red-tapism, 

and (c) to focus on the quality teaching-learning process. He further maintains that school 

heads are most effective when they lead with supportive leadership style, develop an 

environment that is collaborative and promote professional growth of the staff members.  

The role of a school head is diverse and he or she has to deal with different 

stakeholders, and should possess necessary skills (Geraki, 2014). According to Stringer 

and Hourani (2015), in order to provide quality education at school level UAE has devised 

professional standards for their school heads. These standards are as follows:  
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1. Leading Strategically: - School heads have to create a shared and supported vision 

and understanding of learning for all the stakeholders. 

2. Leading Teaching and Learning:- School heads have to be instructional leaders for 

the academic achievements of the students.   

3. Leading the Organization:- School heads have to be organizational leaders. School 

head are to carry out effective management of their institutions.  

4. Leading Democratically:- School heads have to initiate shared leadership, develop 

collaborative management and decision-making styles, and the effective utilization 

of all the resources. 

5. Leading People:- School heads have to play their role by developing shared 

direction, achieving goals through team work and facilitating professional growth 

of their teams. 

6. Leading the Community:- School heads have to develop effective communication 

with all the external stakeholders- school community; industry and commerce etc.  

These standards are the criteria and the perceived roles that school heads are 

expected to perform all over the world.   

In educational settings, students and school teachers look up to school heads for 

advice, help, and positive response. The job of a school head in supporting a change is 

central; if a school head is a part of change process, prospects of realization are greater 

(Siddiqui, 2010). Therefore, leader acts as a facilitator without which positive and 
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important changes, and reforms are unlikely to be implemented (Leithwood, Harris, & 

Hopkins, 2008). Previous research shows that as teachers get promoted to the position of 

heads, they need different skills, values and knowledge (Ryan, 2007). According to Wildy 

and Clarke (2008) school heads face a lot of problems related to clerical work, dealing with 

officials, tension related to work load and having little training in this regard (Cited in 

Slater, 2011). Leading an institution is a contextualized activity which means school heads 

must be equipped with necessary skills to change and adapt their strategies according to 

situations (Hallinger & Heck, 2010). Day, Harris, and Hadfield (2000) explain that 

effective leaders mix different leadership skills and characteristics depending on context 

and their positions in the change processes. 

In this back drop, this study is aimed at to explore the problems being faced by the 

school heads while performing their role at the school level. The researcher’s personal 

experiences being a school teacher in private school for about eight years and a school head 

in public sector for about three years indicate that school heads are under constant 

pressures. According to Collay (2006) when school teachers become school heads they 

have to face new role socialization pressures. These pressures and tensions are related to 

time constrains, managing teachers and students affairs, dealing with parents and ultimately 

to be responsible for showing excellent academic results of the students to the top 

management of the schools. Often school heads talk about these pressures and often apply 

to other less tensioned jobs in order to make their career. This situation is not good for 

school system generally and for the office of school head particularly.  
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The role of a school head is vital to implement positive changes in the quality of 

child education and this can be only done through effective leadership. Ng and Szeto (2015) 

in their study about the perceptions of newly inducted school heads in Hong Kong schools, 

argued that the respondents wanted to be school heads in order to serve the nation by 

preparing the students for global economy. Similarly Steyn (2013) studied the professional 

and organizational socialization of a school head in South Africa, using narrative method 

with visual ethnography. His research concludes that despite huge responsibility related to 

the role of a school head, the respondent assumes the role of serving his or her community 

and be a role model for the other school heads. Therefore, school heads are responsible to 

create collaborative environment in their schools, where teachers and students feel honored 

and own the system for effective teaching-learning process (Mitchell & Sackney, 2015). 

Hallinger and Chen (2014) reviewed the research articles on educational leadership 

and management in the leading international journals and have concluded that there is lack 

of context-based research in Asia and especially in South Asia. As a result the writers have 

called for a kind of research which is outside the Western context. Pakistan being a 

developing country of South Asia needs a special attention to its school level education in 

order to capitalize on human resources from the grassroots level to meet the challenges of 

globalization. In this backdrop, the capabilities and the management skills of school leaders 

should be developed through empirically based evidences within the socio-cultural context 

of the country. Given all the pressures and challenges associated with school head post as 

mentioned earlier, this study aims at to explore this complex phenomenon. The main 

questions in this regard are: what were the career trajectories of the school teachers who 
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become school heads? how did they experience role socialisation?, and what is it like to be 

a school head in the present situation? 

The reasons to become educational leaders at school level may be different. Each 

educational leader may face different experiences and problems. To be at the position of 

an educational leader, each person must have different future career expectations and plans. 

According to Chen (1998), an individual’s career is influenced by a different factors over 

a period of time and cannot be separated from an individual’s life experiences. Career 

trajectories therefore cannot be understood without paying heed to an individual’s personal 

and social experiences like his or her childhood experiences and self-efficacy (Bandura, 

Barbaranelli, Caprara, & Pastorelli, 2001), personal inclination (Bozionelos, 2004), family 

and identity stressors (Bird & Schnurman-Crook, 2005), work-life-balance (Moen & 

Sweet, 2004) and decisions of parents (kemkes-Grottenthaler, 2003). In summary, this 

section highlights that how important the role of a leader is in general and for a school in 

particular in order to meet the challenges of rapid changes that are the product of the age 

of information explosion. In the context of Pakistan, this section underlines the need of 

context based research so as to inform the school leadership with research based 

knowledge. This study is aimed at exploring the different aspects of school leadership.  

1.2 Objectives of the study 

This study had the following objectives: 

1. To explore the career trajectories of teachers in Khyber PakhtunKhwa who become 

school heads. 
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2. To identify the personal and professional situations of teachers that facilitate the 

process of becoming school heads in Khyber PakhtunKhwa, Pakistan. 

3. To identify problems school heads encounter in their role as school leaders. 

4. To explore the ways in which the school heads manage their leading roles. 

5.  To explore school heads’ perceptions regarding any changes in their personal and 

professional identities after becoming heads. 

6. The find out the effect of school headship on the personal and social life of school 

heads. 

  The next section of this thesis identifies research questions.   

1.3 Research questions 

The aim of this thesis is to understand, describe and interpret the career trajectories 

of school teachers who become school heads in KP. It also aims at to explore the reasons 

behind why and how school teachers become school heads. What is it like being a school 

head? What are the problems they are facing in their positions? How do the school head 

role affect his or her social, professional and position and his or her family life? 

Research questions 

The main research question for this study is: 

 What trajectories do the careers of teachers who become school heads follow in 

Khyber PakhtunKhwa, Pakistan? 
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To explore the above mentioned main research question the following specific research 

questions (RQs) have been developed: 

RQ 1.  What are the professional and personal situations of the teachers which 

facilitate the process of becoming school heads in Khyber PakhtunKhwa, 

Pakistan? 

RQ 2.  What problems school heads encounter while in a leading role? 

RQ 3.  How is the lead role managed by school heads?  

RQ 4.  How school heads perform multi-dimensional roles? 

RQ 5.  How do school heads perceive the change in their personal and professional 

identities after becoming school heads? 

RQ 6. How does the school headship affect the personal and social life of school 

heads?  

1.4  Conceptual framework 

According to Yin (2016) a conceptual framework outlines the limits of a study; it 

also points out the questions that are to be investigated by planned research design, with 

what kind of data collection method and the nature of the research context and its 

respondents. Similarly, Miles and Huberman (1994) state that a conceptual framework is 

the researchers’ roadmap with the help of which they have to carry out their investigation. 

Therefore, the conceptual framework facilitated in conducting research in orderly and 

flexible manner and hence had strong applicability to this qualitative study.  
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Keeping the above mentioned points in view and the qualitative nature of this study, 

the conceptual framework revolved around questions regarding trajectories that careers of 

teachers who become school heads follow in Khyber PakhtunKhwa, Pakistan. The focus 

was on the role socialization and the problems the school heads encountered and how 

change in identity came with the change of role from teaching to leading school. This 

phenomenon was investigated by the application of narrative research approach, using 

purposive and snowballing sampling techniques within the research context. The 

respondents were interviewed in order to explore their experiences and perceptions relating 

to school leading role and to inform the school leadership role through reseach based 

knowledge and to produce new and fresh insights of the career paths of the school heads. 

The figure 1.1 is a visual description of the conceptual framework adopted during the study. 

 

    Conceptual framework: 
  

                                         1. Socialization                 Facing problems and Learning to lead.                      

                                         2. Identity formation         Personal and Professional. 

 

 

      

    Career Trajectories         Research Methodology     Research Approach (Narrative).  

          Sampling (Purposive and Snow-balling).      

          Research Method (Interview).             

                                                                                      Research Context (Peshawar district). 

 

                                           

                                          Significance of the study     To inform the school leadership role  

                                                                                       through research and evidence based                   

 knowledge. 

 

       

Figure 1.1: Visual description of the conceptual framework of the study 
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1.5 Significance of the study 

Earlier research in educational leadership has focused on quality of management 

(Srikanthan & Dalrymple, 2002; Cruickshank, 2003) the tension of teaching (Drennan, 

2001), leadership styles (Davies, Hides, & Casey, 2001), the dynamic role of academic 

leader (Deem, 2004). There has been little research to look particularly at the career 

trajectories of educational leadership at school level in the district of Peshawar.  

Hallinger (2003) and Leithwood, Harris, and Hopkins (2008) reviewed research 

based literature about the role of school heads and different styles of leadership have 

pointed out that there is dearth of knowledge on different aspects of school leadership 

especially on personal characteristics and intelligence. They argue that the main reasons 

for this paucity is the lack of research both qualitative and quantitative, use of multiple 

research designs to explore the phenomenon, and context based knowledge in order to 

guide policy and practice. Similarly, Townsend (2011) carried out comprehensive literature 

review of five selected articles about school leadership in the United Kingdom, the United 

States, Australia, Denmark and Hong Kong contexts. He concludes that school leader plays 

vital role in the students’ academic outcomes; the school heads are trained before taking 

the charge of their role through pre-service training program or in-service training 

processes; leadership preparation programs and practices which are context based; and 

there has to be the sharing of the leadership practices with those who will be leading schools 

in future. This study is an attempt to share the experiences of school heads with the rest of 

the world. 
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According to Moller (2012), Lazaridou and Beka (2014) and Yamamoto, Gardiner, 

and Tenuto (2014), further qualitative research is needed across diverse cultures and 

countries to know the experiences of school heads that how do they manage their roles, do 

public relations at different occasions and form identities. Similarly Slater (2011, p. 219) 

argues that the future research must give due attention to the lived experiences of school 

heads in their ‘own voices’ by utilizing narrative approach. Other writers have also stressed 

the need for study into leadership style (Bryman, 2007), particularly into the role of 

educational leader (Smith, 2005). Blakesley (2010) in his literature review based article 

points out that there is relatively lack of biographical and narrative based research studies 

as a mean to understand the experiences of school heads in Non-Westernized societies and 

cultures.  

This study explores the career trajectories of former school teachers who are now 

school heads. The research has used narrative approach to investigate the schools of 

District Peshawar, by utilizing an analytical and conceptual framework on the basis of the 

concepts of career trajectory, socialization, and identity to understand the phenomenon 

fully. The aim of this inquiry is to help educational leaders in similar situations so as to get 

understandings of their own and others’ situations (Silverman, 2006), personal and social 

construction of teachers’ careers can be understood and interpreted in localised social, 

political and national context. The same approach has been appreciated and used in school 

teachers’ careers (Hargreaves, 1999; Goodson, 2003) but has not yet been used in the local 

context of school heads career trajectories in District Peshawar, KP, Pakistan. The main 

motive behind this research work is to inform the school leadership to employ research 
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based leading practices in the service of the stakeholders (Bristol, Esnard, & Brown, 2015; 

Manen, 1990) and to concentrate on the local issues relating to this phenomenon (Lincoln, 

Gonzalez, & Massera, 2016).   

More detail inquiry is the need of the hour into the school heads’ career trajectories, 

especially to explore the hitherto lack of study about women career choices (Jackson & 

Scharman, 2002). Such inquiry facilitates in the selection process of new educational 

leaders at school level, can help to address and predict the potential demand and supply 

imbalance, can help for more informed career advices for the educational leaders at school 

level and can help to adapt training, support and development for them. The interest of the 

phenomenon of school teachers who become school heads is very important in the context 

of the present government reforms at school level, particularly with special reference to the 

future role of educational leaders at school level (See Appendex-A for the newspaper report 

in this regard). 

1.6 The provincial government official policy of the paths leading to        

school headship 

The Government of Khyber PakhtunKhwa inducts school heads in its schooling 

system through two different routes. The first one is through direct recommendation from 

the Public Service Commission: a constitutionally mandated body that recruites human 

resource for different public sector departments. This induction is based on performance in 

a competitive examination, length of school teaching experience and professional 

qualification. The second one is through departmental promotion of the in-service school 
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teachers on the basis of seniority and professional qualification. There are a total 182 

government school heads in district Peshawar, among them 107 are male and 75 are female 

(KPESED, 2015-16). For the purpose of this study, total 30 school heads (15 male and 15 

female) have been selected to be interviewed so as to understand their career trajectories 

and school leadership experiences.  

1.7 Overview of the thesis 

The thesis has been arranged in five Chapters. The problem of the study is identified 

in Chapter On. It clarifies the research objectives and questions, concisely summaries the 

implications and significance, and contextualizes the study. Related literature has been 

reviewed in Chapter 2, which has links with this study impinged upon the research 

questions. The related literature review has been carried out on the basis of the three 

concepts: career trajectory, socialization and identity of school heads. The methodology of 

this study has been discussed in Chapter 3 which offers thorough details of the methods 

adopted for the collection and the analysis of the gathered data. It also throws light on the 

ethical sides of the study. Chapter 4 analyses and examines that the data that has been 

collected through the life history interview that what are the personal and professional 

situations that lead school teachers to become school heads, and examines data that has 

been collected through the application of research tool in full detail linked to the specific 

research questions of this study. Chapter 5 presents a discussion on the findings of the 

study, bringing in related literature, conclusion and recommendations for future research 

of this phenomenon. 
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Chapter 2 

LITERATURE REVIEW 

This chapter critically reviews key literature relating to the research questions of 

this inquiry. Most part of the reviewed literature is related to school level and its leadership. 

However, there is amalgamation of research studies done in higher educational 

organizations and corporate world if it is related to this debate. In order to  show how the 

questions for this research were formed, few questions are pinpointed in the review of 

literature and these questions are matched to the specific questions of the research at the 

end of each related section.  

2.1 Socialization and identity  

There has been hot debate that whether human behavior is the product of natural 

abilities (nature) or of the socialization process (nurture). Sociologists prefer to talk that 

human behavior is the product of the socialization process (Stolley, 2005). Socialization is 

an interactional process, where a person learns how to behave and act in a certain way in a 

specific human social structure (Berger, 1966; Stolley, 2005; Marsh & Keating, 2006). 

Sociologists have divided human socialization into two phases: primary socialization phase 

and secondary socialization phase. Primary socialization starts in early childhood, where a 

person learns the basic cultural patterns, especially, in early years of his or her life (Cooley, 

1963; Giddens, 2006). The groups which are responsible for this kind of socialization are 

intimate friends, children’s play groups and the most important is family, where a person 

learns basic communication skills and social dealings (Cooley, 1963; Giddens, 2006). As 



16 

 

  

 

a person grows older, he or she enters into secondary socialization phase and interaction 

starts with humans outside of immediate and intimate circles. The agents of socialization, 

the societal environment where important socialization occurs, change from family 

members to peer group, mass media, various other social associations and institutions 

(Cooley, 1963; Giddens, 2006). Human socialization process is spread over the whole life 

till death (Green & Johns, 1969; Fulcher & Scott, 2007). On the basis of primary and 

secondary socialization processes the people start to cultivate a sense of self, and a sense 

of identity (Mead, 1934).  

 According to social role theory people play different roles in society; on the basis 

of these roles they learn skills and behave in particular way (Eagly, 1987). That’s why on 

the basis of roles individuals acquire identities (Coldron, Crawford, Jones, & Simkins, 

2014). Identity is one’s ‘sense of self’ independent of and within social settings (Pifer & 

Baker, 2016, p. 190). But one’s identity is not a final or stable matter. Identity and status 

can be reassessed even after death (Jenkins, 2004). According to Fulcher and Scott (2007) 

there are two aspects of identity i.e. social and personal. Social identity is a persons’ sense 

of the type of persons they are’, that might regulate how she or he will behave or how 

others will expect he or she to act. Social identity is shared with others like being a teacher, 

student etc. Identity is not fixed but relational and depended on time and space (Beijaard, 

Meijer, & Verloop, 2004). According to Crow, Day, and Moller (2016) that one’s identity 

continuously changes in respone to the social context in which he or she finds himself or 

herself, thus leading to multiple identities. Personal identity is linked to a sense of 

individuality, that how a person sees himself or herself and how others see him. When an 
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individual ponders on his life history and make a sense out of this reflection, it gives birth 

to a sense of self. This important concept is going be explored in this study. According to 

Jenkins (2004) personal and social identities are not separate but are closley linked 

phenomena. He says that social context could be well comprehended as three separate but 

linked orders: 

 The personal order i. e. what-goes-on-in-one’s head; 

 The dealings order which is made up of relationships with and between people and; 

 The organizational order in the humans’ domain of organization and in established 

pattern, where things are done (Jenkins, 2004).  

 The claim is that a person identity cannot be understood without understanding the 

process of primary and secondary socialization. It indicates that, for a school teacher and 

school head, identities are formed in family, educational institutions, jobs and socio-

cultural expectations coming from these socialization experiences. Furthermore school 

teachers who become school heads may experience difference and shifting in identities as 

they travel within their professional paths. An individual’s central values that has been  

cultivated and developed around becoming and being a school head can experience 

different job roles within several other organizations. This means that clashes may arise as 

a school head struggles to balance different identities that come from home life and job 

responsibilities. This inquiry aims to explore these conflicts. 

 Goffman (1956) in his research based book says that social world is a sort of a play 

and individuals present themselves according to the requirements of the situations in which 
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they play their social roles. His ideas are still useful for our understanding of intricate social 

relations (Jenkins, 2004; Fincham & Rhodes, 2005; Marsh & Keating, 2006). It has been 

recognized that as individuals travel in their life paths, they have to negotiate with various 

socialization agencies, and their interactional experiences going to assist them to develop 

personal identities, and that people may play out distinct identities, and in different 

situations link to these experiences. The relation between these concepts raise important 

questions fundamental to this inquiry. How do school heads develop their individual 

identity? How do primary and secondary socialization experiences help in identity 

formation? Do changes come in these identities as they become school heads? If so how? 

As this study investigates career and professional trajectories of school teachers who 

become school heads. Now the focus is turned to examine agencies or agents of 

socialization in some detail and link these to the concept of career trajectory.  

Fulcher and Scott (2007) say that socialization experiences at primary and 

secondary stages are important to develop the social world where people live and these 

social contexts are reproduced from generation to generation. The concept of social role is 

very crucial to this line of reasoning: ‘People learn the social role that comprises their 

society and they play these roles out in their interactions with others’ (Fulcher & Scott, 

2007, p. 140). Therefore, people operate in socially constructed realities. These realities 

may be changed by individuals and shared struggle over a peroid of time. This concept is 

vital as it helps us to comprehend that people’s career choices and aspirations are the 

products of socialization experiences at primary and secondary stages and realities that are 

socially constructed. 
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Similarly working on Hegelian social constructivist philosophy, Wenger (1998) 

says that the social and cultural setting of a person shapes his or her identity formation. He 

argues that identity is fluid, it is in constant becoming, which is affected by our actions and 

thoughts, our past, present and future, and is negotiated. He says that identity is negotiated, 

and formed through membership in community. For example as a school teacher becomes 

school head his or her identity changes because of being a member of a particular 

community-school leader. His notion of identity as lived experience involves both 

individual and collective dimensions.  

 Culture is powerful and pervasive in nature that shapes way of life (Wildy, 

Siguroardottir, & Faulkner, 2014). Experiences of socialization at cultural level can be 

known by studying theories advocated by the French sociologist Pierre Bourdien (1930-

2002). He explained social structure through divisions. Those divisions are explained by 

four types of capital: cultural, social, economic and symbolic. Cultural capital indicates 

different cultural gains, primarily observed and acquired through primary socialization 

then later on reinforced by the process of secondary experiences of socialization, especially 

via the system of education, that helps individuals to advance in academic and economic 

fields. Social capital indicates to the social interaction with friends and other similar 

contacts. Bourdien says this can only be reproduced through primary and secondary 

socialisation. Economic capital indicates to material possessions like property, factory and 

money, while symbolic capital indicates to status or position. Bourdieu (1998) states that 

an individual social status is not only determined by economic capital but on the blend of 
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all the above mentioned capitals: social, cultural, economic and symbolic. He also adds the 

above mentioned capitals change depending on the social setting. 

2.1.1 Link to career trajectory 

Although Bourdieu (1998) views of social, cultural, economic and symbolic 

capitals were advanced to help to know and highlight different social classes, they might 

also be informative to understand individuals’ career paths. The Bourdieu (1998) concepts 

of capital show that socialization and identity fuse to define an individual’s career path, 

and being within different roles in an institution socialization and identities experience can 

vary. 

This notion can be clarified through creating an imaginary career trajectory of 

Sadia. Sadia is a child in a house of middle class parents, who are professionals; her father 

is a doctor, and her mother is a teacher. Her parents’ acquaintance are also professionals. 

Sadia is educated in a private school. Her parents, like all other girls, wants her daughter 

to go to medical college. These expectations are supported at home and school. Her parents 

arrange extra coaching classes for her. She gets good marks. Like all other girls, she applies 

for medical college. And finally she gets admission along other girls of similar upbringing. 

Sadia becomes a good doctor and earns a high salary. She also gets a respectable status out 

of her profession. She behaves in professional manner with the doctors in order to perform 

the job well. Due to her excellent performance, she is promoted to the managerial position, 

now she realizes that the current position is making hurdles in her way to perform the job 

for which she was trained, and also to manage lower staff. She marries a doctor and has 
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two children. And those children also go to the same schooling she went to, and so societal 

process of reproduction continues. 

Does this story reflect the true link between the concepts of career path, 

socialization, and identity? What if Sadia had decided not to follow parents’ wishes? 

Perhaps Sadia is interested in opening her school and not to join medical profession. This 

example points to the main criticism of Bourdien’s views, that it is deterministic in nature 

and stops personal preference. This example shows that Bourdieu’s theory is deterministic 

in nature and does not permit personal selection. It also overstresses class and his work is 

situation specific (Hodkinson & Sparkes, 1997; Jenkins, 2004). But Bourdieu’s concept 

may be helpful to analyze the career trajectories of school heads in this study. Can 

Bourdieu’s concept of captial be widened to school setting? Besides it, what is identified 

that makes leadership a career capital for the school heads in this study, and how the school 

leadership career captial is related to career trajectory?  

To remove the potential problems from the Bourdieu’s theory, Hodkinson and 

Sparkes (1997) put forward the theory of careership. They studied different theories of 

career decision making and forwarded the new model in this regard. This model points out 

to a sociological framework that can be employed to have better insight into career related 

decisions. According to this theory professional socialization is not an inactive involvment 

in prevailing situations but is an interactional process between structure-social setting-and 

human agency-being rational, pragmatic and futurist in nature, which is one of the 

important aspects of an individual career trajectory. The work of Hodkinson and Sparkes 

(1997), Kelchtermans and Ballet (2002), Goodson (2003) and Sverjenova (2005) also helps 
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to justify the use of life history approach to study career progression that are rooted in life 

histories of individuals. 

To sum up, this part has reviewed the concept of socialization and the influence of 

primary and secondary socialization on an individual career related decisions and later on 

identity formation depending upon a social context. The concepts of socialization and 

identity have been employed in this research to describe, understand, and interpret the 

career paths of school teachers who become school heads. It shows that the concept of 

career trajectories, socialisation, and identity are interwoven and offer helpful analytical 

framework to study this phenomenon. 

2.2 Socialization of school heads into the leading role 

According to Turner (1994) socialization is one of the fundamental factors in the 

process of accommodating a person into the professional role of an organization. Similarly, 

the school teachers who become school heads pass through leadership socialization 

experience to learn how to lead. Mahoney (2003) explains that the socialization of a school 

head takes place in four stages; these are: 

a. Idealization Stage- seeing the role with varied feelings of joy and self-doubt. 

b. Immersion Phase- a sense of enduring the demands. 

c. Establishment Phase- a peaceful awareness of role and forming structures and changes. 

d. Consolidation Phase- a perception of being accepted as adept and informed. 
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Similarly Weindling and Dimmock (2006), in their study, describe that through 

professional socialization school heads internalize the norms, and values of schools in order 

to exert influence in the institutions. They identify seven phases of school heads’ 

socialization:  

i. Stage Zero- a preliminary phase where a person forms a notion of what it is to be a school 

head. 

ii. Entrance and Come across- first few months evolving an awareness of the complexities 

of the role. 

iii. Taking Grip- an early relaxed phase and trying to make some norm and organizational 

changes, usually ending with a discouraging reaction from the staff. 

iv. Restructuring- usually in the second year where school heads and staff have a clearer 

image of strengths and weaknesses leading to more realistic and common anticipations. 

v. Modification Stage- curricular changes occur and the school moves more smoothly 

towards a vision.  

vi. Establishment Stage- about five years after arrival the advantages of reforms are being 

achieved. 

vii. Stage Six- about seven years after in the role, school heads have introduced most 

changes and feel some sense of dissatisfaction. 

The school heads while coming into their new roles and passing through the above 

mentioned stages often face a lot of problems and dilemmas (Peck & Clarida, 2016) 
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depending on situations and their career histories. In their research to investigate the 

perceptions of newly appointed school heads in British Columbia, Canada, Szalipski and 

Lenarduzzi (2015) carried out semi-structured interviews with three newly appointed 

school heads. Their findings reveal that the school heads are facing a lot of problems in 

areas of time management, work-load, identity, and dealing with problematic staff, 

attending parents’ concerns about their children and school, lack of financial management 

skills, and various students’ issues. From this research they suggest:  

 Real socialization occurs in organization, 

 School heads have to deal with identity issues within organization, 

 Family support is important to progress in school leadership role, 

 The support of peers and experienced persons is also important for socialization 

into the role.  

While exploring the socialization process and the experiences of seven newly 

appointed head teachers, from a ‘role boundary’ perspective, with special reference to 

critical incidents, Cottrell and James (2015, p. 01) argue that the respondents had stressful 

role socialization experiences especially dealing with uncooperative school staff, school 

teachers’ unions and educational officials. For those school heads, socialization into the 

leading role was a process of stress and difficulties. The study of Saidun, Tahir, and Musah 

(2015) of novice school heads in Malaysia concluded that the novice school heads 

experienced stressful role socialization. They also concluded that those school heads were 
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overwhelmed by heavy work load, time management, having difficulties in financial and 

human resource management; all these concerns affected the quality of their leading role. 

There are some mixed method studies that were carried out in order to know about 

the socialization process and the experiences of school heads. Spillane and Lee (2014) 

conducted a longitudinal and mixed method study of seventeen novice secondary school 

heads, using ‘sense making conceptual framework’ who were in the role for the last one to 

two years in USA schools. They concluded that the school heads made the sense of their 

roles being under ultimate resoponsiblity i.e. responsible for all happings. One cohort in 

that study who were assistant school heads before full school heads were at ease in 

socialization on the basis of previous experiences, as compared to the new ones without 

any previous leading role experiences. Lazaridou and Beka (2014) carried out a 

quantitative study in Greece to know about the experiences of the school leading role. They 

concluded that all the male and female school heads felt responsible in their roles. The 

study of Larusdottir (2014) also concluded that the school heads talked about lack of 

financial training to manage the financial responsibilities in their schools. They also added 

that the school heads felt stressed due to their responsibility to different stakeholders.  

 The above literature shows that it becomes difficult for a new school head to 

manage the demanding school leading role. There are some empirical based literature 

which supports the notion that before taking full leading role of an institution, an individual 

must have the role of assistant in order to learn the skills and later on to perform the next 

stage of leading role in a better manner. In a study relating to the experiences of role 

socialization of female school heads in South African context, Lumby (2015) interviewed 
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fifty four school heads. In her study, socialization into the leading role was easy for those 

female who had been assistant school heads before taking charge of full school headship. 

Likewise the study of Wildy, Siguroardottir, and Faulkner (2014) in the rural areas of 

Iceland and Australia found that being assistant school heads before becoming full school 

heads helped them to have easy role socialization. Miller and Martin (2015) in their study 

also confirmed that those who were assistant school heads had easy leading role 

socialization in their schools. They further added that the most enjoyable part of their role 

was to have students’ academic achievement and the difficult part was dealing with the 

school community. 

School based leadership research around the world has identified the reasons behind 

why school teachers who are promoted to the school headship experience tension and stress 

in the leading role. Orphanos (2014) studied the centralized education system of Cyprus 

with reference to school leadership. He concludes that school teachers are promoted on the 

basis of teaching experience to the headship role without any formal pre-appointment 

training. He further adds that though there exists in-service training for school heads but 

there also exists some flaws in it. The findings of a research study by Zikhali and Perumal 

(2016) also show that in the context of Zimbabwe, school teachers are promoted on the 

basis of their teaching experiences to the school headship role without any pre-appointment 

training. Similarly, the empirical studies of Vyver, Westhuizen, and Meyer (2014) and 

Maringe and Moletsane (2015) also indicate that as in other parts of developing world, in 

South African context too the trajectory to reach school leading role for a teacher is 

promotion on the basis of seniority, without any pre-appointment training in school 
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leadership. Ozdemir and Demircioglu (2015) also conclude in their inquiry that there is no 

pre-appointment training for school heads in Turkey. They are socialized through informal 

processes of being mentored by seniors. The findings and the conclusions of these research 

based studies point out that school teachers are promoted to the school leading role without 

any pre-appointment training for them. As a result, they experience tension and stress in 

their leading role due to lack of different professional skills to be effective school leaders 

(Bickmore & Dowell, 2015). 

 There are different kinds of formal and informal socialization processes in order to 

socialize the newly appointed school heads into their leading roles. The most common 

socialization process is mentoring by experienced and senior school heads. As Ozdemir 

and Demircioglu (2015) conclude that there is no pre-appointment training for school heads 

in Turkey. They are socialized through informal processes of being mentored by seniors. 

Similary, Tahir, Said, Daud, Vazhathodi, and Khan (2016) used mixed method approach 

to explore the perceptions of novice school heads in Malaysia concerning the mentoring 

programs arranged for them. The school heads in the program had positive views about the 

program, they said the mentoring helped them to boost their self-efficacy to manage their 

roles, improved their leading role skills, enhanced their management skills and instilled in 

them how to be innovative in problem solving abilities. According to Bourdieu theory 

(1998), the skills, knowledge and desposition are cultural capital which are transferred 

from one generation to another. In this case experienced school heads imparted skills 

through mentoring of how to lead a school.  
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In the context of Hong Kong, the findings of the study of Ng and Szeto (2015) 

showed that the newly appointed school heads anticipated the role socialization as stressful 

especially in areas of finance and dealing with legal matters. Their findings stressed the 

role of peer help and mentoring in order to be successful school heads, especially in the 

area of interpersonal relationships and dealing with parents and education offices. The 

respondents in their study stressed that the leadership training should be contextualised for 

school heads. According to Ng and Szeto (2015, p. 15):  

‘With reference to the views of our Hong Kong Newly Appointed Principals (NAPs), 

networking with peer NAPs and seeking support from experienced principals are 

the most practical ways for the NAPs to accommodate themselves in a new 

administrative position.’ 

This brief literature review has raised the following important issues for this study: 

 What the different stages are of school heads’ role socialization? 

 What kinds of problems do school heads encounter in the role socialization, and for 

whom role socialization is easy? 

 Why newly appointed school heads face tension and stress in their leading roles?  

 What are the processes in place to socialize the newly appointed school heads in 

their leading roles? 

 What the position of school heads is within school context? 

 This review shows that what whether there is exist pre-appointment training for 

school heads, and what are the flaws in the in-service training programs.  
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2. 3 Experiencing the school leading role 

 The professional socialization of school teachers has been investigated by 

educational researchers (Turner, 2000; Kelchtermans & Ballet, 2002; Blaya, 2003; Jones, 

2005; Atai & Khazaee, 2014). This area seems to be less investigated in term of school 

heads’ socialization process at school level. There are some school level leadership studies 

which indicate that in different socio-economic contexts, school heads have unique and 

different perceptions and experiences about their leading role. There are some research 

based studies that show that the most demanding role of school heads is that how his or her 

office can bring qualitative changes in the academic performance of its students. In a study 

relating to the role socialization of female school heads in South African context, Lumby 

(2015) interviewed fifty four female school heads about their perceptions and experiences 

of their school leading role. The findings of the author pointed out that the school heads 

experienced the roles full of multiple challenges; they had positive commitment to their 

roles to retain and enhance the academic achievements of the students, but at the same time 

they complained that due to lack of physical facilities like overcrowded classrooms, 

shortage of qualified teaching staff created hurdles in the way of quality education in their 

schools. In a similar study carried out in the context of Pakistan, Peru, Malawi and 

Cambodia, Aikman and Rao (2012) conclude that increase enrollment has resulted in the 

overcrowded classrooms, and the shortage of qualified teaching staff that badly affect the 

quality of teaching-learning process. 

There is another study which is also carried out in South African context by 

Moletsane, Juan, Prinsloo, and Reddy (2015). The researchers in their study concluded that 
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school heads had to face challenges from the schools’ multiple-deprived-community, the 

community where there was massive poverty, and as a result teachers’ availability was 

difficult; in such kind of situation their role was just to supervise the students and paying 

less attention to teaching-learning process. Lenarduzzi (2015) conducted a research in a 

province of Canada, British Columbia, using narrative approach to study the lived 

experiences of school heads within the conceptual framework of critical incidents-closure 

of schools. He interviewd six school heads and two superintendents. His findings showed 

that school heads had great concern for the quality of teaching-learning of their students; 

they felt helpless while taking some important decisions relating to school, that negatively 

affected their self-efficacy. He also concluded that school heads need rationality, 

reflexivity, diplomacy and experience to manage their role effectively. Similairly, Male 

and Palaiologou (2013) argued that for an effective school head praxis-constant reflection, 

thinking, and transformation-is valuable assset that should be used for the enhancement of 

effective teaching-learning process. Similarly, the research based study of Zikhali and 

Perumal (2016) in the context of Zimbabwe, concluded that the school heads experienced 

stress in the leading role. They argued that the reasons behind the stress were lack of 

physical facilities that negatively influenced teaching-learning process. Leithwood, Harris, 

and Hopkins (2008) summarised the findings of the comprehensive literature review of the 

school leadership studies in USA, UK. They concluded that school heads had greater 

influence on the academic achievements of the students and the quality of school 

organization. In most cases school heads led their school keeping in view the contextual 

realities in mind. Monitoring was the key part of a school leadership. The self-perception 
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shaped the leadership practices. When school heads faced any problems, they were willing 

to learn from those who had experiences and skills in that particular area.  

Educational leadership literature has pointed out another kind of problem that 

school heads often encounter that is the lack of cooperation and resistance from the school 

staff especially teaching staff. Exploring the perceptions and the challenges of experienced 

school heads and educators, Brown and Conrad (2007) conclude that one of the major 

concerns of the school heads is that the teachers who are problematic and do not perform 

their duties, and are supported by the education office despite repeated complaints against 

them; this ultimately damages the teaching-learning process. Yamamoto, Gardiner, and 

Tenuto (2014) used narrative approach to explore the critical incidents, which ignited the 

emotional state of the school heads in USA schools. They concluded that the school heads 

were emotionally disturbed by the reactions from the teachers who were resistant to 

administrative changes and in some cases directly challenged school heads’ authority. They 

concluded that the positive side of those critical incidents were that the events enabled 

school heads to have self-reflection in order to improve their professional leading roles in 

future. Spillane and Lee (2014, p. 431) who conducted a longitudinal and mixed method 

study of seventeen novice secondary school heads, using ‘sense making conceptual 

framework’ who were in the role for the last one to two years in USA. They argued that 

the school heads faced teachers’ politics, their resistance to change and non-cooperation. 

The school heads experienced solitariness and loneliness-being the sole responsible for 

everything in school.  
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Research based studies around the world have shown different range of experiences 

of school leadership. The study of Saidun, Tahir, and Musah (2015) of novice school heads 

in Malaysia concluded that the novice school heads experienced stressful and challenging 

socialization. They were overwhelmed by heavy work load, lack of time management 

abilities, difficulties in financial and human resource management. Due to these 

difficulties, the school heads felt stress and tension, which affected them emotionally and 

caused low self-esteem, and low self-confidence. This study points to the fact that a role 

taken by an individual can cause emotional problems too, and bring negative impacts on 

his or her performance. Even the most experienced school heads can face multiple 

pressures and tensions in the leading role. Moller (2012) carried out a case study in 

Norwaygian schools to explore the leadership styles of school heads and how they formed 

identites and managed their public role. The findings of his study show that being always 

on the front, the school heads have to deal with different pressures coming out from the 

parents, students, teachers and officials as for as accountability and management is 

concerned.    

Wildy, Siguroardottir, and Faulkner (2014) explored the experiences of school 

heads using narrative approach, relating to the problems they encountered in their role 

socialization in rural areas of Iceland and Australia. The writers concluded that the 

respondents expressed concern about the shortage of teaching staff, remoteness from the 

urban areas, lack of professional development facilities and dealing with administrative 

responsiblities. In the South African context, study of Vyver, Westhuizen, and Meyer 

(2014) concluded that the school heads lacked the abilities to understand and identify their 
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own and their teaching staff’s feelings and to deal accordingly. Klocko and Wells (2015) 

in their quantitative study concluded that the school heads were under stress due to paper 

work, dealing with financial issues, being responsible to the stakeholders, maintaining 

work-life balance and to deal with instructional leadership responsibilities in order to 

increase academic achievements of the students.  

There are some studies which point out that the current school leadership may 

inherit problems from its predecessors. Steyn (2013) studied the professional and 

organizational socialization of a school head in South Africa, using narrative method with 

visual ethnography. He concluded that a school head encountered a lot of problems. The 

reasons behind them were the legacy of the previous school heads. The school head later 

on overcame all the problems. This study pointed out that socialization into the new 

organization and role was a difficult one.  

The reason behind the tension and stress in the school leading role socialization for 

a new person is the lack of pre-appointment training and mechanism in place. The narrative 

study of Bristol, Brown, and Esnard (2014) of eleven newly appointed school heads’ 

socialization experiences concluded that the school heads complained about the lack of 

socialization mechanism in place, the non-existence of this kind of mechanism compelled 

the novice school heads to search for other ways of learning that how to lead a school and 

perform the role effectively. In their research focusing that how newly appointed school 

heads in Cyprus got socialized into the leading role, Theodosiou and Karagiorgi (2015) 

used semi-structured interviews with eight new appointees being school heads. They 

concluded that the respondents experienced coming into the head teacher roles as 
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frustrating despite having pre and in-service training. They found that school heads 

socialized to great extend, ultimately with the help of mentors, previous experiences of 

being deputy school heads under the supervision of experienced school heads. This shows 

that socialization is a continous process which can be carried out through formal and 

informal means.  

This part of the study identifies research related to the school heads’ experiences 

and perceptions about their role socialization. It also points out some key concerns and 

questions related to school heads’ roles that contributes to the formation of one of the 

specific research questions of this study. These are:  

What resistance school heads faced to their authority from the school staff? 

What role school heads perceived to be important for them? 

What kind of problems school heads faced with reference to teaching-learning process in 

their schools? 

What kind of problems school heads faced while leading schools in multiple deprived 

communities? 

What kinds of emotional problems can arise when leading a school? 

What were the experiences of school heads while dealing with the different stakeholders? 

Had the school heads had any pre-appointment training before joining the role? 

How school heads learnt to manage their roles?  
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These questions point to the one of the key research questions of this inquiry: How 

do school heads perceive and understand the experiences as to be school heads? The next 

part of this literature review discusses the different leadership styles that are common while 

leading a school.  

2.4 School leadership  

In a school a head is expected to perform different roles according to the context 

and the nature of organization. Since leadership styles vary from context to context (Male 

& Palaiologou, 2013; Lazaridou & Beka, 2014), therefore there are different set of 

leadership styles like pedagogical, transformational, and servant that a leader is expected 

to exhibit according to the contexts in which he or she leads. This part of literature review 

discusses literature relating to different leadership styles that a school head adopts 

according to the contextual realities.  

2.4.1 Pedagogical leadership 

The positive effects of pedagogical leadership are well acknowledged. Marzano, 

Waters, and McNulty (2005) analyzed thirty five years of school based research and 

concluded that there was close relationship between school leadership and students’ 

academic achievements, their study identified characteristics of an effective pedagogical 

leadership such as leading school with mission in mind, facilitating instructional needs of 

students, developing conducive learning climate, boosting teachers’ morale and providing 

support for curricular and instructional objectives’ implementation. A study carried out by 

Backor and Gordon (2015), using in-depth interview as a research tool to know the views 
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and perceptions of five university scholars, five experienced school heads and five 

experienced teacher-leaders that what skills a school head should possess to be a successful 

pedagogical leader in his or her school. Their findings show that a school head should be: 

 Able to carry out teacher evaluation and assessment and to be facilitator for 

teachers’ professional development.  

 Aware of cultural diversity in the institution. 

 Skilled in observation and conferencing abilities.  

 Able to build team work. 

 Having good communication skills. 

 Able to have self-understanding about his or her role. 

 A role model. 

 Mentor for incoming school heads.  

The main purpose of these skills is to enable the school heads to carry out their 

instructional responsibilities effectively. A similar kind of study by Bamburg and Andrews 

(1990) also pointed out that there was close relation between pedagogical leadership and 

students’ academic achievement. They found that school heads at high-achieving schools 

were wanted by teachers for instructional guidance. These school heads clearly and 

effectively communicated instructional objectives; were always present on campus; were 
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active contributors in staff development; and recognized by teaching staff as successful 

instructional leaders  

The study of Geraki (2014) explored the leadership strategies of school heads they 

employed in Greek public schools. He collected the data from one hundred and twenty four 

respondents, within the concept of the Competing Values Framework (CVF). The findings 

of his study showed that all the school heads were performing the role of being innovators, 

directors, monitors and facilitators in order to enhance the academic achievements of the 

students. There are some studies that investigated the pedagogical leadership from a 

different perspective. According to Male and Palaiologou (2013) and Yemini, Addi-

Raccah, and Katarivas (2015) pedagogical leadership is not noly concerned  with the ability 

of a school head to achieve and support quality teaching-learning. It is also the ability of 

praxis-to reflect and act upon the social setting to bring some positive changes in it. They 

interviewed eight school heads to explore their views about the pedagogical style of 

leadership. The findings of their study showed that all the respondents expressed their 

views that pedagogical leadership was not limited to teaching-learning process but a school 

head should be able to think, to understand the subjectivities and to response according to 

the demand of the situation. 

There are some research based studies in the developing countries which have 

specific focus on the pedagogical nature of school leadership. Maringe, Masinire, and 

Nkambule (2015) carried out a case study in South Africa to explore the challenges school 

heads faced in the multiple deprived communities in order to increase the academic 

achievement of the studuents. They found that these school heads were facing different 
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kinds of problems in this regard, like overcrowded class rooms, shortage of teachers, school 

community poverty, damaged physical infrastructure of schools, and flawed in-service 

training for school teachers, but still these school heads were committed to their 

pedagogical roles for the sake of poverty stricken children. A similar kind of study by 

Faulkner (2015), in South African rural context, explored the experiences of women school 

heads. Her study concluded that these women had to deal with the challenges that were 

posed to their pedagogical leadership style. Some of them were dealing with stiff teachers’ 

resistance to any positive change and in some cases challenging their authority, the 

aggressive and negative attitude of teachers’ union to close the schools; but these women 

were resolute on the basis of strong religious based commitment to their professions. 

Despite all the above mentioned odds that school heads had to face with reference to their 

pedagogical roles, there are some studies which show that still school heads perform their 

roles effectively. Mbokazi (2015) conducted a case study in South Africa to explore the 

practices employed by the school heads who were famous for academic achievements. His 

study concludes that these school heads regularly take rounds and do classroom 

observations, have built good understanding and communication with the school 

community, have controlled absenteeism and late arrrivals, have created condusive and 

collaborative learning environment.  

In the context of Pakistan Branson, Baig, and Begum (2015) conducted a study to 

know the views of six school heads, eighteen school teachers, and forty eight students 

relating to pro-social values in their schools. They concluded that school heads were seen 

as role models and could be a contributing factor in the academic success of students 
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through the development and enforcing pro-social environment in their schools. Miller and 

Martin (2015) studied the perspectives of school heads in USA about their students’ 

academic achievement. All of the school heads had focus on enhancing the academic 

achievement of their students. Likewise Larusdottir’s (2014) study also concluded that the 

school heads showed great inclination to the pedagogical aspect of their roles and academic 

achievement to their students. A study from positivist prospective by Shatzer, Caldarella, 

Hallam, and Brown (2014) compared the instructional and transformational leadership 

traits of school heads in USA in relation to the students’ academic achievements. Their 

results showed that instructional leadership traits had more positive impacts on the 

academic achievement of the students. Those school heads who focused on pedagogical 

aspect of their role constantly monitored teaching-learning in classroom, and created an 

environment where teachers and students felt relaxed and motivated. The above cited 

studies has cleared it that the main job and role of a school head is to enhance the academic 

achievements of his or her students.  

2.4.2 Transformational leadership 

Transformational leadership does not just confine to that how to establish inter-

personal relationship, but it goes beyond it and injects inspiration and motivation in 

followers by those who lead on the basis of personal values and beliefs (Bass, 1985). Bass 

(1985) focuses on mutually agreed beliefs, values and goals that encourage leaders to make 

a greater commitment to bring positive and new changes for the stakeholders. According 

to Watson and Rivera-McCutchen (2016), the role of transformational leadership is to bring 

radical changes in a school’s status quo and transform it into the best learning place for all 
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the stakeholders. Similarly, Coviello and DeMattews (2016) state in hypothetical case 

study that school is a challenging place. Therefore, it is important for a school head to 

understand the context of his role, his institution, and to develop better understanding with 

the school staff so as to bring some positive changes to meet the demands of market 

economy. 

Intxausti, Joaristi, and Lizasoain (2015) conducted a study to investigate the 

leadership practices used by school heads in Spanish schools system, who had positive 

reputation for management and academic results. Their study came out with results that all 

the school heads used transformational leadership attributes; the school heads:  

 Used strategic thinking, where they shared mission with staff in order to 

facilitate smooth change. 

 Were able to manage teaching-learning process effectivley and developed 

coordination among the teaching staff. 

 Had good interpersonal relationship with the teaching staff, in order to 

motivate them for the attainment of the set goals. 

 Had better coordination with all the stakeholders. 

A study carried out by Hajisoteriou and Angelides (2014) in Greek Cypriot, 

explored the views of twelve school heads about their conceptualization of multicultural 

perspectives and leadership styles. Most of the school heads in that study used 

transformational leadership style to transform the school through accommodating and 
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developing cultural diversity of the school going immigrants’ children, through this way 

the school heads were promoting social reconstruction to meet the needs of all the 

stakeholders. These studies point out that transformational leadership is the important 

aspect of leadership style especially in the contexts where change has to be brought.  

2.4.3 Servant leadership 

According to Greenleaf (1977), servant leadership possesses three main attributes: 

service, humility and vision to and for the followers and organization (Cited in Hale & 

Fields, 2007). In education, one of the basic characteristics of servant leadership is to serve 

one’s fellow people (Forde, 2010). According to Adair (1989), servant leadership needs an 

enough knowledge of human nature and why people act as they do; to meet the need of the 

people, to have strong commitment to his or her profession; and above all it is humane in 

nature. This kind of leadership is more suitable for organizational growth (Yamamoto, 

Gardiner, & Tenuto, 2014). Chikoko, Naicker, and Mthiyane (2015) study examined, using 

the conceptual framework of servant leadership, that how school heads led their schools 

and served the multiple deprived communities in South Africa. The study pointed out that 

the school heads had been facing a lot of problems, but they had strong commitment to 

their profession to serve the poverty stricken communities to enhance students’ academic 

achievements. They found out the school heads were employing the following strategies to 

lead: 

 Did constant classroom instructional observation. 

 Taught themselves in their schools. 
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 Provided extra coaching to their students after school hours. 

 Always led from the front and were available in their schools campuses. 

 Shared responsibilities and worked as a team. 

 Provided mentoring to school staff.  

A study carried out by Smith and Amushigamo (2015) examined the role of school 

heads in purposefully selected schools located in a poverty stricken area of Namibia that 

how had they performed their role successfully and created a collaborated school culture 

in order to maintain discipline and inject the desired social and ethical behaviors in their 

students. They concluded that the school heads had positive self-esteem and full 

commitment to their roles to serve the socially and economically deprived 

community.Yemini, Addi-Raccah, and Katarivas (2015) interviewed ten school heads to 

explore their experiences about visions and strategies they used to bring innovative changes 

in their schools. They termed the school heads as social and institutional entrepreneurs. 

These writers identified the following strategies used by the school heads in order to bring 

change and serve their respective communities. They worked as a team with all the 

stakeholders before initiating change. They used to generate resources and opportunities 

whenever faced material problems. They all were risk takers; and above all they were 

visionaries.  

The serving nature of the school leading role has also been investigated in 

developed parts of the world. The study of Wildy, Siguroardottir, and Faulkner (2014) 
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explored the experiences of school heads in Iceland and Australia. They found that in order 

to serve the local communities the school heads utilized all the available resources i.e. 

teaching in classrooms, sharing responsibilities with the teachers and school community, 

applying for delegation of some decision making powers from education office and having 

good understanding of local cultural values. Similarly, the study of Miller and Martin 

(2015) in USA has shown that students’ academic achievement was the focus of all the 

school heads who were leading their schools in poor and lower class communities.  

  This part of the literature review has pointed out that depending upon the nature of 

contexts and institutions school leaders used different leadership styles. The common 

among them were pedagogical, transformational and servant leadership styles. This study 

will investigate the kind of leadership styles employed by the school heads in order to 

provide effective leadership, and whether these different leadership styles are the product 

of any formal or informal training process. 

2.5 Identity  

Research on the professional identity of teachers emerged a separate area in the 

period of 1988-2000 (Beijaard, Meijer, & Verloop, 2004). Since this period, researchers 

started work on various aspects of identities from primary education to higher levels. 

Identity is the product of a role, a person plays in a particular social context (Scribner & 

Crow, 2012; Downey, 2015). Coldron, Crawford, Jones, and Simkins (2014) used 

Bourdieu concept of capitals to study the views of school heads in England. They 

concluded that school heads strived for to get social identity through social capital while 
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interacting with the social setting. Their findings show that identity is the product of social 

interactions. In another mixed method study conducted in Cyprus by Theodosiou and 

Karagiorgi (2015), it concluded that the respondents’ socialization into the school 

leadership role imparted them a sense of identity, which also positively influenced their 

self-confidence to perform the leading role.  

Intxausti, Joaristi, and Lizasoain (2015) conducted a study to investigate the 

leadership practices used by school heads in Spanish schools. They concluded that the 

school heads had positive self-perception and sense of satisfaction about their roles and 

their services were acknowledged by the community also. Steyn (2013) studied the 

professional and organizational socialization of a school head in South Africa, using 

narrative method with visual ethnography concluded that the socialization process was 

difficult but once the school head got socialized that built his new identity and gave him 

self-confidence. He concludes that socialization and identity are interactional processes 

between human agency and school context. Bristol, Brown and Esnard (2014) in their study 

argue that once a person comes into the role of school head, her or his identity changes 

which is reflected in the behaviour of staff and school students’ parents.  

Kelly and Saunders (2010) carried out case study of three school teachers who 

become school heads concluded that after stressful situations, as usually occur in the 

socialization process, when the heads consolidated their leading positions; they established 

their sense of professional identity, positive self-perception, and self-efficacy which in turn 

facilitated them to focus on their roles and initiate new changes in the schools. This research 

confirms that identity is the product of a role within organization. In a study relating to the 
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role socialization of female school heads in South African context Lumby (2015) 

interviewed fifty four female school heads about their leading role experiences and 

perceptions. The school heads in their study expressed positive self-perception about 

leading schools for socially and economically deprived communities. In a similar study in 

the South African context by Faulkner (2015) concluded that the women who were the 

heads of schools had to face a lot of problems but due to their strong self-efficacy and self-

perception about their leading roles, they were resolute against all kinds of odds. In another 

study relating to the school leadership in Zimbabwe, Zikhali and Perumal (2016) found 

that the school heads were facing a lot of problems in the leading role, had positive self-

perception and were satisfied of their identities being school leaders. These research based 

studies have proved that if individuals have positive self-perception about their roles, they 

will be able to stand against all the problems and ultimately lead the organizations with full 

devotion.  

Social role defines a person’s identity. The role can be multiple and so identities 

depending upon the situation. Ng and Szeto (2015) in their study about the perceptions of 

newly inducted school heads in Hong Kong concluded that the new school heads expected 

to have multiple identities within institutions, like to be school heads, academic leaders, 

being role models, motivators. In a longitudinal and mixed method study Spillane and Lee 

(2014, p. 431) interviewed seventeen novice secondary school heads, using ‘sense making 

conceptual framework’ who were in the role for the last one to two years in USA. The 

school heads assumed the identity of boss-the strategy of social isolation from the staff in 

order to get their decisions implemented. Similarly, the study of Saidun, Tahir, and Musah 
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(2015) of novice school heads in Malaysia concluded that the novice school heads, in initial 

few years of their office, were not liked by their staffs. They were identified as bosses 

among the staffs. Moller (2012) carried out a case study in Norwaygian schools to explore 

the experiences of school heads leadership styles and how did they form identities and 

manage their public role. His findings show that being always on the front the school heads 

form their image as effective leaders not only for students’ academic achievements but to 

implement the national educational objectives and to be seen respectable persons in the 

society. These studies have proved that the role of being school heads gives different 

identities to them within the school contexts. It also points out that identity is the product 

of social interaction. 

Exploring the socialization process of seven newly appointed head teachers, from 

a role boundary perspective, with special reference to critical incidents, Cottrell and James 

(2015) have argued that identity is the product of an organization, and persons and 

organizations are in constant interaction to influence each other. The study revealed that 

the school heads went into identity crises that was leaving behind the previous identity and 

socializing into role-new identity. Their research confirms the other body of literature that 

identity crisis emerges with change of role and context. In a study to explore the perceptions 

of twenty male and female university academics ‘sense of agency’ with reference to work 

and family balance, O'Meara and Campbell (2011, p. 442) say that the respondents 

decisions are made with special social spaces available to them. They also add that once a 

person assumes a particular professional identity and prioritizes it, his or her professional 
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identity supercedes family and other identities. This part of the published research shows 

that identity crisis can emerge but it is up to a person what identity he or she prioritizes.  

This part of the literature review has discussed that identity is the product of the 

social role a person plays. It has also pointed out some questions that needs to be explored 

in the present study: 

1. How identity is formed? 

2. What are the self-perceptions of school heads about their leading roles? 

3. What is the influence of self-perception on the leading role of school heads? 

4. Whether they face any identity crisis and if how they deal with these crisis? 

2.6 Primary career socialization 

While studying the social and cognitive effects that form kids’ career paths with 

two hundred and seventy two children in Italy, Bandura, Barbaranelli, Caprara, and 

Pastorelli (2001) noticed it was kids’ perception about a specific capability to perform a 

particular job that was most significant in determinig what job related choices they would 

like to make, as against their real educational attainment. The study suggests that kids’ self-

perception related to career and ability are conditioned by primary, and secondary 

socialization is the main factor to determine professional life, especially at early stages of 

careers. The view is supported by the argument of Lumby (2015) and Faulkner (2015) who 

say that women are socialized to be home care-takers as a mothering is the product of 

primary and secondary socialization processes. 
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Donnelly (2015) investigated the implicit and explicit role of schools in 

determining young people choices in their future paths in higher education. He concludes 

that schools contribute to the production of culture such as gender role, and they are not 

neutral transmitter of knowledge. He used ethnographic approach in two school systems of 

South Wales, England. After analyzing the empirical evidences through triangulation of 

method, he concluded that depending upon the geo-socio context of the schools, schools 

cultures inhibited or promoted the career trajectories of young people. So the role of one 

of the secondary socialization agents is significant in early career decision making.  

The determining factors of young people’s career trajectories have also been 

studied considerably at international level, with special reference to gender (Erwin & 

Stewart, 1997; Aveling, 2002; Marks & Houston, 2002; Correll, 2004). The findings of 

these studies suggest that most young women expect that their careers will be effected by 

parenthood. Marks and Houston (2002) asked ninty two young school going girls between 

fifteen to seventeen in UK and concluded that their career choices and intentions were 

shaped by their future role as a mother and the perception that they would be compelled to 

give up work to take care of children. Erwin and Stewart (1997) questioned eighty five 

undergraduate women in a Canadian university through focus groups and found that while 

all respondents anticipated to work, but expected raising family caused concern for them. 

As one of the respondents stated: ‘You cannot have a career like a man. My plan is to get 

into law school, graduate by age twenty seven and then think of marriage and family’ 

(Erwin & Stewart, 1997, p. 212). The causes behind these concerns appear to be connected 
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to gendered socialization and gendered expectations about upcoming societal 

responsibilities.  

Studies about whether males and females’ perception of their talent to do definite 

career related roles help to select a specific career indicate that males assess their task 

abilities greater than females and have greater career ambitions (Correll, 2004). It also 

pointed out that their perceptions are the product of social factors. This view has also been 

supported by Evetts (2000) that gendered and cultural factors determine career choices of 

males and females. 

The above research findings develop some queries for this inquiry: what are the 

family related backgrounds of school teachers who are now school heads? What are school 

heads’ academic backgrounds? What were school heads career aspirations before coming 

into school teaching and school head roles when they were youngers? What were the 

motives behind these job related ambitions? Are these differences are gendered in nature 

in the respondents? 

2.7 Academic careers and gender  

Many scholars have examined gender and its relation with career trajectories and 

stated that the man and women teachers have distinct career paths (Pool & Bornholt, 1998; 

Twombly, 1998; Ward, 2001b;  Deem, 2003a; Armenti, 2004). Causes behind this 

comprises parenting (kemkes-Grottenthaler, 2003; Armenti, 2004; Santos, 2015), 

favoritism (Knights & Richards, 2003), and gendered organizational structure of 

educational institutions (Ledwith & Manfedi, 2000; Currie, Harris & Thiele, 2000; Bagihol 
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& Goode, 2001; Krais, 2002). The factors that determine the young people’s career 

trajectories have also been the focus of study internationally, mostly in relation to  gender 

(Marks & Houston, 2002; Aveling, 2002; Correll, 2004). The findings from the research 

based study of Marks and Houston (2002) suggest that most of the females at the young 

age view that their future career would be mainly determined by their role as mothers. They 

questioned ninety two school girls who were at the of fifteen to seventeen in England and 

observed that their career paths were influenced by their predicted roles as parents and in 

future would be forced to leave the job and take care of children at home. Gartzia and 

Fetterolf (2016) studied two hundred and thirty male and female Spanish University 

students’ expectations about their education, employment, and marriage in their future 

lives. They concluded that women paid more consideration to their families when planning 

about their career choices. So the women’s educational and career choices are strongly 

connected with the family responsibilities (Pifer & Baker, 2016). 

 Emsile and Hunt (2009) conducted a study to explore the view and experiences of 

male and female aged between fifty to fifty-two in relation to work-family relationship and 

conflict. They used semi-structured interviews with eleven males and twelve females in the 

west of Scotland. They concluded that women faced more problems and tensions especially 

when their children were young and there was close link between work-family balance and 

socio-economic considerations. Armenti (2004) conducted interviews with ninteen female 

academics in one of the universities in Canadian and observed that the respondents 

considered children being the main determinant to their career advancement. Pool and 

Bornholt (1998) analysed the data taken from academics in an international survey, from 
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eleven hundred academics in Hong Kong, Germany, Australia, Isreal, Maxico, UK, 

Sweden, and US and found that career development was gendered in relation of context, 

and income and women mostly inclined towards teaching profession. Ledwith and Manfedi 

(2000) interviewed twenty-two respondents and also noticed that all females made their 

professions in disciplines that were women specific in nature. Analyzing the role of family 

level factors that shape people careers and educational paths, Hostetler, Sweet, and Moen 

(2007) in their quantitative study of dual career couples, who have returned to their study 

after a break, conclude: that structural factors, like family concerns, and social expectations 

of gendered roles have greater influences upon an individual career decision making and 

women are bound for the sake of their children and husbands. 

Related to personal and family life and job identities, Kemkes-Grottenthaler (2003) 

studied women’s point of view with reference to their kids and their professional career 

contentment in one of the universities in Germany. She collected data through one hundred 

and ninty-six questionnaires and said that those female having children were in four 

category: those who had opted not to have children, those who had postponed having 

children due to socio-economic compulsions, those who had not yet decided and those who 

were aged and could not bring up kids. All the respondents reflected having children as an 

obstacle to their career progression. Her research findings endorse that there are some 

women teachers who are trying their best to have balance the dual role of being mothers 

and teachers, and career development takes more time from them and as a result less time 

is spared for child rearing. Perveen (2013) used content analysis technique on eight essays 

relating to women career, professional identity, and work and family balance. According 
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to her those women maintained the balance between work and family who were supported 

by family and institutions; as compared to those working women who had no such kind of 

support. For them it was a frustrating stituation.   

Santos (2015) studied the perceptions of the forty male and forty-seven female 

academics-parents and non-parents-of public sector universities of Portugal, using 

qualitative approach, with semi-structured interview. She concludes that the perceptions of 

the respondents about family and work are subjective, depending upon the value they give 

to family and work. According to her, majority of male respondents say that home is the 

main responsibility of women. She explains: 

‘They (Males) seem to espouse a gender equality ideology…, they still 

expect women to be more involved in children’s lives.’  

(Santos, 2015,  p. 9) 

 Women respondents expressed concerns that their work and professional life is 

affected by family concerns especially relating to childrens:  

‘… Not always being available to children puts a heavy burden on women, who 

often feel that they are missing a part of their children’s growing process.’ (Santos, 

2015 , p. 10).  

Studying the role of women’s leadership in corporate world, Ely, Ibarra, and Kolb 

(2011) argue that women while thinking about leadership role take into consideration the 

impacts of her professional identity on family identity. Bird and Schnurman-Crook (2005) 
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in their longitudinal study with dual career couples conclude that the support of spouse and 

family members is very important for professional identity. But the couples experienced 

struggle to balance between work and family identities. They also argued that the male 

respondents viewed family as the main responsibility of wives. Jackson and Scharman 

(2002, p. 185) studied the experiences of twenty-six women, from different professions, 

who had constructed ‘family-friendly careers’ argued that women were more likely to 

develop family-friendly career; and the husbands of these women had full support with 

them especially while making joint decisions involving children. Therefore, those women 

were satisfied and had positive self-pereception. In a study that how young women 

experience about the hindering and supporting factors in relation to their work and family 

Howard, Butterfield, Borgen, and Amundson (2015) argued that the women in the study 

experienced difficulties to maintain balance between work and family and private life.  

According to system theory Whiston, Feldwisch, Evans, Blackman, and Gilman 

(2015) that at broader level environmental factors i.e. socio-cultural and economic 

situations, geographical location, play key role in the determination of career trajectories 

of the individuals. Faulkner (2015) argues that stereotyping springs from a deeply rooted 

enculturation process, which traditionally starts in the home, and is continued through 

secondary socialization process at educational institutions and then, into the workplace and 

wider society. Analysing different career trajectories of professionals with reference to 

women, Evetts (2000) argues that cultural belief system is the controlling force in 

determining women’s career choices. One of them is that family is the main responsibility 

of women. This has become socially constructed reality for gendered role expectations. 
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She further says that this belief has been internalized by women. So culture and structure 

play vital role in women’s career paths. 

 Similarly Khambhaita (2014) interviewed nine Indian mothers, in England, to 

know about their role in their daughters’ education and career paths. She found that the 

mothers showed greater concern about their daughters’ education and career choices. She 

concludes that as compared to other cultures of the world, women in Indian Subcontinent 

choose their education and career within the family, parents and socio-cultural constrains.  

In their research based study carried out in Pakistani context Qureshi and Ravieya (2007) 

argue that women choose to join leadership roles at school level which is not fully free. 

They add that these women have to take into considerations their families and home 

responsibilites which are the product of social setting. They furthur add that women face 

problems to meet the demands of leading roles and family responsibilities. Burridge, Payne 

and Rahmani (2016) have investigated the significant barriers that women in Afghanistan 

face in their education and in future career development. The most dominant of them is the 

social expectations of gendered role-to get married and have a family. According to 

Novakovic and Gnilka (2015), cultural barriers are the most strong ones which cannot be 

overridden by ordinary persons.  

 The above findings of different studies support the link between career trajectories, 

socialization and identity formation. They also indicate that there can be variations in 

career paths between sexes, especially for women who are expected to have family 

responsibilities. These research based findings stress significance of studying the career 

paths of school teachers who become school heads using a research methodology that 
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considers main socialization experiences with external and internal to the place of work. 

Besides it, using the qualitative research methodology enables that voices of women, their 

experiences and perceptions are to be heard and explored (Bryman, 2008; Elliott & Stead, 

2008; Sperando, 2009; Shamim & Qureshi, 2010). 

 This part of the thesis has pointed out reseach about the career trajectories. It has 

showed the main issues and questions to be investigated in this study. They include:   

 What is regarded as capital in this study?  

 How does the concept of captial is related to a school head career path? 

 What are the family backgrounds of school teachers who become school heads? 

 What are their academic backgrounds?  

 What were the causes behind their career desires? 

 How do the school heads cope with the demands of the leading roles? 

 These questions contribute to the main research question for this study:  

 What trajectories do the careers of teachers who become school heads follow 

in Khyber PakhtunKhwa, Pakistan? 

Conclusion 

This review of literature has identified various questions that facilitate in the 

making of six key research questions that are core to this inquiry. These specific research 
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questions contribute to the main research question of this study: What trajectories do the 

careers of teachers who become school heads follow in Khyber PakhtunKhwa, Pakistan? 
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Chapter 3 

METHODOLOGY 

This chapter aims at explaining and justifying the research methodology 

implemented for this study. The discussion will include the following topics: 

 The philosophical grounding of the study 

 Research design  

 Sample and access 

 Data collection  

 The researcher’s positionality and professional identity  

 Data analysis process  

 Validity and reliability of the method 

 Ethical considerations 

3.1 The philosophical grounding of the study  

Qualitative research is a challenging assignment which is often faced with 

epistemological, methodological and cultural difficulties (Roegman, Knight, Taylor, & 

Watson, 2016). Philosophical-ontological and epistemological-issues are essential 

components to the research design and procedure (Hickson, 2016; Scott & Usher, 1999; 
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Cohen, Manion, & Morrison, 2011) and an insight into these issues and help in locating 

the ‘quality of the researcher and the research’ (Amis & Silk, 2008, p. 462).  

There are two main world views relating to inquiry of a particular phenomenon i.e. 

identified as the positivist and the anti-positivist or interpretive paradigms, which are based 

on diverse epistemological and ontological assumptions. Epistemology refers to 

knowledge and its nature and how this knowledge is acquired, while ontology indicates the 

nature of reality and how the outer world is perceived (Burns, 2000; Asuga, Scevak, & 

Eacott, 2016). The positivist paradigm is mainly recommended for the natural sciences to 

study particular phenomenon. In contrast anti-positivist paradigm-qualitative, interpretive 

naturalistic approaches-is recommended for research in studying humans social behavior 

that the social world is not viewed objectively but should be understood by subjective 

interpretations of human experiences and behaviors (Bryman, 2008).  

 Social science is considered as an idiosyncratic rather than a nomothetic exercise 

(Cohen, Manion, & Morrison, 2011) and it is concerned with direct and personal 

experiences (Dewey, 2004) of people within particular settings. So to implement suitable 

research practice (Groenewald, 2004) the methodology used, in this study, suit to the nature 

of research aims and questions. Therefore, this inquiry was carried out from an 

interpretivist point of view concerning epistemology, and a constructionist perspective 

about ontology. Along these lines the data collected in this study is substantially 

individualistic and subjective in nature since it is the lived reality of each person.  
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3.2 Research design  

 According to Cohen, Manion, and Morrison (2011) there is no single procedure for 

planning and implementing a research; research design is ruled by the belief of fitness for 

purpose, so the aims of a research define the methodology and design. According to Basit 

(2010) research design comprises of issues such as selection of the paradigm, choosing the 

methodology, the approach which will be taken and the application of methods we use in 

our studies mainly focus on the research aim and purpose. He further adds that research 

questions, review of literature, theory, sampling process and access all are the vital 

components of a research design (Basit, 2010), which Bogdan and Biklen (1998, p. 49) 

defined as ‘the researcher’s plan of how to proceed’. That’s why the design of any research 

starts and is determined by the purpose and the questions of research. This later on leads 

into other phases like data collection methods, data analysis, the feasibilities inherited in 

the research process and issues relating to ethics. The main portion of this conceptual 

research design, primarily indicating to the research aim, its justification, importance and 

circumstances, its deliberations relating to ontology and epistemology, and the theoretical 

context have been debated partially in the preceding parts of this chapter and in first and 

second chapters. The subsequent portion of the research design consists of mainly 

collection of data, method used, selection of sample, ethical related issues, analysis of the 

gathered data and procedures of interpretation, and other concerns such as reliability and 

validity are examined in the subsequent parts.  
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3.2.1 Narrative as a research approach    

 There is close relationship between methodological and ontological commitments 

(Caine, Estefan, & Clandinin, 2013) that’s why developing an accurate methodological line 

for this inquiry turns out to be difficult as of the opposing viewpoints of recognized 

researchers of qualitative research backgrounds. Besides it, there have been innovations in 

qualitative research approaches and methods (Stewart, 2016), and narrative is one of them 

(Wiles, Crow, & Pain, 2011). There are five different approaches to qualitative study and 

research design (Cresswell, 2009). These comprise of phenomenology, grounded theory, 

case study, ethnographic and narrative research.  

 The selected approach for this study has ultimately been influenced by scholars like 

Riessman (1993), Clandinin and Connelly (2000), Shamir, Dayan-Horesh, and Adler, 

(2005), Carey (2009), Holmberg and Tyrstrup (2010) and Mclean and Pasupathi (2012). 

These scholars maintain the need for narrative study to explain the intricacies of particular 

social settings, such as the relationship between career trajectories, socialization and 

identity formation and other lived experiences looked into in this study. They recommend 

that by application of narrative studies we can gain much deeper understanding of such 

phenomena.  

According to Shamir, Dayan-Horesh, and Adler (2005), Carey (2009), and 

Sosulski, Buchanan, and Donnell (2010), narrative approach, which is interpretative in 

nature, facilitates the researchers to describe the respondents’ lived experiences (especially 

personal and sensitive ones) and identity formation process in much greater detail 

holistically. Therefore, to answer the main research question: What trajectories do the 
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careers of teachers who become school heads follow in Khyber PakhtunKhwa, Pakistan? 

A narrative study approach was utilized to explore the phenomenon. Since there has been 

much stress, for the last thirty years, to investigate the lived experiences, stories and voices 

of the individuals (White & Drew, 2011) and the career paths of school teachers (Sparkes, 

1994; Dimmock & O'Donoghue, 1996; Wedgwood, 2005). 

 According to Cresswell (2012), life history is used as a narrative: story to 

investigate an individual’s entire life experiences within a specific cultural setting; however 

in educational research narrative does not study the entire life experiences, but only focuses 

on a single period and role a person performs in social relations. Life history lays emphasis 

on the lived personal experiences of the people and its links with changing incidents and 

periods during the life course (Bryman, 2008). Therefore, the analysis of the life histories 

provided valuable insight into the experiences of school heads. The study employed an 

edited life history approach which was specifically related to educational career and the 

lived experiences of the school leading role, as opposed to a complete life history approach 

(Weiland, 1995; Dimmock & O'Donoghue, 1996).  

Blakesley (2010) points out that there is comparatively lack of biographical and 

narrative based research studies as a way to understand the lived experiences of school 

heads in Non-Westernized societies and cultures. He further says that the use of 

biographical and narrative approaches are useful means to understand the life experiences 

of educational leadership especially at school level. Similar concerns are expressed by 

Slater (2011, p. 219) as he says that the future research must give due attention to the lived 

experiences of school heads in their ‘own voices’ by utilizing narrative approach. This 
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approach concentrates on one main part of the respondents’ lives, in this study their careers 

and job related issues, rather than whole life histories. According to Pepper and Wildy 

(2009), narrative approach is the most effective one to study the educational leadership, 

since it explores the rich experiences of the leaders within the contexts they lead. Narrative 

approach and analysis for this study have been used to understand the lived experiences 

and the events that have already taken place (Richards, 2005; Lapan & Quartaroli, 2009; 

Polkinghorne, 2007; Kim, 2016). This proved useful and ‘ecologically valid’ (Mclean & 

Pasupathi, 2012, p. 11) to gain an understanding and accurate data for the main aim of the 

study.  

3.2.2 Naturalistic approach 

Narrative study as a research strategy took a turn as naturalistic approach in this 

inquiry. The inquiry was naturalistic in the sense that no attempt was made ‘to manipulate 

the research setting’ (Patton, 1990, p. 41). According to Beck (1979) social sciences 

researches are subjective in nature, which deal with the direct experiences of individuals 

in specific contexts, and where researchers understand, explain and to clarify social reality 

through the eyes of multiple respondents; ‘the respondents’ themselves define the ‘social 

reality’ (Cited in Cohen, Manion, & Morrison, 2011, p. 05). Cohen, Manion, and Morrison 

(2011) state that some of the features of naturalistic inquiry such as events and personalities 

are distinctive and largely non-generalizable in nature, there are different interpretations 

and perceptions on a single event and situation and the situation has to be studied from the 

perspectives of the respondents not of the researchers.  
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According to Roller and Lavrakas (2015), qualitative research design (naturalistic 

inquiry) has following features:  

i. The information taken from the respondents is contextualized i.e. the taken data is 

the product of different contextual dynamics.  

ii. It derives meanings from the gathered data through multiple ways, and evaluating 

related variables like the language, the impact of respondent-researcher 

relationship, the potential respondent and researcher biases.  

iii. In addition to context, meaning, and the researcher subjectivity, in qualitative 

research design the researcher is the instrument in data collection process. This is 

due to the intimacy between respondents and researchers which helps researchers 

to have in-depth analysis and interpretation of the data objectively.  

iv. It is flexible in nature i.e. it can be shaped according to the context and ground 

realities.   

v. This design is suitable for the issues that are sensitive or personal such as personal 

life histories, unclear issues, and gaining access to hard-to-reach respondents.  

vi. Qualitative researchers examine their results from the inside out, organizing and 

deriving meaning from the gathered data by way of the data itself. 

Most of the characteristics of the naturalistic approach are relevant to the nature of 

this study. For example, the study was carried out with the intention to capture the multi-

faceted-ness of the respondents’ reality and its time and context bounded-ness. The design 

of the inquiry was opened and flexible with an inductive analytical approach and with a 
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focus on a particular phenomenon-the career trajectories of school teachers who become 

school heads. The approach for this study has also got influenced from the study of 

Hallinger and Chen (2014) who have stated that in the context of Asia, a good deal of 

research on the educational leadership has used qualitative methods. Likewise, Jackson and 

Scharman (2002) state that qualitative research is the most suitable approach to study 

human experiences critically. 

3. 3 Sample and access  

The quality of research is essentially determined by paying critical and careful 

attention to sampling process and access issues (Parker & Tritter, 2006; Cohen, Manion, 

& Morrison, 2011). According to Cohen, Manion, and Morrison (2011), there are no hard 

and fast rules for sampling process in relation to size. This depends on the nature of 

population who are the subject of research process and nature and purpose of the study. 

Probability sampling is considered more appropriate for quantitative inquiries where the 

basic intent is generalization, while non-probability sampling fits more to the aims of 

qualitative studies which focuses itself more to have in-depth analysis of the phenomena 

in the specific context and where deeper insight is the main aim as opposed to 

generalization. 

In qualitative research studies such as this one, generally purposive sample is 

recommended (Denzin & Lincoln, 2005), where a researcher tries to reach to the 

knowledgeable respondents having in-depth understanding about an issue due to their 
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expertise in specific fields (Cohen, Manion, & Morrison, 2011). Wengraf (2001) 

recommended a purposive sampling over convenience sampling for narrative inquiry.  

This study used purposive sampling for male school heads as defined by Bryman 

(2008), Asuga, Scevak, and Eacott (2016) and Lindsay and Schwind (2016) to get access 

to key individuals with knowledge and experience in their field so as to get rich and relevant 

data (Suri, 2011), and snowball sampling for female school heads (Cohen, Manion, & 

Morrison, 2011; Suri, 2011; Hickson, 2016). The adjustment of the sampling techniques 

was influenced by the ground realities in terms of access to the desired respondents. Due 

to cultural issues and constrains, difficulties arouse in getting access to female school 

heads. So Snowball sampling was mostly used for getting access to female respondents. 

Snowball sampling is useful to access the respondents to whom contact is difficult or the 

topic of the study is sensitive in nature concerning private matters and other personal issues 

which cannot be shared with everybody (Biernacki & Waldorf, 1981; Waters, 2015; Noy, 

2008). Similarly Ellard-Gray, Jeffrey, Choubak, and Crann (2015) argue that traditional 

sampling method becomes ineffective to include hard to reach population. Therefore, it is 

suggested for research students to use different sampling strategies according to the 

research context to maximize access to hard-to-research population, and snowball 

sampling is considered the most appropriate sampling strategy. 

A total of thirty school heads, fifteen male and fifteen female were interviewed for 

this study. This balance was kept in order to reflect the equal ratio of male and female 

leadership experiences to be explored (Larusdottir, 2014). A brief profile of the 

respondents, using codes, is presented below in tables 3.1, and 3.2. 
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Table 3.1 A Brief Profile of the Male Respondents (MRs) 

 

Respondents  Age 

(years)  

Academic qualification School Teaching 

experience 

(in years) 

School 

headship 

experience 

(in years) 

MR: 01 55 M.A(History,Pol:Sci) 

B. Ed, PhD (History-

Scholar) 

GHSS 14 16 

MR: 02 51 M.A (Pol: Sci); M.Ed GHS 15 17 

MR: 03 48 M.Sc (Statistics); PhD 

(Education) 

GHSS 10 12 

MR: 04 52 M.Sc (Geography); 

M.Phil (Education-

Scholar) 

GHS 16 9 

MR: 05 43 M.A (English, Pol:Sci); 

PhD (Education-

Scholar) 

GHS 03 07 

MR: 06 43 M.A (Pak-Studies); 

M.Ed 

GHS 08 07 

MR: 07 50 M.A (English); M.Ed GHS 22 02 

MR: 08 52 M.A (Economics); 

M.Ed 

GHSS 11 12 

MR: 09 47 M.A (English, 

Islamiayat); M.Phil 

(Education) 

GHSS 10 15 

MR: 10 58 M.A (Islamiyat); LLB GHSS 16 13 

MR: 11 48 M.Sc (Chemistry); PhD 

(Education) 

GHSS 11 13 

MR: 12 53 M.A (Pol:Sci, Pushto); 

B.Ed 

GHS 31 02 

MR: 13 51 M.A (Pol:Sci, History); 

M.Ed 

GHS 20 09 

MR: 14 50 M.Sc (Chemistry); PhD 

(Education-Scholar) 

GHS 20 04 

MR: 15 53 M.A (Economics); 

M.Ed 

GHS 19 08 
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Table 3.2 A Brief Profile of the Female Respondents (FRs) 

 

Respondents Age 

(years) 

Academic 

qualification 

School Teaching 

experience (in 

years) 

School 

headship 

experience 

(in years) 

FR: 01 50 B.A; M.Ed GGHS 10 18 

FR: 02 45 M.Sc (Maths); M.Ed GGHS 15 07 

FR: 03 40 M.A (Pol:Sci); M.Ed GGHS 06 13 

FR: 04 45 M.A (Urdu); M.Ed GGHS 21 01 

FR: 05 43 M.Sc (Chemistry); 

M.Ed 

GGHS 03 05 

FR: 06 58 M.A (Islamiat); B.Ed GGHS 37 01 

FR: 07 50 M.A (Urdu); B.Ed GGHS 18 05 

FR: 08 51 M.A (Urdu); B.Ed GGHS 25 06 

FR: 09 51 M.Sc (Chemistry); 

M.Phil (Education) 

GGHS 04 17 

FR: 10 56 M.A (Urdu); M.Ed GGHS 12 16 

FR: 11 45 M.A (Urdu); M.Ed GGHS 16 08 

FR: 12 47 M.A (Islamiat); M.Ed GGHS 05 11 

FR: 13 50 M.A (Islamiat); M.Ed GGHS 03 11 

FR: 14 47 B.A; M.Ed GGHS 16 10 

FR: 15 40 M.A (Urdu); M.Ed GGHS 04 07 
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3.4 Data collection  

3.4.1 Interview as a data collection tool  

Data collection is not always straightforward activity (Parker & Tritter, 2006). It is 

essential to mention here that qualitative research demands vigorous data gathering 

procedures and the records of the research process; complete information about exactly 

how the research was planned and handled ought to be mentioned in the research report 

(Bowen, 2009). In the process of collecting the required data for this study, the study 

employed the interview that was semi-structured in nature. The section explains the 

processes that came across while using interview as a data collection tool.  

 3.4.2 Interview schedule  

Narrative researchers use semi-structured interview as a main tool to explore the 

experiences of the researched (Polkinghorne, 2007; Pepper & Wildy, 2009). The semi-

structured interview, like structured interview, has the same goal to collect alike 

information from the required people, but stresses less on a uniformed approach. A flexible 

pattern of interview was used to be adjusted to the respondents’ personality and the 

situations (Johnson, 1994). The flexible nature of the interview procedure is considered as 

an important part of the research that uses life history as an approach (Goodson & Sikes, 

2001; Seidman, 2006). In qualitative research interview is often used to investigate 

individual experiences so as to encourage self-reflection for a phenomenon under study 

(Breen, 2006; Mortari, 2015). Since the personal narratives are the most powerful means 

through which knowledge is transferred, therefore in narrative research the use of interview 

as a research method is a powerful tool to understand the subjective experiences of 
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respondents (Blakesley, 2010). Danzig (1996) says that leadership related narratives help 

us to know that how expertise can be gained in the leading role to perform well (Cited in 

Blakesley, 2010).  

  Each interview was transcribed and analyzed before undertaking another one. This 

helped to modify interview questions as different themes and concerns appeared from the 

data and facilitated to reflect intensely on every respondent’s interpretation of his or her 

career experiences (Flick, 2006; Gilbert, 2008; Tracy, 2010). According to Roulston (2010) 

in order to bring quality in qualitative research interview, a researcher must pay due 

attention to pilot study, longer duration in the field, the nature of questions in interview, 

member checking and making the process accessible and transparent to be documented and 

validated by other researchers. Besides it, the work and the guidelines of Havery (2011) 

for new qualitative researchers using interview as a research tool proved valuable for this 

study, in order to make the interview reliable in term of having access to the nature of 

reality as experienced by the respondents. Two acquaintances were interviewd, first, to test 

the validity of the research instrument. These two interviews facilitated to further modify, 

change the placement of questions and refine interview conducting style. Then the rest of 

respondents for this study were contacted and later on interviewed. Accordingly, some 

questions were revised and some new questions were added to the early interview schedule 

(See Appendix B for demographic information sheet and C and D for copies of the initial 

and modified interview schedules). 
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3.4.3 Interview process   

The interview process for this study passed through three different phases. First, 

the respondents were handed over information sheet of this study, which explained the 

main question and the related questions of the inquiry which helped them that what was 

likely to be discussed about their career and experiences of their role (See Appendix E for 

a copy of information sheet). The information sheet enabled the school heads to think upon 

their career paths, career experiences and what to be discussed.  

In the second phase, interview process-face to face interaction-was set up with the 

respondents. In the beginning it was planned to use interview and focus group as data 

collection tools for triangulation, but the ground realities did not support the ideally 

planned research (Willington, 2006) especially for novice qualitative researchers (Stewart, 

2016). So it was decided to use interview as the sole data collection tool, but the duration 

of interview was long enough (Gunzenhauser, 2006), so as to take the needed data in order 

to answer the research questions of this study satisfactory. Electronic communication was 

used in order to clarify and take additional data from the respondents at the later stage of 

the study. The use of electronic devices for data collection is growing for the people who 

are busy and want to communicate later on (Lichtman, 2006; Bryman, 2008). 

For making arrangement for face to face interview, visits were conducted to each 

school in order to meet school heads to set a time and day. In some cases cell phone was 

used to contact the respondents. For this a copy of male school heads cell contacts were 

taken from the Education Office. The interviews were conducted at the offices of the school 

heads. Each meeting for interview almost lasted for an hour and half. Ethically narrative 
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researchers are responsible to respondents (Caine, Estefan, & Clandinin, 2013), therefore 

before conducting an interview the respondents studied the information sheet, and signed 

an informed consent form which was sanctioned by the University’s Research Ethical 

Issues Board (see Appendix F for consent form). All the respondents agreed for recording 

interviews, and all agreed that the interviews quotes can be used in future research related 

publications. A quality digital voice recorder was used in order to record the interviews 

and later on these interviews were transcribed and analyzed.  

 In the third phase the interview transcripts were e-mailed and in some cases visits 

were conducted to hand over the transcripts of the interviews to the respondents to make 

comments if they have any concerns about the transcribed texts. The validation from the 

respondents (Bryman, 2008; Roulston, 2010) confirmed that the respondents agreed with 

the interpretations of their life histories and career experiences. The researchers are in favor 

of member checking as a way of bringing quality and precision in qualitative research 

(Gall, Gall, & Borg, 2007). 

 Qualitative researchers recommend various techniques to draw quality data while 

conducting interviews (Wolcott, 1994; Clandinin & Connelly, 2000; Hollway & Jefferson, 

2000; Goodson & Sikes, 2001; Seidman, 2006). It was tried to integrate some of the 

techniques into the life history interviews carried out in this study. Life history interview 

is a powerful tool which is used in qualitative research as to get deeper understanding of a 

person lived experiences (Seidman, 2006). In this regard two main aspects of interviewing 

processes were focused, the way the interview was carried out and the circumstances under 

which the interview was conducted: the manner the interviewer questions, acts and 
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responds in an interview form the relationship and the ways the respondents reply and share 

the interpretations of their experiences. The conditions under which the interview occurs 

also form the shape of the interview like the timing of day, the place and the level of 

Decorum (Clandinin & Connelly, 2000). 

 It is said that ‘listening is the most important skill in interviewing’ (Seidman, 2006, 

p. 78). Seidman (2006) recommends three levels of listening that interviewers have to pay 

attention. First, he or she has to listen what is said; the second is to pay attention to what 

are the inner voices of respondents and what language is used to express their experiences 

and what points need more exploration. Third, the interviewer has to be attentive to the 

progress of interview in order to explore and cover the topics and the areas of research 

study. Seidman (2006) also recommends that interviewer has to control his or her 

interaction and bear silence. 

 To stimulate the complete life history of an individual, Hollway and Jefferson 

(2000) maintain that a number of skills are essential. These comprise of employing open-

ended questions, and making the respondents to express their experiences. Chase (1995) 

also emphasizes this as a crucial technique in interview studies, and emphasizes to follow 

themes using the respondents of the study’s ordering and wording. In this inquiry, a 

deliberate effort was made to ask a question at a time; to employ open-ended questions; to 

listen attentively and not try to discontinue the respondents while he or she is expressing 

their experiences (Basic, 2015). Notes were taken when the respondents used various styles 

of language and as main themes came up that needed more elaboration.  
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 In addition, a tick box list was used to make sure that the interview proceeded as 

needed. It was also tried to make sure that the situation under which every interview was 

held to facilitate the respondents. After taking appointments from each interviewee about 

time and place, it was made sure to arrive on time at the place of interview that was the 

school head’s office. 

3.5 The researcher’s positionality and professional identity  

One of the main characteristics of qualitative research is that it allows self-

reflection on the part of researchers (Usher & Scott, 1999). In the present study, the 

researcher locates himself as insider as he served as school head in the recent past, and is 

presently teaching in the same schooling system, and also has insights into school headship 

experiences in the area under study. This has facilitated the researcher to have first-hand 

information and knowledge about the issues and the problems associated with the school 

leadership role. Therefore, in the different stages of research process, and especially during 

the data collection phase, the researcher’s social and professional identity facilitated him 

to have access to quality data (Yin, 2016) for this study. This might also have an impact on 

the interpretation of data and may have implications for the overall results of the study.  

 

3.6 Data analysis process 

 Qualitative data analysis is a lengthy, creative process and idiosyncratic in nature 

where the researchers play crucial role in all the data analysis stages. In qualitative analysis 

process, researchers try their best to have in-depth and finer insight of the issues that are 

under investigation.  
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 The techniques used to analyze the data for this study followed the works of Ely, 

Anzul, Friedman and Steinmetz, (1991), Miles and Huberman (1994), Polkinghorne 

(1995), and Braun and Clarke (2006). Miles and Huberman (1994) suggest three main data 

analysis ways:    

i. Data reduction 

ii. Data presentation    

iii. Conclusion illustration and confirmation 

In order to reduce the data, according to Miles and Huberman (1994), it involves to 

select, to focus, to simplify, to abstract and to transform data that is in transcription. These 

techniques were followed at different stages of data analysis and to make sense of the 

collected data. This is also initial analysis process where researchers think about the 

relationship of collected data and information, to make sense of it and to match them with 

research questions and the aim of the study. While reducing the data, some of the processes 

of ‘thematic analysis’ as mentioned by Braun and Clarke (2006, p. 87) like familiarization, 

transcription of data, reading again and again the data and noting downing initial ideas 

were also used. According to Bowen (2009), this process consists of a careful and focused 

re-reading and constant data review. The explanations of these processes are as follows:  

3.6.1 Familiarization and data transcription 

The interviews were listened several times, attentively, so as to familiarize with the 

collected data. Then each interview was transcribed carefully. Besides it, constant 

interaction and refinement was done with the data to keep intact the sense and meaning of 
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the respondents. The transcripts were sent to the respondents for members’ check and 

validation (Elliot, 1991; Tracy, 2010; Cohen, Manion, & Morrison, 2011). After the 

respondents’ validation the transcripts were read several times to note and identify initial 

ideas (Braun & Clarke, 2006). 

3.6.2 Reduction of data, display and categorization 

Miles and Huberman (1994) say that data reduction involves to select, to focus, to 

simplify, to abstract and to transform data that is in written form. Classification and 

categorization are the two main components of the data transformation process. 

Preliminary categorization of the data was carried out on the basis of the specific questions 

that were asked from the respondents in their interviews. This categorization process was 

done with every interview. Each category was analyzed to get main themes in order to 

keeping in mind the research questions of the study. The two processes of searching for 

initial codes and searching for themes of Braun and Clarke, (2006) were mixed together.   

Miles and Huberman (1994) argue that coding is useful data labeling and data 

recovery means. It facilitates in order to have control and speed in the data analysis process. 

Basit (2003) referring Miles and Huberman (1994), accordingly recommends two ways of 

making and creating codes: the first one is known as grounded approach (Glaser and 

Strauss, 1967) where the researchers do not create pre-code data.  The second approach of 

Miles and Huberman (1994) is to make a start of the list of codes before field work, which 

comes from the conceptual framework, research questions, hypotheses, problems and 

important variables that the researchers bring to the inquiry. The latter approach was 

followed for interviews analysis process. The selected data was studied and analyzed 
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keeping in view the main research question and the variables that came from the interview 

questions and the responses of the respondents during interviews.   

The process of familiarization i.e. reading again and again, and initial coding and 

data reduction were repeated with all the thirty interviews. This process of analysis i.e. data 

reduction, and display were utilized in this study. The lengthy texts of data were condensed 

to manageable pieces of required data using MS Word functions such as review and 

textboxes for selection of text, and font colors for coloring and highlighting, for displaying 

the data selected and for organizing themes and categories (See Appendices G, and H, for 

an example). 

3.7 Validity and reliability of the method 

Reliability, validity and generalizability, especially in scientific research, of 

gathered data are sensitive considerations and closely connected with ontological and 

epistemological views that support the paradigm (Bryman, 2008).   

3.7.1 Validity 

According to Cohen, Manion, and Morrison (2011) a research which is to be 

regarded as trustworthy must have validity and reliability. According to Winter (2000), in 

qualitative research the issue of validity ‘might be addressed through honesty, depth, 

richness and scope of the data achieved, the respondents’ approached, the extent of 

triangulation and the objectivity of the researchers’ (cited in Cohen, Manion, & Morrison, 

2011, p. 179). Depth and richness were pursued through different way such as data and 

respondents and methodological issues as discussed in previous parts of this chapter.  
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Objectivity in this study means that the researcher has suspended his own judgment 

(bracketing): to the viewpoints of respondents and to state them with truthfulness and 

background details. Working from interpretative epistemological position, some kind of 

subjectivity is accepted in the data collection process, its analysis and later on doing 

interpretation of the data. Furthermore, researchers like Mishler (1990) and Maxwell 

(1992) say that in an interpretative standpoint, understanding, instead of validity, is stressed 

(Cited in Cohen, Manion, & Morrison, 2011).   

The understanding means accuracy of interpretation, the skill of a researcher to 

understand the gathered data, the extent to which research clarifies the phenomenon, and 

generalizability in terms of helpfulness for understanding similar situation or 

transferability. The researcher did his best to increase this understanding by investigating 

the problem in detail through methodology and respondents’ validation. In this study in 

order to test the validity of the research instrument, the researcher first carried out pilot test 

of interview with two acquaintances. These two interviews facilitated to further modify, 

change the placement of questions and refine interview conducting style. Then the rest of 

respondents for this study were contacted and later on interviewed. Accordingly, some 

questions were modified and some new questions were added to the early interview 

schedule (See Appendix B for demographic information sheet and C and D for copies of 

the initial and modified interview schedules). Besides it, respondents’ validation was also 

employed in order to get the valid and objective information.  



78 

 

  

 

3.7.2 Reliability         

In the research studies, reliability indicates that the research methodology can be 

repeated somewhere else, on similar respondents in a similar research setting with the 

identical outcome (Basit, 2010). Reliability and validity in positivist research paradigm 

have different meanings as compared to qualitative research. For example, in quantitative 

research studies, reliability is normally the result of rigorous and tight procedure and 

consistency in the research process, sampling process based on quantitative principles, data 

gathering, and analysis instruments. But the characteristics of scientific research studies 

are not generally applied in qualitative research studies. In qualitative studies, reliability 

mentioned by Basit (2010, p. 70) depends on ‘trustworthiness, honesty… 

comprehensiveness, detail, and depth of response and significance of the research to the 

respondents.’ Complete explanation, true reporting, complete background organization and 

to concentrate on the specific area are characteristics that improve reliability in qualitative 

research studies. Reliability is also used in terms of the generalizability of the research 

process. In ‘naturalistic generalization’ (Stake, 1995, p. 85-86) the generalizing process is 

mostly left to the person who reads the report who is also expected to generalize from the 

understandings and details presented by the researchers.  

In order to bring reliability in this study, complete and accurate contextual 

description about the study and the whole process employed in data collection, analysis 

phase and reporting of data has been given. Male and female school heads were interviewed 

in order to generate rich description and represent multiple prospective regarding the 

phenomenon under investigation. The researcher developed trust with the respondents on 
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the basis of being insider in the school leading role, which helped to have reliable data for 

further analysis. This enables the reader that he or she makes some kind of comparisons 

with his or her own situations and contexts. The reason behind this in the present study was 

to help the readers to think about generalizability of the research process and results to 

similar contexts.  

3.8 Ethical considerations 

Impartiality and ethically right procedure has to be followed when research is 

undertaken where humans are involved (Shamim & Qureshi, 2010). In social sciences, 

ethical considerations come across when a researcher embarks upon data collection, 

making interpretation and publishing of the results and ‘what is to be done with the data’ 

(Cohen, Manion, & Morrison, 2011, p. 76). The important issue which is given more 

attention in research is to protect the dignity and safety of the respondents, while 

conducting quality research (Halse, 2007; Basit, 2010). In this study, the respondents’ 

dignity and safety were protected through anonymity and confidentiality (Pepper & Wildy, 

2009).  

Secondly, the investigated matters and issues were not of a critical or secretive 

nature (Ellard-Gray, Jeffrey, Choubak, & Crann, 2015). So the respondents never showed   

any kind of suspiciousness and reluctance while expressing their experiences. These 

considerations had a positive and helpful influence on the data’s quality that was gathered. 

Cohen, Manion, and Morrison (2011) point out three vital issues relating to interviews’ 

ethical status: confidentiality, informed consent, and the results of interview. Informed 
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consent is an agreement between researcher and the respondents regarding their voluntary 

participation in a research based study. The informed consent was taken when the 

respondents were handed over the information sheet about the nature and the purpose of 

the research. After reading the information sheet, they agreed to be part of the study. They 

showed great excitement and eagerness to be heard, since before this study there had been 

no such in-depth study about the life experiences of school heads.  

 Although, keeping the recommended ethical considerations in mind, the concerns 

of anonymity and confidentiality were dealt carefully. Anonymity was dealt by giving 

codes names like Female Respondent-01 (FR-01) and Male Respondent-01 (MR-01) and 

so on instead of the real names of the school heads. Besides, the data taken from the 

respondents was stored in files in my computer and then in printed pages in saved and 

secured files in a place where it could be accessed by anybody. Hence, every possible care 

was taken to abide by the three standards of informed consent, confidentially and outcomes 

in line with the ethical obligation of the research procedure.       
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Chapter 4 

DATA ANALYSIS AND FINDINGS 

This chapter describes findings based on data collected regarding the job related 

and personal situations that led school teachers to become school heads; and the school 

leadership experiences of the respondents. This chapter details school leaders’ experiences 

and describes the multi-dimensional problems in the lead role, their role socialization 

experiences, and self-perception , the way they maintain work and family balance and the 

difficulties they have been facing in this regard.   

4.1 The professional and personal circumstances that led school 

teachers to become school heads 

This section describes findings based on data collected regarding the job related 

and personal situations that led school teachers to become school heads. This section has 

been divided into the main theme i.e. 4.1.1 the why and how of beginning the teaching 

profession. The main theme has the following sub-themes. Sub-theme 4.1.1.1 discusses 

those respondents who entered school teaching by chance and circumstances. Sub-theme 

4.1.1.2 explores the socio-cultural influences on female education and job in the social 

context of this study. Sub-theme 4.1.1.3 outlines the views of those respondents who joined 

school teaching by choice. Sub-theme 4.1.1.4 discusses the paths through which these 

respondents reached to the school leading roles. 
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4.1.1 The why and how of beginning the teaching profession 

All the respondents outlined different reasons why and how they chose to join the 

school teaching and explained their educational and career trajectories to school leading 

role. 

4.1.1.1 By chance and circumstances 

The respondents pointed out different reasons about how they entered into school 

teaching. Some of the respondents had a desire to join other professions which had better 

social status as compare to school teaching. School teaching was their second choice. As 

one of the respondents said:  

I wanted to go to CSS and to become a bureaucrat, when I was not sucessful 

in that, my second choice was to join school teaching as a profession. (MR: 

11, GHSS’s head, age 48) 

Similarly, another respondent expressed his views that he joined the school 

teaching after being unsucessful in the professions of his choice. As he remarked:   

My entery into the Education Department came after I exhausted my 

attempts in Civil  Services (CSS and PMS) and Judiciary. (MR: 14, GHS’s 

head, age 50) 

 One of the most experienced school heads shared his views saying he had no 

intention to join school teaching as a profession. He wanted to join other professions but 

circumstances pushed him in this profession. As he stated:  
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I wanted to be a CSS officer, but after masters I joined a college as a teacher, 

there I developed my interest in the teaching profession. By default I was 

teacher, though I wanted to be CSS officer. (MR: 03, GHSS’s head, age 48) 

There was another school head who did not have any plan to join school teaching. 

He had an economics degree from university and wanted to be an economist but ultimately 

ended in school teaching, unwillingly.  

I was not willing to work in education department, but chance and luck 

brought me in the school teaching profession. I wanted to be an economist. 

(MR: 08, GHSS’s head, age 52) 

Some of the respondents, in this study, had no plane for their future career after 

completing their university education. They were compelled by the socio-geographcial 

situation to choose the school teaching. As one of the school heads stated: 

I was just roaming in my village…I had nothing to do, so I joined the school 

teaching as a profession due to circumstances. (MR: 01, GHSS’s head, age 

55) 

Similar views were expressed by another respondent stating that when he got  

masters degree in English Literature from university having no plan where to proceed for 

job. Due to circumstances of joblessness he joined a private school as a teacher for a few 

years where he made his mind to make a career in school teaching. As he told:   
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After doing masters, I joined a private school as a teacher. The environment 

of school moulded my attitude towards the teaching profession, before it I 

was not clear about my career. (MR: 05, GHS’s head, age 43) 

The above findings showed that some of the respondents had no plan and intention 

when they completed their university education to join the school teaching. They had 

intentions to join any other profession of their choice or they were jobless and so just 

wanted to take job for the sake of job. But one way or another at the end they entered the 

school teaching and reached to the leading positions of schools later on.  

4.1.1.2 Socio-cultural influences on female education and job 

As compared to male respondents, the female respondents’ choices of professions 

and education were rooted in the socio-cultural realities of the society. The findings of this 

study showed that women had to deal with different social and cultural pressures while 

choosing education and later on careers. In fact most of the female respondents were not 

free to choose education and career of their choice. As one of the respondents views showed 

the socio-cultural influence clearly: 

I wanted to go to engineering college and my grades were good enough for 

admission. I might have been selected. But my father stressed me to join 

girls’ school teaching as a profession, since in this society engineering was 

considered a male-specific- job. (FR: 02, GGHS’s head, age 45 ) 
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Similar kinds of views were also expressed by another female respondent that in 

her choice of profession how socio-cultural and religious factors played their role. She said 

that: 

I came into school teaching due to socio-cultural realities. I had religious 

family background, therefore my family and uncle advised me for the girls’ 

school teaching profession. (FR: 12, GGHS’s head, age 50) 

One of the female respondents stated that social and cultural realities of the society 

were the main determinants that influenced her choice to join the school teaching. She said: 

Teaching is considered a respectable profession for female in the cultural 

set up of our society, so the cultural set up limited my choice only for girls’ 

school teaching. (FR: 11, GGHS’s head, age 47) 

The socio-cultural influences on female education and career choices were 

expressed by one of the experienced female respondents in these words:  

This profession is good for females in our male dominated society. So I had 

no option but to think about this job, since for women girls’ school teaching 

as a profession is a respectable job. (FR: 08, GGHS’s head, age 51) 

Another respondent shared her views that how social and cultural factors influenced 

her choice of profession. She told: 

Due to my socio-cultural background from a very farflung area, I had no 

other options but to join girls’ school teaching. Even being in female school 
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teaching some of my family members showed opposition. But I am thankful 

to my father for the support to continue my career in girls’ school teaching 

profession. (FR: 10, GGHS’s head, age 56) 

Another respondent said that she had to deal with the opposition of her brothers and 

overall society’s stereotyped behaviour relating to get higher education and making career 

in teaching profession and ultimately becoming school head. She stated:  

I was stopped several times to attend school when I was a student. Later on 

I faced stiff opposition in relation to my girls’ school teaching job. (FR: 01, 

GGHS’s head, age 50) 

The views expressed by the female respondents clearly show that women did not 

have free choices to join the professions of their choice. They had to take education and 

make careers related decisions within the parameters of social reality of which they were 

the part.  

4.1.1.3 By choice 

As compared to the above mentioned sub-themes, there were the respondents who 

joined school teaching by choice, not because of chance and circumstances or unwillingly. 

This freedom of education and making career related decisions were rooted in the family 

backgrounds of the respondents. In this category both male and female respondents were 

included.  

 As one of the male respondents stated that he left a job in a public sector 

organization and joined school teaching by choice. As he stated:  
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I had a job in a government office. That job did not match my mental 

temperament so I left that… the reason behind this decision was I had 

natural tendency for the school teaching profession. Therefore, I came to 

the role of teaching by choice. (MR: 09, GHSS’s head, age 47 ) 

Similarly another male respondent expressed his views that he had a better job in 

government sector, for the sake of school teaching he left that job and chose school teaching 

as a career. As he said:   

Before joining the teaching profession, I was working in Sui Gas (Natural 

Gas) Department. But I left that job and joined teaching profession. I am 

working here by choice and will continue to serve till retirement. (MR: 04, 

GHSS’s head, age 52) 

Another male respondent stated that though he was lawyer but that job did not suit 

his temperament as a result he joined school teaching. He commented:  

After completing my B.Ed, I did LLB, I started to practice law, which I did 

for about two years. Since that profession did not match my temperament, 

so I left that and joined teaching as a profession. (MR: 10, GHSS’s head, 

age 58) 

One of the respondents said that school teaching was his first and last option: 
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When I was a school student I got impressed by the personalities of my 

schooI teachers. From there I planned that I would become a teacher. 

Therefore, I did not apply for any other job. (MR: 02, GHSS’s head, age 51) 

MR: 06 (GHSS’s head, age 43) said that he came to school teaching by choice. He 

liked teaching being a profession where the mind and character of the young generation 

can be moulded to provide useful citizens to the society. As he expressed his views that: 

I came in this profession by choice. Since it was considered respectable 

profession in our society. I liked this profession because here I can mould 

the mind and character of the children to be useful persons for themselves 

and society. My job is of manufacturing the products in the form of useful 

human beings to the society.  

Some of the respondents in this study joined school teaching because of their family 

members were already in the school teaching. As one of the respondents told that he came 

to school teaching by choice since teaching has been his family profession and most of her 

family members are in school teaching. As he stated:  

My father was a teacher. Most of my family members are also in this 

profession. So the family background has moulded my mind to join this 

profession. Therefore, I came into the teaching profession by choice. And 

above all teaching profession suit my temperament. (MR: 12, GHSS’s head, 

age 53)     
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Though social and cultural realities had strong influence on the education and 

choice of professions on the females respondents as presented in the above mentioned sub-

themes, but some of the female respondents joined school teaching by choice. As one of 

the female school heads commented:  

My mother and family were educated and had given me full freedom about 

my education and career choice. I chose teaching profession by choice and 

especially teaching at school level. I was selected as a lecturer in higher 

education, then I was selected as a lecturer at agricultural university, but I 

chose school teaching for my career. (FR: 09, GHSS’s head, age 51) 

Another  female respondent stated that she had planned her career when she was a 

student at college level and joined school teaching by choice. She had full support of her 

mother and father in this regard. She said:  

I had planned my career since college when I was a student and wanted to 

be a school teacher. So I did B.Ed and then applied for girls’ school 

teaching. My mother and father were supportive in this regard. (FR: 03, 

GHSS’s head, age 40) 

Similar views were also expressed by another female respondent and the support 

she got from her parents. She said: 

Since teaching is an honorable profession in our society, especially for 

women, so I came here by choice, with the support of my parents. (FR: 04, 

GHSS’s head, age 45) 
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FR: 07 (GHSS’s head, age 50) said that she did not face any kind of opposition 

from any body and she was not the victim of societal gendered role expectations. She was 

supported by her parents to decide about her education and career. She stated:  

My parents had left it to me to decide about my future career. So I chose school 

teaching as a profession. I did not face any kind of resistance and opposition from 

my family members about my educaion and job. Though the society of which I am 

the part, there is still restrictions on girls to decide freely about their education and 

career paths.  

4.1.1.4 Becoming a school head 

There are two kinds of trajectories to the school leading role. The first trajectory is 

departmental promotion on the basis of seniority in school teaching and the required 

academic and professional qualification. As some of the respondents stated: 

I began my career as a teacher, and then on the basis of seniority and 

academic and professional qualification, I was promoted to the school 

headship role. (MR: 01, GHSS’s head, age 55) 

I entered in education department as a CT teacher, then I was promoted to 

the higher teaching to the post of SST in 1994. In 2000, I was recommended 

by KP-Public Service Commission to be appointed as a Subject Specialist 

(SS) for teaching Pakistan Studies. I worked for about eight years on the 

post of school teaching then on the basis of seniority and professional 
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qualification, the education department promoted me to the post of school 

headship in 2014. (MR: 12, GHSS’s head, age 53) 

Similarly other respondents explained the same trajectory that they became school 

heads through departmental promotion on the basis of required academic and professional 

qualification and being top in the seniority list. They stated: 

I entered in school teaching as a Subject Specialist (SS), then serving on this post 

for more than eight years I was promoted to the school leading role through 

departmental promotion based on seniority and professional qualification. (FR: 09, 

GHSS’s head, age 51) 

I entered in school teaching as a Subject Specialist (SS), then through departmental 

promotional process which is based on academic and professional qualification, I 

was appointed to be school head of High School. (FR: 02, GHSS’s head, age 45) 

 The findings of this study showed that the procedure and criteria for departmental 

promotion was same for male and female school teachers who wanted to become school 

heads.  

The second trajectory to the school leading role is open competition through KP-

Provincial Public Service Commission (KP-PPSC)-a constitutional based commission that 

recommends individuals for different civil public departments. As the following 

respondents stated: 
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I entered in teaching profession as an untrained teacher in 1994, then 

through KP-Provincial Public Service Commission (KP-PPSC) I was 

recommended for the post of Secondary School Teacher (SST-Science). I 

served at that post till 2001. It was in 2001, that Public Service Commission 

recommended me to the role of school headship. (MR: 09, GHSS’s head, 

age 47) 

I joined school teaching as a SST in high school. Then through open 

competition in KP-PPSC I was recommended to the education department 

to be appointed as a boys’ high school head. (MR: 04, GHSS’s head, age 

52) 

As I did my graduation I joined a private school as a teacher. After serving 

there a few years, I applied for the school headship position in Provincial 

Public Service Commission. After tests and interview. I was recommended 

to the Provincial Education Department to be appointed as boys’ school 

head. (MR: 05, GHS’s head, age 43) 

My entery into school teaching came as a teacher. Then through open 

competition in KP-PPSC my name was recommended for the appointment 

of boys’ school headship. (MR: 04, GHSS’s head, age 52) 

Some of the female respondents came through open competition in Provincial 

Public Serivce Commission. The following female respondents stated:   
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My first entry into school teaching was as a Secondary School Teacher 

(SST). I served at that post for about few years then I applied for the 

advertised posts by Public Service Commission and after test and 

subsequent interview processes I was recommended for the role of girls’ 

school headship. (FR: 08, GGHS’s head, age 51) 

I entered in education department as a SST and after serving for ten years, 

I was recommended by Public Service Commission for girls’ school 

headship. (FR: 10,  GGHS’s head, age 56) 

Before joining school headship I was SST in a girls’ high school, then I was 

deputed in education office as Assistant District Education Officer (ADEO). 

When Public Service Commission advertised posts for female school heads, 

I applied and after test and interview I was recommended for the girls’ 

school headship. (FR: 05,  GGHS’s head, age 42) 

The responses of the respondents clearly showed that male and female school heads 

had to come, for the school headship, through two different  trajectories. The one was 

departmental promotion and another was open competition in Public Service Commission 

at Provincial level.  

This part of the findings has analyzed the career trajectories of school teachers who 

become school heads. The next part of the findings will analysis the school leading 

experiences of the school heads in detail.  
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4.2 Experiencing the school headship 

This section is based on school headship experiences of the respondents, has seven 

main themes which have been divided into different sub-themes. Theme 4.2.1 highlights 

the personal problems the respondents faced in their role socialization. Theme 4.2.2 

discusses the system generated problems that the respondents have been facing. Theme 

4.2.3 identifies how the respondents learnt to lead. Theme 4.2.4 gives details about how 

school heads perform multi-dimensional roles. Theme 4.2.5 presents school heads’ self-

perception and views about identity being in this leading role. Theme 4.2.6 presents 

findings regarding how school heads maintain the work and family balance and what are 

the difficulties they have been facing in this regard. Lastly, Theme 4.2.7 highlights the 

future career related plans of the respondents.  

 In each of these portions, the overarching themes that came out from the coding 

and analysis processes presented above, are discussed in sub-themes. 

4.2.1 School heads’ personal problems in their role socialization 

The respondents identified a range of personal problems in their socialization into 

the school headship role. The respondents gave details of the problems and issues they 

faced in their headship role. The following sub-themes outline these findings.  

4.2.1.1 Sense of responsibility 

All of the respondents in this study said that they felt responsible after coming into 

the school leading role. MR: 09 (GHSS’s head, age 47) expressed his views about how his 

attitude and perceptions changed as he joined the leading role at school level: 
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When I was a school teacher, I thought the things that were not related to 

teaching were useless. Like office work and other co-curricular activities 

etc. As I became school head my previous perecptions changed, 

completely,…and I really and suddenly felt responsible in this leading role.  

Likewise other respondents, MR: 14 and MR: 03 stated their experiences of leading 

their schools in the middle of a big city and the magnitude of the responsibility they had 

been experiencing:  

After coming into the head role, there came some big changes in my 

thinking, feelings and atittude towards my role and position. The most 

important change that came in my thinking and feeling was that I felt 

responsible, responsible to different stakeholders. (MR: 14, GHS’s head, 

age 50) 

My school is located in the middle of a big city. And there are more than 

one thousand students and more than fifty teaching staff, and fifteen non-

teaching staff, imagine how responsible I am, managing this huge strength 

is really a responsible task for me. (MR: 03, GHSS’s head, age 48) 

Similar experiences and perceptions were expressed by MR: 13. He stated:  

As I began the school leading role there came a big change in my thinking 

about the role and I felt responsible from different dimensions-responsible 

to teachers, students, parents and the wider community. (MR: 13, GHS’s 

head, age 51) 
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Another respondent, FR: 08, who talked about how change had come in her attitude, 

when she was promoted to the role of girls’ school headship:  

I have been in the feeling of responsibility to different stakeholders. I am 

paid for this role, and for these children. So I feel responsible. I must do my 

duty with devotion and responsibility. Evey child is my child. (FR: 08, 

GGHS’s head, age 51) 

The female respondents stated their experiences and perceptions as they began 

school headship:  

In a school head role you have to be always active and alert to manage the 

staff and students, officials and parents so in this regard I feel ultimate 

responsible to different stakeholders. (FR: 04, GGHS’s head, age 45) 

To be in girls’ school leading role especially in this thickly populated area 

is really responsible job. You have to be always alert from the Independent 

Monitoring Units (IMUs) visits and giving them the needed data about the 

school. (FR: 11, GGHS’s head, age 45) 

This is a responsible job especially being the school head of a girls’ school. 

The issues of women are sensitive in nature in our society, therefore girls’ 

school head is and should feel responsible. (FR: 03, GGHS’s head, age 40)  
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Leading a girls’ school is a difficult job. You have to be always alert and 

careful. You have not to let unauthorized persons get into school. It is really 

a job of always be alert in nature. (FR: 05, GGHS’s head, age 43) 

One of the respondents expressed her experience about the role of being a school 

head in a single and simple sentence:  

Yes, It is really tough and responsible job. (FR: 12, GGHS’s head, age 47) 

Overall most of the respondents perceived their roles as that of taking 

responsibility. Female respondents felt more responsible as comapred to male respondents 

since they were the leaders of the girls’ schools, and female issues were more sensitive in 

the society where these females were leading.  

4.2.1.2 Mental adjustment to the role 

This study indicated that some of the respondents revealed that as they came into 

the leading role, they, first of all, had to make mental adjustment to the new role. It means 

that they were not mentally prepared for the leading role, as they were promoted to the 

school leading role after considerable period of time in teaching role. As some of the 

respondents in this study told: 

I faced different problems as I came into the leading role. The most 

disturbing problems was mental adjustment to the role of school headship. 

I had lack of ability and knowledge to understand school teachers’ 

mentality. This adjustment process was really difficult for me. (MR: 12, 

GHS’s head, age 53) 
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First of all I was shocked and embarassed in the school head role because 

of the new experience of being for the first time in school leading role. So I 

struggled in the adjustment process to meet the demand of the role. (MR: 

05, GHS’ s head, age 43) 

The findings of this study showed that some of the respondents narrated how they 

had to deal with emotional aspects of the school headship role. MR: 03 and MR: 01 

expressed their feelings:   

As I came into the school leading role I felt stress, this may be due to the 

responsibility under which I came or something else. In the school leading 

role you have to control your anger, you have to adjust yourself with the 

demand of the role, both of all is stressful process. (MR: 03, GHSS’s head, 

age 48) 

School leading role is itself stressful. You have to be always alert and 

careful. You have to be always present and deal with different issues. So 

stress is the natural outcome of this leading role. (MR: 01, GHSS’s head, 

age 55) 

Stress was identified as one of the significant factors faced by school heads: 

There are some issues at school level that have caused stress problem for 

me. Like there is shortage of physcial facilities in my school building. There 

is shortage of female teaching staff, the classrooms are overcroweded, the 
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clerical work is also a stressful responsibility. (FR: 02, GGHS’s head, age 

45) 

Leading a school in our educational context is really a difficult and stressful 

duty. You have to be in constant war against something or someone. (FR: 

03, GGHS’s head, age 40) 

I experiened a lot of  stress when I was appointed in this girls’ high school, 

there was dirt and dirt everywhere, there was no teaching-learning in the 

real sense, there was financial corrpution and there was no office furniture 

even for school head. And still there are some issues which are constantly 

causing stress for me in this leading role. (FR: 01, GGHS’s head, age 50) 

Overall thus respondents experienced stress in the leading roles. The causes of 

stress were different as pointed out in the statements of the respondents. It showed that 

stress was one of the factors which was closely associated with leading a school.  

4.2.1.3 Managing school finances 

Majority of the respondents in this study shared their experiences about how they 

faced financial and office management issues when they came into the school leading role. 

MR: 14, MR: 12 and MR: 09 stated that what kinds of problems they have been facing in 

the school headship role:     

I did not know about financial issues, office routine work, and different 

kinds of leaves that a person has to take. This was my weak area for several 
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years. Then through various means I learnt about different office related 

issues and procedures to carry out them. (MR: 14, GHS’s head, age 50) 

My weak area in the school leading role has been financial management. In 

this area, there is the need of regular and proper training for the school 

heads. (MR: 12, GHS’s head, age 53) 

School heads should be regularly trained in the management of financial 

issues. Since new changes are regularly coming into schools, therefore 

regular training sessions are to be arranged so as to keep the school heads 

up to date about financial issues. (MR: 09, GHSS’s head, age 47) 

Other respondents, MR: 11, FR: 15 and FR: 06 highlighted the problems that they 

had been facing :  

The big problem that still persist is to manage financial matters of a  school. 

A lot of school heads are weak and have no skill and knowledge in this area 

and they often face embrassment due to financial matters, when they come 

to annual financial audit of a school. (MR: 11, GHSS’s head, age 41) 

Though being the assistant school head in girls’ high school for several 

years, as I came to full leading role of a school, I faced problems in financial 

management and related issues. (FR: 15, GGHS’s head, age 40)  

I came into the school leading role a year before. I can manage all the related 

issues with my leading role, but the problem that I now face is how to 
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understand and manage the financial issues of my school. In this area I am 

blind and my total dependence is on my school clerk. (FR: 06, GGHS’s 

head, age 58) 

I have been in the girls’ school leading role for about five years, the only 

problem that causes concern for me is how to manage the financial matters 

of my school. Therefore, I am totally relying on my school clerk. I 

personally feel this deficiency in my leading role. (FR: 07, GGHS’s head, 

age 50) 

FR: 08, who told that the incoming money, in the form of students’ scholarship and 

other related matters, was the biggest issue for her to deal with: 

Now-a-days more and more money is coming to schools. We face problems 

that how to use and record this money in term of financial book keeping and 

audit, properly. We have deficiency and lack of skill in  financial 

management. (FR: 08, GHS’s head, age 51) 

One of the respondents stated that though she had enough pervious experience to 

manage different school matters, but financial matter has been still an area of concern for 

her. She told: 

Due to my previous experience as a school incharge, I manage a lot of 

problems in my current head role. But financial issues are still difficult to 

understand and manage. (FR: 10, GHS’s head, age 56) 
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MR: 01 and MR: 02, shared their experiences that what kind of problems they 

encountered while leading their respective schools:   

I faced all those problems which were faced by other school heads. I did not 

know how to run office, and take care of the related documents, registers, 

order books, finance etc. How to deal with the staff. (MR: 02, GHS’s head, 

age 45) 

I am the head of Higher Secondary School for the last few years, I can 

manage different school related issues easily, like monitoring teaching-

learning, managing conflicts in my school, etc. but the problem that often 

creates headache for me is the management of my school financial book. In 

this regard I rely on my clerk and sometimes I take help from my colleagues 

who have some kind of better experiences in financial matters.  (MR: 01, 

GHSS’s head, age 55) 

 The above presentation indicated that respondents were able to manage different 

aspects of their leading role according to their individual abilities, but the only common 

problem that they were facing was the management and understanding of financial matters 

of their respectives schools. The analysis showed that lack of financial management skills 

was the weakest area for the school heads in this study.      
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4.2.1.4 Public dealing 

Most of the respondents expressed their concerns that as they came into the leading 

role they faced some of the problems from the school community from which the school 

used to enroll the students. As some of the respondents stated:  

The interference from the school community especially the elders and those 

who are political leaders is a constant problem for us. They often press us 

for getting failed students passed and to enroll the students in classes for 

which they are not qualified. (MR: 09, GHSS’s head, age 47) 

School is a place where different kinds of problems come before a head, 

the one that gives me stress is dealing with different kinds of people 

especially outsiders and those outsiders who try to influence me in school 

related matters. (MR: 03, GHSS’s head, age 48) 

Another senior school head stated that as he came into the school leading role what 

problems he came across. As he stated: 

I did not know how to run my office, and … how to deal with the staff and 

problematic people of the local community. (MR: 01, GHSS’s head, age 55) 

The findings of this study showed that like male school heads faced different kinds 

of problems from the school community, the female school heads also faced similar kind 

of problems. The followings statements of FR: 01, FR: 02 and FR: 05 in this regard are as 

follows:  
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The people of my school community are uncooperative and problematic. 

They used to throw dirt and garbage around school premises. They are 

uncooperative with the school. We have a law case in court with the school 

community about opening a second gate. (FR: 01, GGHS’s head, age 50) 

We often face problems when dealing with the local community, especially 

parents. They often come and constantly make headache for us when their 

daughters are not promoted to next classes. (FR: 02, GGHS’s head, age 45) 

Often I face problems from the local community. They create different 

problems for the school from time to time, and the other area of concern is 

the undue political interference in school affairs. (FR: 05, GGHS’s, age 43) 

 These findings showed that besides other problems, the school heads in this study 

often faced problems from the local community. The issues of concern for school heads 

were the undue political interference in school affairs, getting failed students to be declared 

passed, and place the students in the classes for which they were not fit.  

4.2.2 System generated problems for school heads 

The respondents of this study pointed out to a range of problems which were system 

generated in nature that they encountered in their school leading role’s socialization 

process. The school heads gave details of the problems and issues they faced in their 

headship roles. The following sub-themes outline these findings.  
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4.2.2.1 No pre-appointment training for the newly appointed school heads 

All the respondents showed great concern for the leading role that the school heads 

were performing because of non-existence of no pre-appointment training for them. As the 

following respondents showed their concerns:  

There is no pre-appointment training for the incoming school heads. This is 

the tragedy with the system. (MR: 02, GHS’s head, age 51) 

The education department does not have pre-appointment training for newly 

appointed school heads. (MR: 14, GHS’s head, age 50) 

Sorry, it is very sad we do not have such kind of pre-appointment training 

for school heads. (MR: 11, GHSS’s head, age 48) 

As I became school head I did not take any kind of pre-appointment training 

for this leading role. We are simply get promoted to the leading role without 

having any leadership capacity training to perform the role. That’s why 

most of the school heads struggle and make serious mistakes. (MR: 01, 

GHSS’s head, age 55) 

The findings of this study showed that just like male respondents did not take any 

kind of pre-appointment training for the school leading role, the same was the case with 

the female respondents. Some of the statements of female respondents are given below. 
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FR. 14 also supported, like other respondents of this study, that there has been no 

pre-appointment training for the newly appointed school heads, therefore they run after the 

seniors to take guidance in various issues. She stated:  

I did not take any kind of pre-appointment training for the head role. This 

kind of training should be arranged since newly appointed school heads 

often run after senior school heads to get guidance. It takes a long period 

for them to learn the leading role through informal process. (FR: 14, 

GGHS’s head, age 47) 

Another female respondent told that how much she missed the required training for 

the school heads. She stated had she received pre-appointment training for the leading role, 

she would have been in much better position at that time. She stated:   

As I was promoted to the girls’ school as a head. For this role there was/is 

no pre-appointment training in leadership capacity. It is just the promotion 

based on seniority in school teaching experience. I think there is big 

difference between teaching and leading. For the leading role there has to 

be a specialized two or three month training for the newly appointed school 

heads. (FR: 06, GGHS’s head, age 58) 

Similar statements came from other female respondents about the non-availability 

of pre-appointment training for the newly appointed school heads. As FR: 07, and FR: 08 

expressed their views:  
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This is the normal process in the education department of our province, that 

the school teachers are appointed as school heads without any kind of 

officially arranged pre-appointment training for them. So we have to use 

our previous experience and often take advices from the seniors and 

colleagues. (FR: 07, GGHS’s head, age 50) 

As for as pre-appointment training for the newly school heads is concerned, 

we do not have any such system in place. School teachers are simply 

promoted on the basis of academic and professional qualification and the 

required teaching experience. (FR: 08, GGHS’s head, age 51)  

In our education system there is no pre-appointment training program for 

the newly appointed school heads. (FR: 05, GGHS’s head, age 43) 

 The above mentioned statements of the male and female respondents confirmed it 

that in the education system of this province, there was no pre-appointment training for the 

newly appointed school heads. School teachers were promoted on the basis of required 

school teaching experience and the academic and professional qualification. The findings 

also showed that all the male and female school heads emphasized to put in place pre-

appointment training for the newly appointed school heads so they could perform their role 

effectively.  

4.2.2.2 Lack of school teachers’ professionalism 

The school heads in this study pointed out different problems that they had been 

facing since coming into their leading role. One of the problems has been the lack of 
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professionalism among the school teaching staff. Some of the school heads felt a lot of 

tension due to teachers’ misbehavior and politics against them. The following expressions 

of some of the school heads pointed to this issue: 

There are teachers who are not committed to the profession of teaching. 

They are the evils of the system. They are habitually problematic for me 

and for the students and for the whole school, and always try to tarnish my 

image and create different kind of problems for me. They use teachers’ 

unions for their selfish ends. There must be complete ban on teachers’ 

unions. There must be also complete ban on strikes in education department. 

Everybody talks about their rights but no one is talking about students’ 

rights. (MR: 14, GHS’s head, age 50) 

The thing that disturbs me is dealing with teachers who are stupid and have 

no minds. The ones who do not obey my orders and do not want to be 

reformed. (MR: 08, GHSS’s head, age 52) 

I have been facing problems because of the teaching staff. They take more 

leaves and are habitual to go to exam duties [where they get paid]… they 

take refuge under the covers of local politicians and education officers to 

avoid any disciplinary actions. (FR: 12, GGHS’s head, age 47) 

When I was appointed in the present girls’ high school a few years ago, all 

the infrastructure was damaged, the teaching-learning process was not 

satisfactory and it was below the normal standards. The female school 
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teachers were unprofessional in their duties. The reason behind this 

situation was that the school had been leaderless for many years. As I came 

in, I realized that leading this school would the test of my character, my 

leadership abilities and my will power. (FR: 01, GGHS’s, age 50) 

Other respondents also expressed similar concerns regarding the unprofessional 

approach of school teachers:  

The female school teachers are not regular and their attitude is 

unprofessional. They come to school late and want to leave it as soon as 

possible. Their attitude towards teaching-learning is not up to the mark. 

(FR: 15, GGHS’s head, age 40) 

Teachers often create problems for me relating to exam supervisory duties 

in BISE [Board of Intermediate and Secondary Examinations] Peshawar 

and University of Peshawar. For that reason they remain absent from the 

school for almost twenty days consecutively. Due to this long absence 

students suffer in terms of teaching-learning process. Some teachers do 

consecutive exam duties, other teachers get annoyed and constantly 

complain and sometimes fight with each other. This shows the 

unprofessional attitudes of school teachers. (MR: 13, GHS’s head, age 51) 

The above presentation showed that besides other school relating problems that 

school heads faced, one of them was the unprofessional attitude of school teachers. This 
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phenomenon was observed by male and female respondents, alike, in this study. This 

unprofessional attitude ultimately damages the teaching-learning process at school level.  

4.2.2.3 Teachers’ shortage 

Most of the respondents expressed concerns over the scarcity of teaching staff and 

its ultimate negative effect on the quality of teaching-learning process. As one of the 

respondents pointed out:  

The biggest problem that I have been facing is the shortage of female 

teachers and overcrowded classrooms. There is no capacitiy in schools’ 

classrooms for the students but still the government has been pressing  for 

more and  more enrollments. This policy has created problems for school 

heads, teachers who are teaching to these overcroweded classrooms, and 

even for the students’ who do not have quality teaching. (FR: 02, GGHS’s 

head, age 45)  

FR: 06, FR: 04 and FR: 14 also stated the similar concerns about the shortage of 

teaching staff and its negative effects on students’ academic achievements:  

There is shortage of female teaching staff in my school. If a single female 

teacher is on leave the other teachers feel the burden. When I assigne the 

classes of the teachers who are on leave to them, they simply supervise 

them. (FR: 06, GGHS’s head, age 58) 
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My school is short of teaching staff for a considerable period of time, as a 

result the quality of teaching-learning is not satisfactory. (FR: 04. GGHS’s 

head, age 45) 

I face the shortage of female teaching staff in my school. The classes are 

overcrowded and the quality of teaching-learning process in not so good.  

(FR: 14, GGHS’s head, age 47) 

The findings of this study showed that shortage of teaching staff was not the only 

problem faced by female school heads. This problem was also faced by the male school 

heads too. The following statements of the male school heads are given below to 

understand that how these school heads perceive this phenomenon:  

There are different kinds of problems that a school head has to face. The 

most worrying is the lack of teaching staff. This has badly affected the 

quality of teaching and discipline among students. My job is simply to fill 

the classrooms in order to supervise the students only. The government must 

have some kind of effective futuristic planning about how many teachers 

are going to get retired and how many are more needed to be inducted in 

the system on time. (MR: 11, GHSS’s head, age 48) 

There is shortage of teaching staff in my school. This has badly affected the 

teaching-learning situation. I get other teachers to teach the students, though 

these teachers are overburdened but unwillingly they are taking the classes. 
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So I request the education department to take care of this issue. (MR: 01, 

GHSS’s head, age 55) 

One of the school based problems is the shortage of teaching staff. Due to 

this shortage the students are suffering in terms of teaching and learning.   

(MR: 10, GHSS’s head, age 58) 

When I was promoted from school teaching to the role of school headship, 

I had to face different problems and one of them was the shortage of 

teaching staff. (MR: 07, GHS’s head, age 50) 

The problem that I have been facing is the shortage of teaching staff. More 

and more students’ enrollment is going on, but teachers are not recruited by 

the education department. (MR: 08, GHSS’s head, age 52) 

The above findings indicated that the school heads were facing different problems, 

but shortage of teaching staff was reported by both male and female school heads in this 

study, which badly affected the teaching-learning process in the schools. 

4.2.3 Role management 

The findings of this study showed that the respondents who came into the school 

leading role faced multi-faceted problems in the role socialization. This part of the findings 

discusses that how they managed the role related difficulties and what were their 

experiences. 
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4.2.3.1 Role socialization through informal process  

Most of the respondents got socialized into their school leading through informal 

process. That was consultation with the senior colleagues and those who were skilled and 

had experience in the different aspects of school leading role. As MR: 03 stated that the 

school heads rely on the learning of different aspects of school leading that they had learnt 

while being school teachers.  

There has been no pre-appointment training for the school heads. The newly 

appointed school heads rely only on their previous informal learning, which 

they got while they were school teachers. (MR: 03, GHSS’s head, age 48) 

Another respondent MR: 11 said that there was no pre-appointment training for the 

newly appointed school heads. Therefore, he struggled a lot in this regard. He told that he 

learnt different aspects of his leading role through self-study and consultation with the 

seniors and colleagues. As he stated:  

I solved my initial problems and difficulties through self-study, reading 

different books relating to official matters, like leaves rules, pension rules 

etc. I also consulted senior colleagues and other experienced persons on 

different kind of school issues and matters. So this is the process where all 

the school heads have to pass, since there is no formal pre-appointment 

training for the newly appointed school heads. (MR: 11, GHSS’s head, age 

48) 



114 

 

  

 

The views of the above mentioned respondents were also supported by the 

statements of the other experienced and skilled school heads. All of them stated that they 

learnt different aspects of school leading role through consultation with skilled and 

experienced persons in the different areas of school leading role. Their statements are given 

below:  

There is no pre-appointment training for the newly appointed school heads. 

So the only option for them, like me, is to learn from the colleagues who 

have experienced in a particular situation or a matter. I had to take advices 

from the officials who were in my village about different aspects of school 

administration and in financial matters. I used to take consultation with the 

people who were in AG-Office. I have also served in education office, that 

experience also helped me to manage my current role. This all depends upon 

a school head that how quickly he or she learns. The sooner a person learns 

the better it will be. (MR: 02, GHS’s head, age 51) 

The school leading role in the Public Sector is really a difficult job. A 

problem is that there is no pre-appointment training for the newly appointed 

heads. They are simply promoted and are inducted in schools to learn 

themselves. Like all other school heads I myself learnt different matters 

from the seniors who were in the school leading role. I have learnt from the 

people who were skilled and experienced in the different aspects of school 

matter. I still rely on others’ help in the financial matters.  (MR: 04, GHS’s 

head, age 52) 
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Similar kind of views were also expressed by another respondent about the informal 

way through which he learnt different aspects of school leading role. MR: 13 stated his 

views:  

As I became school head, I realized that I had to learn different things. So 

whenever I faced a problem like how to deal with different official matters 

especially issues relating to financial matters, I had to take consultation with 

the colleagues, senior school heads, concerned clerks and I also used to 

consult Accountant General Office for financial matters. (MR: 13, GHS’s 

head, age 51) 

The above statements of different school heads cleared it that all the school heads 

learnt different aspects of their school leading role through having consultation with the 

seniors, colleagues and other people who had experiences and information about different 

issues relating to management of schools.  

The findings of this study showed that like male school heads, the female school 

heads also learnt different aspects of their school leading role through consultation with 

seniors, colleagues, and the people who had knowledge about school related issues but 

some of the female respondents learnt a great deal about their school leading role when 

they were assistant school heads, or the school heads of junior girls’ schools before taking 

full responsibilities of being heads of girls’ high schools. FR: 02 was one of the girls’ 

school heads who was assistant girls’ school head before taking charge of girls’ high school 

head. She stated:  
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Before taking charge of girls’ high school, I also worked as assistant school 

head. Under the supervision of senior school heads I learnt different aspects 

of leading role. That experience helped me a lot to mange my new leading 

role. I also got help from my colleagues, clerks and other experienced 

persons in different areas of school matters. (FR: 02, GGHS’s head, age 45) 

Another female respondent in this study expressed her views that how she 

socialized into the school leading role as she was promoted to this position. As she stated:  

I was school teacher before coming into the girls’ high school headship. 

When I was teacher I had additional responsibilities of being school 

incharge. That role helped me a lot in learning the aspects of leading role. 

Now I have been leading a girls’ high school. There are different matters 

where I stillI lack information. Therefore, I consult with senior teachers, 

with colleagues especially in administrative matters. I also use my previous 

experience of being school incharge to manage some issues. (FR: 04, 

GGHS’s head, age 45) 

FR: 01 stated that she had to utilize the previous experience being the head of a 

junior girls’ middle school to manage her present leading role in girls’ high school. She 

stated:  

I was head of a girls’ middle school, that experience helped me a lot to 

manage my current leading role. Besides it, I still take advices from seniors 



117 

 

  

 

colleagues in different matters relating to the management of the school. 

(FR: 01, GGHS’s head, age 50) 

 Some of the female school heads utilized the experiences of their previous positions 

in education department to lead the girls’ schools. One of the female respondents who had 

enough experience in education directorate stated her views:  

I have served in education directorate for considerable period of time. I used 

to deal with the school affairs in that position. So I got enough experience 

about the school matters in education office. Besides it, if a problem arose 

I used to take consultation with my seniors, my husband, my colleague, and 

her husband, and clerks. My father-in-law used to guide me in financial 

matters, and my husband used to advice me in school administration and 

managing teaching-learning process. She furthur said: ‘Consultation is 

better than committing blunders’. (FR: 09, GGHSS’s head, age 51) 

 Other female respondents also stated that experience at education office level 

helped them a lot to manage the school leading role. They stated:  

Before coming into the girls’ school leading role, I worked as a education 

officer. I had to deal with different female school level issues. So that 

experience helped me a lot in current leading position. I also used to take 

consultation with the seniors if any matter came across about which I did 

not have any information. (FR: 12, GGHS’s head, age 47) 
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Before coming into the girls’ high school as a school head, I served as 

Assistant District Education Officer (ADEO) in Peshawar for ten years, 

where my basic duty was schools supervision and inspection. So the 

experience at education office level helped me a lot in handling different 

problems related to school adminstration. if any issue used to come before 

me about which I did not have any experience or information I used to 

consult and take advice from my seniors and colleagues. (FR: 05, GGHS’s 

head, age 43) 

The above findings indicated that there was no formal pre-appointment training 

system for the newly appointed school heads. Therefore, all the male and female 

respondents relied upon the experiences they gathered being in different positions in their 

career history and later on when they became school heads they used to take consultation 

and advices from the seniors and colleagues and skilled persons.  

4.2.3.2 In-service training 

The findings revealed that the government often arrange in-service training for the 

male and female school heads from time to time. The group of respondents who had 

attended in-service training that had been arranged for the school heads by education 

department expressed their views that such kind of training helped them in performing their 

leading role. As one of the respondents said:  

I have attended different in-service training related to the role of school 

headship. I have recently attended training in leadership management. 
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These and other kind of training were helpful in my leading role. These 

kinds of training positively contributed in my lead role where we get new 

information and skills. (MR: 11, GHSS’s head, age 48) 

Another experienced school head also stated that such kind of in-service training 

was good for the school heads to attend. He expressed his views:  

Yes. I have attended different in-service training for the school heads 

arranged by the education department. These training are good and the 

school heads should attend such training in order to build up their leading 

abilities. (MR: 03, GHSS’s head, age 48) 

MR: 05 was an experienced school head. He had attended in-service training for 

the school heads. He stated that such kinds of training were good for the school heads. He 

argued:  

I have attended in-service training arranged by the provincial education 

department for the male school heads. The training is good and full of 

current information for the school leadership. I am the master trainer for the 

in-service school heads in the Provincial Institute for Teachers Education 

(PITE). (MR: 05, GHS’s head, age 43) 

The views expressed by the above mentioned respondents were supported by the 

statements of the other school heads also that in-service training that they had attended, 

had been informative and good for their school leading role. The views of these school 

heads are given below:  



120 

 

  

 

I have attended some in-service training arranged for the school heads in 

our education department. The training is often about financial management 

issues etc. I have recently attended a training for the school heads arranged 

by education department with the cooperation of British Council which was 

focused on school leadership. The training is good and helpful to us to 

perform our role effectively. (MR: 07, GHS’s head, age 50) 

I have attended different in-service training arranged by the education 

department for the school heads. The subjects of the training are often 

related to the role of school headship and the financial management and 

school administration. In my personal view that such kind of training proved 

useful for me. (MR: 10, GHSS’s head, age 58) 

The above statements of male school heads showed that all of them talked positive 

about the in-service training that was used to be arranged by the provincial education 

department for the school heads from time to time. Most of them appreciated the content 

and the nature of these training programs.  

 The findings of this study showed that some of the female school heads also 

appreciated the in-service training for the school heads arranged by the education 

department. As one of the female respondents stated:  

Four years later after joining the girls’ high school headship, the Provincial 

Institute of Teachers Education (PITE) arranged a training program for the 

school heads in the financial management. That training was useful and 

helped me a lot to know about the financial matters of my school. I wished 
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I should have taken that training before joining the school leading role. (FR: 

10, GGHS’s head, age 56) 

Another respondent of this study said that in-service training helped her in leading 

her school: 

I have attended some in-service training programs arranged for the school 

heads. The content of those training programs were related to school 

leadership, financial management and general administration. From those 

training programs I have learnt a lot. (FR: 14, GGHS’s head, age 47) 

I have attended in-service training for the school heads. These training 

programs are good and help me to perform my role. I have also been the 

master trainer for the female school head for the last several years. That 

experience proved valuable for me in school leading role. (FR: 05, GGHS’s 

head, age 43) 

I attended in-service training programs in school based supervision and 

leadership. Those were beneficial training programs. School heads must be 

regularly trained to keep them activated and refreshed. (FR: 13, GGHS’s 

head, age 50) 

 These findings showed that female school heads also appreciated the importance of 

in-service training programs that were arranged by the education department from time to 

time.  
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4.2.3.3 Reservations about in-service training programs 

Some of the respondents who had not yet attended any in-service training since 

coming into the school headship role for a considerable period of time. They expressed 

their views: 

I have been in the girls’ school leading role for about two years. I have not 

yet taken any in-service training related to my school leading role. (FR: 06, 

GGHS’s head, age 58) 

I am in the school leading role for a couple of years, the education 

department has not yet invited me to attend any training program related to 

school headship. (FR: 07, GGHS’s head, age 50) 

I was promoted to school headship a year ago, I have not taken any training 

related to my current position. (FR: 04, GGHS’s head, age 45) 

I have not yet been invited to any training related to my current role. (FR: 

15, GHS’s head, age 51)  

One of the respondents stated that the system of selection for training programs 

based on favoritism. He stated:  

I have been in school head role for the last nine years, in these nine years I 

have not taken any kind of training for school headship. There is all 

favoritism in the system. The school heads’ selection process for such 

training programs is based upon favortism. The education department 
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invited those school heads who have personal links and connections with 

the training program selectors and organizers. (MR: 13, GHS’s head, age 

51) 

MR.12 also expressed similar views relating to the flaws in school heads in-service 

training process: 

I have been in the school head role for the last two years, in these two years 

I have not taken any kind of training for school headship. I do not know 

who conduct the training programs and what the process of school heads’ 

selection is. All the processes are blind without any criteria and procedure. 

(MR: 12, GHS’s head, age 53) 

Similar concerns were also shown by another respondent relating to the nature of 

in-service training for school heads. He stated:  

I do not know who conducts and arranges such training for school heads 

and what the criterion for selecting candidates for training programs is. I 

think there is no criterion for school heads’ selection for such kind of 

training. (MR: 04, GHS’s head, age 52) 

One of the respondents expressed deep reservations about the relevancy of in-

service training for school heads. He pointed out: 

I attended one such training that was arranged for the school heads, but I 

left it in the middle, since that was about how to draft and prepare papers 
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for pension. I think pension making is not my job, it is the job of clerk, and 

he should have been given this training. So some training programs are 

irrelevant for the school head role. There has to be rational approach and 

thinking that what kind of training is to be imparted to school heads. 

(MR: 08, GHSS’ head, age 52)  

 One experienced school head who had been involved in the school heads’ in- 

service training programs for the last few years expressed his views as follows: 

The present government is spending huge amount of money especially to 

train the school heads. But the way the training is conducted is not 

satisfactory. And I am personally not satisfied with these training programs 

in term of quality. The whole training sessions are money game in which all 

are involved one way or another way. (MR: 15, GHS’s head, age 53)  

The respondents of this study pointed out that there was no criteria for the selection 

of school heads for such training programs. Some of the respondents had been in the school 

leading role for a considerable period of time but they have not yet received any in-service 

training for their leading role. Respondents also argued that the system was running on the 

basis of favoritism and personal links and connections. So they demanded that such training 

programs should be rationalized and be made relevant to the ground realities that the school 

heads have been encountering.  
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4.2.4 Performing multi-dimensional role  

School headship is a highly responsible position. Heads have to perform multi-

faceted and multi-dimensional responsibilities. Some of the most important responsibilities 

of a school head which directly influence the students’ academic achievements and 

grooming are managing teaching-learning process, managing the school teaching staff, and 

dealing with education office effectively. 

4.2.4.1 Monitoring teaching-learning process 

When asked about that how school heads monitor and manage teaching-learning 

process in their respective schools, the respondents of this study shared some of their 

strategies and mechanism they followed. The findings of this study indicated that there 

were two kinds of school heads who monitor and manage teaching-learning processes in 

their schools, differently. The first group of respondents had put in place a well-organized 

monitoring and evaluation process in this regard. The second group did not have in place 

any new or different monitoring system in place. They only used traditional procedures to 

monitor teaching-learning in their schools.  

Findings indicated that there were school heads who had effective monitoring and 

evaluation system in place for teaching-learning process. The views and strategies of these 

school heads are given here. MR: 09 who was the head of a heavy loaded school in terms 

of students and teaching and non-teaching staff argued: 

I have enough understanding about almost all the subjects that are taught at 

school level. I can easily evaluate a teacher and his teaching-learning 
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process. I cannot be deceived by teachers as far as subject matter is 

concerned. I am the jack of all trades. I also teach classes so I am in close 

touch with the students. I try my best to finish the students’ problems and 

grievances. This can be done when you are in touch with your school 

students. I visit classes regularly. I have class assessment report proforma 

through which I observe and evaluate the classroom teaching. I have been 

focusing on this important role completely. I give time to it. You have to 

check what is really going on in the classroom. I have each student’s 

assessment register in which academic and behavioral issues are recorded 

and are available for references. I follow formal record keeping system of 

teaching-learning of teachers and students. (MR: 09, GHSS’s head, age 47) 

An experienced school head also shared his strategies about the teaching-learning 

process in his school. He told: 

I do personal inspection. On daily basis I visit to two or three classrooms to 

interact with the students about the teaching-learning process. I do on spot 

lesson observation and teacher assessment in classrooms. On the basis of 1st 

and 2nd terms exams I evaluate the performance of my teaching staff and 

students. I have introduced assessment register i.e. daily report book. A 

designated student of a classroom is given the duty to record all the details-

the weak points, the deficiencies of any teacher in the classroom, and 

whether a teacher attended the class or not. I utilize electronic cameras 
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through which I have a close eye on the staff and students’ activities. (MR: 

14, GHS’s head, age 50) 

MR.02 elaborated on how he monitors teaching-learning process in his school. He 

said: 

I check the classes personally on weekly basis to know about different 

issues. I interact with the students in classrooms to have brief questions and 

answers about different subjects. My criterion is to check teachers’ output 

through students’ output. I believe in quality teaching and I am satisfied that 

it is going on in my school. There is complaint box where students and 

teachers put their concerns and complaints in written form without 

mentioning their names. After two weeks it is opened and if the concern is 

genuine I take actions. My students’ satisfaction is my satisfaction. He 

continued: I have initiated a new model classroom in class 6th. There are 

total four lessons each day for English, Maths, Urdu language and General 

Science. Every subject has two classes. And on weekly basis we add 

Pakistan Studies, Islamiat, and Drawing. The students of this model 

classroom are showing excellent result. I wish that this experiment becomes 

full success. So to serve children of poor parents. (MR: 02, GHS’s head, 

age 51) 

A female respondent had her own system of monitoring and evaluation process for 

teaching-learning. She stated: 
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I guide my school teachers on the model of Critical Evaluation Process. In 

this method experienced and skilled teachers discuss and share different 

level of teaching-learning experiences with each other. It involves giving 

tips and suggestions to one another on how to carry out effective teaching-

learning process. I learnt this in the UK, where I worked on developing a 

model school. So for successful teaching-learning process one teacher 

should be a critical friend (critical friend strategy) for another one. (FR: 09, 

GGHSS’s head, age 51) 

A respondent MR: 06 of this study shared his strategy about monitor teaching-

learning in his boys’ high school:  

I have daily lesson diaries system in place to keep eye on what the teachers 

are doing and what the students are doing. I have given lesson diaries to the 

teachers, where they write the daily lesson they deliver in their classes. I 

check these dairies at the end of every week, so that to know to what extend 

the syllabus is covered and know the related details. The syllabi are pasted 

in the classrooms for the students’ information. Besides it, I take constant 

rounds in the school to know about the teachers’ presence, I ask from the 

students about the teaching-learning process. The school terms’ exams and 

the annual exams conducted by an independent exam body i.e. Board of 

Intermediate and Secondary Education (BISE) which helps me a lot to 

evaluate the teachers and students’ academic performances. (MR: 06, 

GHS’s head, age 43)  
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Another group of male and female school heads did not have any proper system in 

place. They followed traditional way of monitoring teaching-learning process. The 

responses of these school heads are as follows:  

I take rounds, do class observations. I have directed the students that if they 

have any kind of problem relating to teaching-learning they can 

communicate with me orally or in written form. I have told them to come 

directly to my office. Besides it, I take rounds in corridor to see the teachers’ 

presence in classrooms and sometimes I enter to class to observe the lessons 

that the teachers are delivering. (FR: 01, GHS’s head, age 50) 

My problem is that the teaching staff of my school is not so professional in 

teaching-learning process. Many teachers are lazy and inactive in school 

matters. In order to monitor and check how teaching-learning is going on I 

take rounds at different intervals of school working hours. I also talk to 

students about their classroom teaching-learning process. I often check the 

note books of the students and tally them with the term syllabus that to what 

extent the course has been covered. I call monthly teachers’ meeting to 

discuss the school related issues especially students’ academic 

performance. (FR: 12, GGHS’s head, age 47) 

For the monitoring of teaching-learning process in my school I take rounds, 

I personally observe teachers’ classroom lessons. I have divided the school 

academic syllabus over the academic year. In my school I have made it 
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compulsory to take monthly tests from the students in order to prepare them 

for the annual exams. (FR: 14, GGHS’s head, age 47) 

Though I am the head of a school which is a big school in terms of students’ 

and teachers’ strength. I regularly check that whether teachers are teaching 

according to the set syllabus. I discuss academic issues with the students 

and their parents, also. I personally check the note books of students and the 

quality of the written materials to the students. We take monthly tests and 

terms tests, this also helps in the overall evaluation process. (MR: 10, 

GHSS’s head, age 58) 

I take daily rounds of the classes. I ask from the students about issues 

relating to their teaching. One of my teachers check on daily basis the home 

work tasks, and note books, whether the teachers are teaching according to 

the syllabus. At the end of every chapter we take tests in order to prepare 

our students for the annual exam. I have divided the classes in section-A, B, 

and C and so the students in them according to the academic performance. 

This has helped a lot in effective teaching-learning process. Our students 

feel relaxed when they appear in annual board exams. (MR: 07, GHS’s 

head, age 50) 

The findings of this study indicated that male and female school heads used 

different monitoring and evaluation strategies in order to observe the teaching-learning 

processes in their schools.  
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4.2.4.2 Hurdles in the way of quality teaching-learning process 

Though the respondents in this study had different strategies and mechanism in 

place to monitor teaching-learning process in their schools, but most of the respondents 

pointed out some hurdles in the way of quality teaching-learning process in public sector 

schools. As one of the respondents shared his view: 

To be frank, I am so much busy in school office work and matters relating 

to education office, that I cannot give due attention to this important aspect 

of my role. The classrooms are over-crowded. I also face the shortage of 

teaching staff. Now my job is simply to get the teachers to fill the classes, 

only. He further added: due to over burden in management issues, 

monitoring of teaching-learning process has gone into background. (MR: 

11, GHSS’s head, age 48) 

 One of the respondents in this study expressed his concerns in this regard, he said: 

The present government policy is to enroll all the students who come at the 

gate of a school. So I enroll them. In this process I also have to enroll those 

students who are not eligible for placement in their desired classes. This 

enrolment process has increased the number of students in classrooms. Now 

in each class, there are an average of eighty students and even more. So how 

can a teacher and school head carry out quality teaching-learning process? 

(MR: 12, GHS’s head, age 53) 
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Another respondent told about how the quality of teaching-learning process was 

hampered by overcrowded classrooms: He said: 

The phenomenon of over-crowded classrooms is the biggest hurdle in the 

process of quality teaching. The classrooms in public sector schools are 

overcrowded and often unfit for carrying out quality teaching-learning 

process. (MR: 04, GHS’s head, age 52)  

 MR: 15 pointed out some problems in the way of carrying out quality teaching-

learning process at High School Level:  

The basic problem that is negatively affecting the quality of teaching-

learning process is the minimum criteria of the government for students’ 

promotion to the next class. Due to this criteria the high school is taking, 

from the feeding schools, those students who are not capable to study the 

higher classes’ course. This damaged the quality of teaching and the 

students’ academic achievement. Moreover, the phenomenon of 

overcrowded classrooms is a serious problem. (MR: 15, GHS’s head, age 

53) 

 Female school heads were also worried about the overcrowded classrooms, which 

badly affected the quality of teaching-learning process and often teachers felt stressed in 

such classes. As one of the female school heads stated:  

My school classrooms are overcrowded. Now the students are sitting in 

verandas. Basic facilities are lacking. Still the government has been pressing 
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for more enrolments. This has been negatively affecting the quality of 

teaching-learning process in the school. (FR: 02, GGHS’s head, age 45) 

Another female school head stated that the shortage of teaching staff and the 

overcrowded classrooms have been the biggest hurdles in the quality of teaching-learning 

process. She expressed her views:  

There has been shortage of female teaching staff for the last few years. My 

school is situated in thickly populated area of the city. Therefore, the 

classrooms are overcrowded that negatively impact the teaching-learning 

process. (FR: 14, GGHS’s head, age 47) 

 FR: 05 who has been girls’ school head for about three years stated that the problem 

of overcrowded classrooms has been a big concern for the teaching staff of her school. She 

said:  

There are more than 70 students in each classroom. Imagine how difficult 

it will be for a teacher to teach them. We have another problem of electricity 

load shedding, due to this problem teaching-learning process is badly 

affected especially in summer. (FR: 05, GGHS’s head, age 43)  

 Findings showed that the quality of teaching-learning was often compromised due 

to the shortage of teaching staff and the phenomenon of overcrowded classrooms in public 

sector schools. Besides it, the school heads were busy in office and related assignments 

due to which they were not able to spare enough time to monitor teaching-learning process 

in their respective schools.  
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4.2.4.3 Management of teachers/subordinates  

For the better performance of an organization, there has to be close coordination 

and harmony between heads and the subordinates. The findings of this study showed how 

the school heads experienced and perceived the interaction with their teaching staff. As 

one of the respondents said that he is very formal in this regard. This formality is the need 

of the hour to control the teachers who can later on create problems for the school heads. 

He stated: 

Personally I keep distance from teachers i.e. I interact with them seriously 

and to the point. I observe office decorum and I am very formal in school 

matters. My office is not the place of gossip. It is formal place, it must be 

respected. This makes a good impression upon the whole staff as far as 

discipline is concerned. I lead from the front, setting himself as an example. 

I daily receive my teachers at the gate in morning time. This also brings 

positive impact on teachers to be disciplined. I treat every teacher according 

to the merit and situation. Sometimes I take actions if words do not work. 

But all these things need consistency. Through these strategies my staff has 

reformed itself. (MR: 09, GHSS’s head, age 47) 

Many teachers often go to their classes about fifteen minutes late. This 

irritate me a lot. My strategy of controlling discipline issues is simple: I 

keep distance from my staff in order to keep them at an arm’s length. This 

strategy is the most effective in the context of our school system. (MR: 05, 

GHS’s head, age 43) 
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Another respondent shared his strategies in this regard. He stated that he used his 

experience and rationalistic thinking to deal with the school teaching staff. His best strategy 

for holding his position stronger against teaching staff is punctuality, regularity and 

presence in the school. He stated:  

When I was posted in this school as a head, I faced some problems from the 

school teachers. Like they were not regular in their duties, they used to do 

exam duties without any guilt for students’ negligence especially teaching-

learning process. They were free what they liked to do. My strategy was 

simple to deal with them that is punctuality and regularity. When the head 

is regular, committed, and lead from the front, and set himself as an 

example, there will not be disciplinary problems from the teachers’ side. I 

do not do any other personal work in school timing. I come earlier and leave 

the school late. My presence in the school is my best technique to control 

disciplinary issues. (MR: 12, GHS’s head, age 53) 

MR: 02, MR: 03, MR: 15 and MR: 04 shared their experiences that how they 

managed their teaching staff and deal with different related matters. They said: 

It depends upon the school head that how he/she deals with the teaching 

staff. I say that a failed teacher is one with whom his students quarrel, and 

a failed head is that with whom his teachers quarrel. Head must not take the 

situation and matter to that level which leads to conflict among the teaching 

staff. How I do this, it depends upon situation. I respect my staff; I do have 
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democratic consultation with them and do not impose my order on them. 

(MR: 02, GHS’s head, age 51) 

Teachers want more money and less work. This profession is for motivated 

and dedicated people. We lack professionalism in all walks of life and 

professions. This is our national tragedy. It is human nature that where there 

are humans there will be jealousy and groupings against one another. (MR: 

03, GHSS’s head, age 48) 

My teachers’ management strategy is that I have made groups of teachers. 

These groups handle their problems themselves. If a teacher is absent one 

of the group teachers will take his class. These groups compete with other 

groups of teachers in terms of performance and work. My administration is 

democratic and I do meet with them before going ahead in school related 

matters. But if something is right I take a stand on that and defend till the 

end. (MR: 03, GHSS’s head, age 48) 

As far as my school headship experience is concerned, those teachers who 

create problems have links with local politicians or are supported by the 

education department officials. The rest of teaching community is not so 

problematic. (MR: 15, GHS’s head, age 53) 

Teachers often create problems in the school. For example they come to 

classes late. There is general laziness in the government sector. The stressful 

situation for me arises in the last two periods of the school hour. There is 
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noise everywhere, teachers do not try to control the students, and there is 

mess everywhere. I get really frustrated. (MR: 04, GHS’s head, age 52) 

 Female school heads also faced some problems from the school teaching staff. As 

one of the female respondents stated:  

Teachers create disciplinary problems themselves. Their general attitude is 

not professional. Like they come late and want to go out earlier, and even 

sometimes I get discouraged due to the situation in Public Schools. I am a 

democratic lady and sort out issues with mutual consultations. I use 

different tactics according to the situation. (FR: 01, GGHS’s head, age 50) 

Another female respondent stated that female teachers bring their small kids to 

school. This often creates problems for their mothers. The ladies who used to bring kids to 

school were often disliked by the respective school heads.  

Female teaching staff bring their children to school that disturbs them in 

school duty hours. (FR: 02, GGHS’s head, age 45) 

 FR: 12 stated that in her school there is general uncooperative attitude among the 

female teaching staff. This caused problems for her to manage the school affairs especially 

in term of teaching-learning process. She stated:  

The female teaching staff take more leaves. When a female teacher is absent 

other female teachers do not take the classes of the absent female teacher. 
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This causes problems for me that how to manage the teaching-learning 

situation in my school. (FR: 12, GGHS’s head, age 47) 

 The findings of this study showed that there were some male and female school 

heads who had positive perceptions about their school teaching staff. The following are the 

statements of male and female school heads in this regard:  

My school female teaching staff is cooperative and I personally face no such 

disciplinary problems on their part. They come to school on time and leave 

on time. My administration is democratic in nature. I take all the 

subordinates in confidence about school related issues and they all feel 

responsible for the duties that are assigned to them. They feel relaxed under 

my leadership. She further added: I adopted the role of leadership not 

headship. (FR: 09, GGHSS’s head, age 51) 

The female teaching staff of my school is cooperative. I do not face any 

problem from their side. It is a newly sanctioned girls’ high school in the 

remote area. So the female teaching staff is not complete. (FR: 04, GGHS’s 

head, age 45) 

I am the fortunate school head that I have cooperative and nice female 

teaching staff. Clashes and conflicts arise in those schools which are 

overcrowded in terms of students and teachers. (FR: 13, GGHS’s head, age 

50) 
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A little bit of disciplinary issues arise among the female teaching staff but 

majority of my school teachers are performing their role well. I do not have 

any disciplinary problems. (FR: 10, GGHS’s head, age 56) 

The teaching staff of my school is cooperative. They are performing their 

duties well. (MR: 10, GHS’s head, age 43) 

The teachers of my school are cooperative. They are performing their role 

with honesty. Due to these teachers’ professionalism, my school has been 

performing well in exams. My school has taken 1st position in Quality 

Performance Index (QPI). My school has topped all the government schools 

in district Peshawar. All this is because of the team work and the dedication 

of my teaching staff. (MR: 07, GHS’s head, age 50) 

4.2.4.4 Dealing with the education department 

Most respondents had negative opinions regarding their dealing with officials in the 

Education Department. One of the most experienced respondents shared his view that the 

education department is under political interference. There is also lack of competency, and 

lack of financial resources in the education office. He suggested strategies for 

improvement: 

There are two things that should be given attention as far as education office 

is concerned: 

Number one is the Competency: Many of the officers are incompetent in 

education department. They lack the required experience, and dedication. 
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They are politically appointed. The basic criterion of right man for the right 

job is ignored. Number two is Capacity: It means that the department does 

not have sufficient financial resources. It lacks human resources and money. 

If these two issues are resolved then the education department and offices 

will work smoothly and efficiently. (MR: 14, GHS’s head, age 50) 

MR: 10 and MR: 15, were experienced school heads, stated their experiences about 

the education office as follows: 

Our education officers are already overburdened and busy in their own 

affairs. They have less time, and less focus on schools. Their visits to 

schools have become less frequent. There is no consultation with school 

heads relating to schools issues. The most worrying and irritating problems 

we face are from the clerical staff of education office. Their behavior is 

really irresponsible. (MR: 10, GHSS’s head, age 55) 

The education department has been neglecting the schools. There is only 

one way communication from education department to schools. I got very 

little response from the education department. There is incompetency and 

red-tapism in the education department. (MR: 15, GHS’s head, age 53) 

Another experienced boys’ school head stated that the basic problem in the 

department is the centralization of powers in the hands of education officers. He expressed 

his view as follows:  
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There is centralization of powers in the education office. Due to this 

centralization of power there is mess in the whole education department. 

Teachers and school problems must be solved at school level. For minor 

things we have to go to the education office. I as a school head feel 

powerless.  (MR: 12, GHS’s head, age 53) 

The views of the above mentioned school heads were supported by MR: 11 who 

had a long period of experience in school level teaching and school leadership. He said that 

the centralization of powers put the school heads at the mercy of education department. He 

complained that school heads is watchman, nothing else. There is no planning and 

coordination among the education offices of the province. He stated his views in this 

regard:   

There is centralization of powers in the education department. For example 

under new notification a school head, now, can only allow on casual leave 

to his staff member, for the next leave a staff member has to go to education 

office which is already over-burdened. Sixteen grade teachers are in the 

jurisdiction of Education Director. My job is just to forward the matter to 

the office, though the matter can easily be solved at school level. The 

forwarded matter is normally lost in office or it takes long time to get reply. 

I feel powerless in various basic issues and matters related to school affairs.  

There is no effective coordination between different education offices i.e. 

DEO, Directorate and Board-exams conducting body. For example one 
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month has passed since the new academic session has started but our 

students have not yet received free books from the office side. (MR: 10, 

GHSS’s head, age 58) 

The planning side of education department is also weak. Posts are vacant 

for years but nothing is done. This demands a futuristic thinking and 

planning which education department is lacking. All this is done at the cost 

of teaching-learning process in classrooms. This is really unfortunate.  

(MR: 11, GHSS’s head, age 48) 

MR: 13 who has been the school head for about nine years, had negative perception 

about education department. He stated:  

I have been the school head for about nine years, whenever I take an issue 

or a problem relating to school which cannot be solved at school level, the 

education officers do not listen to us positively. Therefore, now I try my 

best to solve my school issues at school level and try my best not to involve 

the education office. (MR: 13, GHS’s head, age 51) 

MR: 08 says that the education department is doing nothing. It lacks rational 

thinking in how to the run the school sytstem. He stated:  

I have been facing problems from the side of education department. Look, 

two months have passed in the new academic session, there are no books 

for the students. So what the education office is doing. The education office 
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is lacking rational thinking. The people in the education office do not know 

how to run education system. They are just passing time. The most helpful 

segments to my school are the society and the school community. The 

Nazims (the head of local government), Members of Provincial Assembly 

(MPA), and the rich people of the locality are donating books, uniforms, 

etc.  (MR: 08, GHSS’s head, age 52) 

Most of the female school heads also had negative perceptions about the education 

office of the province. As one of the female school heads who had worked in education 

office on deputation for a considerable period of time stated that she tried her best to solve 

her school problems at school level. She had even been spending her own pocket money 

to arrange the things that were needed in her school. She stated:  

I personally do not expect anything from the education department. I have 

been on different posts at education office; I know the nature and the 

situation of those offices well. I try my best to arrange the things for my 

school myself. I brought computers, printers, scanner, stationery papers and 

other things from my home, and my pocket money. (FR: 09, GGHSS’s 

head, age 51) 

FR: 05 was a girls’ school head for about three years. She had also served in 

education office for about ten years. She stated her views relating to the education office:  

The education office has been normally politicized. The schools are under 

the supervision of District Education Officers. The education office of the 
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Peshawar District often interferes in our school matters. This really makes 

me stressful. (FR: 05, GGHS’s head, age 43) 

Another girls’ high school head shared her views relating to the education office 

that there has been no consistency in the office:  

On the basis of my experience with the education office, sometimes the 

office response is quick and sometimes it is slow. Overall the performance 

of the education office is not satisfactory, therefore I prefer to solve my 

school problems through using my own resources at school level. (FR: 03, 

GGHS’s head, age 40) 

FR: 10 was also leading a girls’ high school in the middle of Peshawar city. She 

states that there is red-tapism in the education office. She stated her views:  

My perception relating to the education office is not good. When the 

education office needs some documents, we send them. When we inquire 

about the sent documents the persons in-charge will say, they are lost, send 

again. We send again. Then they lose the documents. So what is this? 

Therefore, I am fed up, and often try to solve the problems using other 

informal channels. (FR: 10, GGHS’s head, age 56) 

Findings showed that there were some male and female school heads who had 

served in education office also held some kind of positive or have moderate views about 

the education office. The statements of these male and female schools heads are given 

below:  
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I think you cannot hold the education office wholly and solely responsible 

for all the wrongs in the system. I have served in education office for several 

years. According to my experience there are also some problems from 

school side. (FR: 12, GGHS’s head, age 47) 

There are repeated and constant changes of education officers at office 

level. This has been creating problems for school system. Every officer has 

his or her own temperament and mind. Some officer’s behavior may not be 

good that may have caused the negative perception about education office 

among the school heads. But there are also some flaws at school level, and 

school heads do not perform their roles as they should have done. (FR: 13, 

GGHS’s head, age 50) 

My dealings and experiences with the education office have been good and 

satisfactory. The new changes in the communication system like SMS, and 

emails from education department are the positive ones in order to be in 

touch with the office in term of quick response and communication. The 

education office call all the male and female school heads after every three 

or four months to discuss their problems with the education office and share 

their views relating to different matters. So I would say that the education 

department has become active and responsive to school issues.   

(MR: 07, GHS’s head, age 50) 
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This group of school heads expressed their positive/moderate views about the 

education office in comparison to the majority who held negative perceptions about the 

education office.  

4.2.4.5 Enjoyable part of the headship role 

When asked to share what was the enjoyable part of their role? An array of 

interesting responses came out in response to this question. Most of the respondents argued 

that their enjoyable part of the role is related to when their students academically performed 

well and get good grades. Some of the statements of male respondents are given below:  

I personally get excited and feel happy when my school students get quality 

education, when they get good grades, and get jobs after completing their 

school. Often I come across the students of my school in different offices 

where they are working on different posts. They come to me and greet me. 

This gives me a sense of pride and happiness. (MR: 10, GHSS’s head, age 

58) 

When my school students get quality education, when they get good 

academic grades in annual board exams, when the school community, and 

parents come to me and say something positive about my school and about 

my staff. This makes me happy. (MR: 11, GHSS’s head, age 48) 

The students of my school are from the most lower and the poor segment of 

the society. The parents of these students are not much concerned about 

their children education. I motivate these students for the study and to 
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become successful individuals of the society. When they get good grades in 

exams that gives me real happiness, a sense of personal satisfaction. I enjoy 

this part of my role for the poor students. (MR: 14, GHS’s head, age 50) 

The findings of this study showed that this sub-theme was also dominant in 

responses of the female school heads. The statements of female school heads are given 

below: 

I get personal feelings of happiness when the poor girls of my school get 

good grades in annual exams, and after leaving school they get good jobs. 

This makes me happy in this leading role. I also feel happy when my staff 

is satisfied of my role. (FR: 09, GGHSS’s head, age 51) 

The moments of happiness for me in school headship are when my school 

gets good position in district level sport, and other competitions and perform 

well in academic grades. (FR: 11, GGHS’s head, age 45) 

My enjoyable part of the role and the movement of happiness is when the 

teachers teach with honesty and perform their duties well, when the girls get 

good grades. (FR: 12, GGHS’s head, age 47) 

Some of the school heads used to teach in their schools. The school heads stated 

that teaching was the enjoyable part of their role. The respondents’ statements in this regard 

are given below:  
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I enjoy the school head role as a whole, but the most enjoyable part is the 

teaching segment. I still teach to grade 9th and 10th. Since I am teacher by 

default so this gives me satisfaction and enjoyment. (MR: 03, GHSS’s head, 

age 48) 

Teaching is the most enjoyable part of my role. Therefore, I regularly take 

classes despite being too much busy in office work. (MR: 04, GHSS’s head, 

age 45) 

I think teaching is the most enjoyable part that makes me happy. (FR: 02, 

 GGHS’s head, age 45) 

I enjoy teaching and grooming of the students. (FR: 08, GGHS’s head, age 

51) 

Most of the respondents had similar responses. They stated that the most enjoyable 

part of their role were when students get good grades and the people of the school 

community say well about the school. The statements of these male and female respondents 

is given below:  

It gives me pleasure and a sense of personal satisfaction when the parents 

come to my office and appreciate and praise the school and teachers good 

academic results. (MR: 05, GHS’s head, age 43) 

When my school’s students get good grades in annual board exams, and our 

hard work is realized and praised by the parents, community and the 
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education officials, this gives me real happiness. Once there came an 

occasion when I personally felt happiness and still feeling it that the 

previous head had left this school in a better position in terms of academic 

achievement of students and discipline. The people thought I would not be 

able to fill that gap. But when I filled that gap (successful replacement) that 

gave me a sense of pride and happiness. (MR: 07, GHS’s head, age 50) 

The movement of personal satisfaction comes to me when the girls of my 

school perform well in the annual exams and take good grades, and when 

the parents come to me and praise the teachers and the school. (FR: 10, 

GGHS’s head, age 56) 

Some of the male and female respondents of this study expressed their views that 

the most enjoyable part of their leading role was when the schools were running smoothly 

without any problems and disturbances. The respondents stated their views as follows:  

The thing I really enjoy in my leading role is when all the teaching staff is 

present, classes are held smoothly. Here I feel mentally relaxed and free of 

tension. (MR: 12, GHS’s head, age 53) 

I mentally feel relaxed when the school affairs are running smoothly without 

any disturbance and problems. (MR: 13, GHS’s head, age 51) 

The happy state of mind for me in this leading role is when everything is 

going on as I wish it to be. (FR: 07, GGHS’s head, age 50) 
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When someone comes to my school and they appreciate the environment in 

my school campus, and the teaching-learning process. When the staff obey 

my orders and do what I want them to do. (FR: 13, GGHS’s head, age 50) 

When asked about what the most enjoyable part of their role is; the following male 

and female school heads expressed their views that the most enjoyable part of their role 

was to bring positive change in the school set up: 

My personal mission is change. Change for the better. Whenever I have 

worked as a head, I got famous for change, and brought change. This gives 

me a sense of satisfaction. (FR: 01, GGHS’s head, age 50) 

The most enjoyable phenomenon for me is change. When as a head I bring 

positive change: change in the behavior of my staff, change in the school 

administration. I feel proud when my efforts are reflected in the form of 

change that I really enjoy and get a sense of satisfaction. When you enjoy 

your role you will feel no burden and face the difficulties boldly. (MR: 09, 

GHSS’s head, age 47) 

When I bring positive change in my school. When I get some facilities for 

my school. Then I feel happy and satisfied. (FR: 14, GGHS’s head, age 47) 

FR: 04 shared her enjoyable part of the role:  

When I make independent decisions, free from education office interference 

and hurdles. This I enjoy the most. (FR: 04, GGHS’s head, age 45) 

Another respondent stated the enjoyable part of her role: 
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The enjoyable part of my role is when my instructions are obeyed by the 

school staff, and then they complete the assigned tasks on time. (FR: 03, 

GGHS’s head, age 40) 

The above findings of this study showed that all the respondents pointed out 

different situations and actions which gave them a sense of personal satisfaction and 

happiness in the school leading role.  

4.2.4.6 Difficult part of the role 

When asked what the most difficult part of their leading role is; most of the 

respondents stated that the most difficult part of their leading role was to deal with the 

teachers who were undisciplined and did not want to be reformed. As one of the 

respondents said: 

The thing that really disturbs me and is the most difficult part of my role is 

to deal with indecent teachers who are stupid and have no minds. They often 

disobey my instructions and always take confrontation with me and they do 

not want to be reformed. (MR: 08, GHSS’s head, age 52) 

An experienced school head shared his views that the most worrying aspect of his 

school leading role was the unprofessional behavior of the school teachers and the lack of 

support of education office in such matters. He stated:  

I face problems from the teacher side. I get upset, feel sad and helpless, 

when I report a teacher or a staff member for disciplinary actions to the 
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education office, the office does not support the school heads. So I feel 

helpless against such teaching staff. (MR: 14, GHS’s head, age 50) 

 MR: 01 and MR: 13 also stated that they were facing problems from the school 

teaching staff. They shared their experiences as follows:  

This is very difficult for me in this leading role to make a teacher to teach 

well. This is the tragedy in our school system that normally teachers’ 

attitude is unprofessional. (MR: 01, GHSS’s head, age 55) 

What makes me really disturbed is when I want my teaching staff to follow 

my instructions but they show resistance and non-cooperation. This really 

makes me sad. (MR: 13, GHS’s head, age 51) 

 Female respondents also reported the problems from the school teaching staff. 

Some of the responses of them are given below:  

The difficult part of my role that really makes me fed up is the 

unprofessional and non-cooperative behavior from the school teaching 

staff; and also the undue political and education office interference in the 

school affairs. (FR: 01, GGHS’s head, age 43) 

The thing that disturbs me a lot is the unprofessional attitude of the female 

teaching staff. They often create problems for me and do not complete their 

work on time. This causes problems for me. (FR: 21, GGHS’s head, age 47) 
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The most disturbing part of my role is the female school teaching staff 

traditional and unprofessional behavior. (FR: 01, GGHS’s head, age 50) 

My school female teaching staff are not regular. This creates problems for 

me in managing teaching-learning and controlling disciplinary issues. (FR: 

06, GGHS’s head, age 58) 

The second most difficult part of the respondents’ leading role was to deal with the 

political and the education office undue interference in the school affairs. The male 

respondents of this study shared their views as follows:  

The difficult thing in this leading role is the undue political and notable 

people of the school community interference in the school affairs, especially 

relating to enrolments. In some cases they force me for the things which are 

illegal and are above my jurisdiction. In this process they often become 

personal. (MR: 11, GHSS’s head, age 48)  

The most disturbing part of my role is to deal with a person who has vested 

interest in his mind and do not want to be convinced. He wants to impose 

his will on me through different ways, and constantly creates problems for 

me. To deal with this kind of people is difficult part of my role. (MR: 03, 

GHSS’s head, age 48) 

My school is located in the middle of a big city. I have to deal with the 

people of different temperaments, cultures, geographical and ethnic 

backgrounds. These people bring political and official pressures on me in 
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school related issues. To deal with such kind of people is difficult for me. 

(MR: 10, GHSS’s head, age 58) 

 The female respondents of this study also showed their deep concerns about the 

undue political and official interference in the school internal affairs. The followings are 

their statements in this regard:  

When problematic people come to my school. They are those who have 

political links and want to influence the school affairs and issues. I really 

feel awkward in this situation. (FR: 08, GGHS’s head, age 51) 

The parents, the elders of the school community and politicians do not want 

to get convinced and they constantly pressurize me for different reasons. 

Often the parents go to education office, the education office does not 

support us but it supports the people who demand the things which should 

not be accepted. This is the difficult part of my role. (FR: 10, GGHS’s head, 

age 56) 

When politicians, education officers, and community interfere in the school 

matters and pressurized us, this is really a frustrating situation for me. (FR: 

13, GGHS’s head, age 56) 

Female respondents seemed to be under constant pressure due to responsible nature 

of the job: 
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Whenever some family or other personal issues come and my departure 

from the school becomes inevitable so here I get into problem. Here I get 

double minded, should I go or not. I leave the school but worried that 

something wrong may not happen during my absence. This makes me tense 

and worried. (FR: 14, GGHS’s head, age 47) 

  The difficult part of my leading role is to be careful in financial issues that 

  something wrong does not happen due to my negligence.  

  (FR: 07, GGHS’s head, age 50) 

 Some of the school heads reported the communication gap between them and the 

school teaching staff as the difficult part of their role. They stated their views as follows:  

Sometimes female teaching staff do not understand what I want to convey. 

This creates tension for me. (FR: 05, GGHS’s head, age 43) 

The most frustrating situation for me arises when my message is not 

received by the staff properly or they take it negative. Though I repeatedly 

clarify it to them. That frustrates and hurts me a lot. But I implement my 

message with dedication, commitment and honesty for the betterment of 

school and students. (MR: 09, GHSS’s head, age 47) 

 One of the female respondents said that her difficult part of the role was to get the 

poor girls’ parents to send their daughters to school. As stated:  
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It is difficult for me to convince the parents of the poor girls to send their 

daughters to school. Bringing poor people to education is the most difficult 

task that I have been facing. There is poverty everywhere and poverty is the 

enemy of these girls. (FR: 09, GGHSS’s head, age 51) 

 MR: 04 shared his difficult part of the role:  

How to bring at par the public sector schools with the private sector schools 

in term of quality education and taking top positions in the board annual 

exams. This is the difficult part of my role since there are some basic 

problems in the public sector schools if these are removed there is hope that 

this aim can be easily achieved. (MR: 04, GHS’s head, age 52) 

Some of the respondents expressed their concern that how powerless they are. As 

one respondent stated: 

The difficult part of my role is having no power to decide about the basic 

school level issues. Even for minor things we have to take permission from 

the education office. That is frustrating. We are held responsible, but 

responsibility must be backed by powers, which we do not have, 

unfortunately. (FR: 02, GGHS’s head, age 45) 

4.2.4.7 Need for pre-service and In-service training  

All the respondents of this study stated that there was no pre-appointment training 

program for school heads in the education system of the province. As one of the 
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respondents expressed his deep concern over non-existence of pre-appointment training for 

school heads in the system:   

The non-existence of pre-appointment for this important post is a tragdey.  

(MR: 02, GHS’s head, age 51) 

Another most experienced school head expressed his views for a dire need of the 

pre-appointment training for the newly appointed school heads. He stated:  

There is no training program for the newly appointed school heads. The 

teachers who are promoted to the school leading role use their experiences 

that they have gained informally in their respective schools. But still there 

is a dire need of pre-appointment training for the newly appointed school 

heads. (MR: 03, GHSS’s head, age 48) 

MR: 04, and MR: 07 also pointed out to the non-existence of pre-appointment 

training program for the newly appointed school heads. They said:  

When I was appointed as a school head, I was just taken from the teaching 

post and placed in the chair of school headship. I did not got any pre-

appointment training for the role. There is still no training for the newly 

appointed school heads. (MR: 04, GHS’s head, age 52) 

I wish that there should be pre-appointment training for the incoming school 

heads. This is the leadership role, not teaching. So a separate special training 
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program for the newly appointed school heads should be made the part of 

the system. (MR: 07, GHS’s head, age 50) 

The findings of this study showed the non-existence of pre-appointment training 

program for the female school heads also. The views of female respondents are given 

below:  

When I was promoted to the school headship I did not take any pre-entry 

training for this role. (FR: 06, GGHS’s head, age 58) 

This is the system of our education department that there is no pre-

appointment training for the new school heads. We are just placed in the 

role without any training. So we use our previous learning that we have 

gained while in the school teaching. (FR: 07, GGHS’s head, age 50) 

 Most of male and female school heads demanded different kind of training 

programs in the areas of financial management, school leadership, general administration, 

monitoring teaching-learning process and how to manage the teachers who are problematic 

for the smooth functioning of a school. Their views are given below:  

The school heads should be trained from time to time about the new changes 

in the financial matters. They should also be trained how to diagnose a 

problem and then to solve it. Another area for training is how to carry out 

effective assessment of the teaching-learning process that is taking place in 

their schools. (MR: 09, GHSS’s head, age 47) 
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The school heads should be trained in the management of financial matters, 

and the school leadership skills. There is also need of the training to bring 

diverse mentalities at the same page, to get the teachers to perform their role 

effectively and last but not the least to deal with the staff members who are 

of evil characters. (MR: 14, GHS’s head, age 50) 

The school heads must be trained in public dealing, general administration, 

official correspondence, and drafting skill and other related issues. (FR: 10, 

GGHS’s head, age 56) 

On the basis of my school headship experience the most demanded areas of 

training for the school heads is the financial management-pension rules, GP 

fund and training related to general administration and awareness about the 

different official matters. (MR: 11, GHSS’s head, age 48) 

The school heads should be trained in financial matters. Training should 

also be imparted in management issues: establishment rules, planning and 

development. They should be trained in how to carry out effective teaching-

learning. (MR: 07, GHS’s head, age 50) 

There are different areas where the school heads should be trained, but the 

most problematic and sensitive areas where school heads are to be trained 

is the financial management of their school. (FR: 02, GGHS’s head, age 45) 

The school heads should be trained in the financial management of their 

school. (FR: 09, GGHSS’s head, age 51) 
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The school head’s main responsibility is to carry out effective teaching-

learning process and how to evaluate that process. Therefore, the school 

heads must be trained in this most important areas. (MR: 08, GHSS’s head, 

age 52) 

The findings of this study showed that some of the respondents demanded training 

in areas of public dealing: Their statements are as follows:  

The new heads must be trained in public relation to deal and face different 

sorts of problems in a better manner without taking any kind of conflict etc. 

(MR: 12, GHS’s head, age 53) 

The training for the school heads should be in the area of public dealing.  

(FR: 12, GGHS’s head, age 53) 

 The above statements of the male and female respondents showed that they 

demanded different kinds of training programs related to their role in order to perform more 

effectively.   

4.2.5 Identity 

Most of the respondents had positive self-perceptions and were satisfied of their 

identities. They also felt proud of being school heads. The following is a presentation of 

the respondents’ perceptions regarding their self-perception and personal identity.  
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4.2.5.1 Self-perception 

The findings of this study show that almost all the male and female school heads 

had positive self-perception about their role. As one respondent stated:  

Though, I came by chance and circumstances into school teaching and then 

school headship. But I feel really proud of my role. I am satisfied of my 

identity. (MR: 08, GHSS’s head, age 52) 

Another respondent of this study shared similar perceptions about his role. He 

stated:   

I came by choice to the school teaching profession. I like my role and I am 

satisfied of my role. I feel proud, honored, and prestigious in this role.  (MR: 

09, GHSS’s head, age 47) 

MR: 14 stated: 

I know my role is very important so I have full dedication for this role. I 

lead a team of teachers and an institution with full responsibility. I believe 

in three things related to this role: merit, transparency and ownership. I am 

happy and proud of this role. This feeling of pride and happiness is reflected 

in social and official gatherings. My profession is my identity and I am 

proud of it. (MR: 14, GHS’s head, age 50) 
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The female respondents also showed positive perceptions about their leading role. 

One of the respondents equated her role with the role of the Holy Prophet Muhammad 

(PBUH). She stated:  

I say that I am the heir of the Prophet. Since prophets were teachers. I feel 

proud of being associated with the role of teaching-learning…the school 

heads should work with missionary zeal. (FR: 09, GGHSS’s head, age 51) 

FR: 01 states that this role is a source of social respect and recognition. She stated:  

I feel proud of my role. I am satisfied. This role is the source of social honor 

and respect. This is a big asset for me. (FR: 01, GGHS’s head, age 50) 

Another female respondent states that she feels proud of her role since she is serving 

the community. She expresses her views:  

I am proud of my role. Being the head of a school I am contributing 

something to my country and community. (FR: 05, GGHS’s head, age 43) 

4.2.5.2 Family perception about being school head 

When asked to share their family perception about the role of being school head, 

most of the respondents stated that their families had positive perception about their leading 

roles, and they were also cooperative in this regard. Some of the respondents expressed 

their views as follows:  

My children and wife perception about my role is positive. They look at me 

as a role model. They feel proud of my school leadership role. They are very 

supportive. (MR: 14, GHS’s head, age 50) 
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I feel proud of and satisfied of my role. The sense of satisfaction comes to 

me from the contributions that I make in the field of education. Since I am 

master trainer in PITE, where I deliver lectures to school heads about 

different school related issues. (MR: 05, GHS’s head, age 43) 

My family is cooperative with me in this leading role. My children and wife 

feel proud of my role. (MR: 06, GHS’s head, age 43) 

The members of my family are really cooperative and feel positive about 

my role. Especially my children are proud of my role. (MR: 07, GHS’s head, 

age 50) 

 Most of the female school heads’ families had positive perceptions about their 

leading roles. The responses of female school heads are given below:  

My family is working in education department. My daughter is lecturer in a 

Women University, my husband has been professor in a college. I am 

leading a GGHSS. I am ideologically committed to my profession. We all 

are proud of each other’s role and the contribution that we have been doing 

in the society. (FR: 09, GGHSS’s head, age 51) 

My husband is cooperative. He has given me full freedom and support in 

my school leading role. My children feel positive about my role. I am a role 

model for my daughters. (FR: 02, GGHS’s head, age 45) 

I have struggled a lot in my life. When my children were young, my husband 

died. I worked really hard for my children. They know this. Therefore, my 
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children have great respect for me and have positive perception about my 

role and feel proud of it. (FR: 01, GGHS’s head, age 50) 

Some of the male school heads’ spouses were in teaching profession. The responses 

of these school heads are given below:  

I am leading a school. My wife is a school teacher. Our children feel proud 

of our jobs and roles. Especially when my children introduce me to their 

friends. (MR: 11, GHSS’s head, age 48) 

My wife is teaching in a public sector girls’ school. I am a school head. We 

respect and feel positive about each other’s roles. Our children are proud of 

our job. (MR: 12, GHS’s head, age 53) 

4.2.5.3 Relatives perception about being school head 

Most of the respondents stated that their relatives had positive perceptions about 

their roles. Some of the responses of male school heads are as follows:  

My relatives give my example how I progressed and made career from 

laboratory assistant to school headship position. I have qualified Public 

Service Commission and after a few months I will be joining education 

department as Deputy District Education Officer (DDEO). I am really 

respected in my relatives. (MR: 14, GHS’s head, age 50) 

I am highly respected in my relatives. I am considered the headman of my 

tribe and family. Whenever something happens, my name will be on the top 

of list be it a police case or any other matter. (MR: 02, GHS’s head, age 51) 
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I am respected in my relatives. My relatives are also educated and are on 

good posts, so they know the value and the importance of my job. (MR: 03, 

GHSS’s head, age 48) 

Female school heads reported positive perceptions about their roles. A few female 

respondents stated: 

I am respected in my relatives. I am the only lady of the locality who has 

got higher education and now leading a school. I am the role model for the 

next generation females. (FR: 10, GGHS’s head, age 56) 

My relatives feel positive about my role. Especially female members of my 

relatives are really positive about my role. They often come to me for 

official work or attestation or guidance. (FR: 03, GGHS’s head, age 40) 

Some of the female respondents shared their views that though their relatives feel 

positive about their job, yet complain about their absence from the social functions. As one 

of the female respondents stated:  

My relatives have great respect for my role, but they often complain about 

my absence from the social gatherings due to my busy schedule in school.  

(FR: 02, GGHS’s head, age 45) 

 Another female respondent in this study also stated her views:  
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The relatives have great regard for the role that I am performing, but they 

often make complain about my late arrival or absence in the social 

gatherings or functions. (FR: 04, GGHS’s head, age 45) 

 The above findings showed that all the respondents of this study reported their 

relatives’ positive perception about their role. In some cases female respondents faced 

complaints from their relatives when they were not spare to attend social functions or 

gatherings due to their busy schedule in schools.  

4.2.6 Work and family relationship 

When work and family relationship were discussed with the respondents, there 

came up a contrast between male and female school heads. Male had good balance between 

work and family but female school heads faced problems in this regard. 

4.2.6.1 Balance between work and family 

Most male school heads stated that they had no problems to have balance between 

work and family: 

My principle is simple: when I enter the school I leave all the outside 

matters at the gate and only focus on school. I do not leave the school in 

school timing. I attend my social and private interactions after school 

timings or on Sunday or holidays. So there is no such clash and disturbance 

between both roles. (MR: 07, GHS’s head, age 50) 

Being a head of an institution, and a head of a family I have divided my 

time with full responsibilities between job and family. So I have good 
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balance between both. My life style is simple. I am happy with my wife, 

five children in a small home. (MR: 14, GHSS’s head, age 50) 

I have divided my time in such a way, that my job and family balance is all 

right. I feel relaxed. I have not created problems for myself. I have distanced 

myself from irrelevant things. I do this duty with honesty and then go to 

home. (MR: 10, GHSS’s head, age 58) 

Similar views were also expressed by another male respondent. He argued that once 

he enters the school he forgets about other matters. He stated:  

As I enter in my school office I forget the outside world. I focus on my role. 

Since I am paid by the government for the period i.e. from 8 am to 2 pm. I 

observe this time strictly. I do not leave school during this time. After the 

official timing, I attend to all the family and private matters. So there is no 

imbalance between my leading role and home responsibilities.  

(MR: 08, GHSS’s head, age 52) 

 Another male respondent stated that there is no imbalance between his role and 

family responsibilities. He shared his views:  

There is no imbalance between my current job and the family matters. I do 

not leave the school for minor private matters. When emergencies come 

then I leave the school, but emergencies are rare. So I am satisfied of my 

home and job responsibilities. (MR: 02, GHS’s head, age 51) 
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MR: 12 stated that he and his wife are on job, but the joint family system has strong 

support for them to avoid imbalance between work and family matters. He shared his views 

as follows:   

I have divided time for job and home. I do not do any personal work in 

school timing. My wife is also a school teacher, but thanks to our joint 

family system. This family system has been a source of great support. All 

my home chores and children are managed by other family members. So I 

personally do not face any such problems in this regard. (MR: 12, GHS’s 

head, age 53)  

 The above findings showed that most of the male heads had good balance between 

work and family responsibilities.  

However, some of the respondents faced problems in balancing work and family 

life. One of the respondents for example reported:  

I regret that due to my job my home has suffered. I have not given the 

needed attention to my home. To maintain balance between both the roles 

is difficult and sometimes impossible for me. I have been using ready-made 

food and clothes. What I earn is spent: no saving, there is no gain and a lot 

of pain. My social interactions are limited because of this job. I feel guilty 

of being out of my relatives’ social gatherings. The people complain about 

my absence from social functions. Education is good for women, but job is 

dangerous for them. Therefore, female job tenure should be reduced to fifty 
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years, so they can go to their homes to give attention to their families. (FR: 

02, GGHS’s head, age 45)  

Another female respondent of this study also expressed similar concerns about 

work and family imbalance. She stated: 

Women are under stress and under double burden due to job and family 

responsibilities. When my children were small, I was several times told by 

my husband to quit the job for the sake of children, since they were suffering 

and not getting due attention. But my financial conditions were and are not 

so strong to quit the job. Therefore, I continued despite hardships and 

difficulties at this old age. Due to this my family has suffered. (FR: 06, 

GGHS’s head, age 58) 

 FR: 01 also narrated the struggle she encountered between work and family 

responsibilities: 

At the beginning of my job my school was far away from my home. I faced 

great problems due to traveling to reach home on time. When I was young 

my husband died, my children (one son and two daughters) were small kids, 

so I had to perform the role of mother and father. I have struggled and used 

my will power and determination to manage these demanding 

responsibilities. It often becomes difficult to manage both the roles with 

justice. (FR: 01, GGHS’s head, age 50) 

Similarly: 



170 

 

  

 

If you want job you have to deal with the related problems. Yes, we are 

under double burden between school headship and home responsibilities. 

Both the roles at the same time are stressful and demanding. We have to 

cover a long distance to reach the school, this is also frustrating for all 

females. I am trying my best to manage it one way or another. The real 

problem comes when our kids are small, for this most of women arrange 

someone else to take care of the home and children. (FR: 08, GGHS’s head, 

age 51) 

It is really difficult to maintain balance between work and home. I get up 

early in the morning, do all the home’s chores, then go to school, then I 

come back and do home’s chores without any rest. This is my routine. And 

often I fail to maintain the balance. I often miss the important social 

functions of my relatives, therefore, they get angry at me. (FR: 03, GGHS’s 

head, age 40) 

It is really tough to have balance between job and home. If you do not pay 

attention to your home you will be loser and your home will suffer and this 

has been happening with the females. Because of this job, I used birth 

control to have gap between children. Women basic place is home, and to 

take care of children and husband. I will not allow my daughters to have job 

and pass through this stress, through which I have been passing. (FR: 13, 

GGHS’s head, age 50) 
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All the statements of the female respondents of this study showed that they had 

been experiencing great imbalance between their job and home responsibilities and facing 

different kinds of problems in this regard.  

The findings of this study also showed that there were some school heads who 

stated about the work and family relationship. As one of the most experienced and 

committed school heads shared his views: 

As for as my personal view is concerned about the relationship between 

work and job first of all you have to make your impression i.e. to show to 

others, they may be your family members or friends that what your priority 

is. I have made my job a priority. My family members understand it and 

they have accepted this. Often my family issues are negatively affected due 

to my current position. Often I miss my family social gatherings and other 

related functions. (MR: 09, GHSS’s head, age 47) 

MR: 15 shared his views about the imbalance between work and family: 

Sometimes I face the problem of balancing my work and family 

responsibilities. But my family knows the value of my job. When my 

presence is required for some important issue at home, but at the same time 

I am also needed at school, so I come to school, since there are hundreds of 

the students who I should take care of. And it is good that my family 

understand this and they are cooperative with me in this regard. (MR: 15, 

GHS’s head, age 53) 
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4.2.7 Future career related plan  

 Respondents of this study were questioned about what their future career plans 

were. The respondents expressed different views and intentions about their future.  

4.2.7.1 Retirement   

 Some of the male respondents stated that they had passed enough time period in the 

school leading role and simply want to get retired and go home. The statements of some of 

the respondents are as follows:  

I will be retiring in a couple of years. I want to go to my village to take care 

of my agricultural land. Besides it, I want to complete my PhD in history. 

(MR: 01, GHSS’s head, age 55) 

I want retirement from the school leading role. I have passed my time. I 

want to get rest and go home. (MR: 03, GHSS’s head, age 48) 

Though I have come by chance, I did not want to come to school teaching. 

But I am happy in the school leading role. I want to get retirement in the 

present role. (MR: 08, GHSS’s head, age 52) 

I will serve education department for the next two years. Then I will get 

retired. I have no desire to get next job. I am waiting for retirement. (MR: 

10, GHSS’s head, age 58) 



173 

 

  

 

 Most of the female respondents of this study expressed that they wanted retirement 

in the present school leading role and to pay attention to their home after retirement. As 

some of the female respondents stated:  

I want retirement. I want to focus on my home and children (3 daughters). 

I have neglected them for a long period of time due to my job. (FR: 02, 

GGHS’s head, age 45) 

I want retirement. I do not want to change or to get other jobs. (FR: 08, 

GGHS’s head, age 51) 

I am satisfied of my role. I have no wish to join another profession. I just 

want to get retirement. (FR: 10, GGHS’s head, age 56) 

I do not want to go to education office or to change the job. My physical 

and mental energy has gone. I want to get retired so as to pay attention to 

my neglected home. (FR: 13, GGHS’s head, age 50) 

4.2.7.2 Work in education office   

 There were some school heads who wanted to join education offices in order to get 

that kind of experience. As MR: 02 and MR: 06 stated:  

If I get chance I would like to serve in the education office, as I have already served 

there and have enough experience in this regard. (MR: 02, GHS’s head, age 51) 

I hope to go to education office. Because I like to get that experience. (MR: 06, 

GHS’s head, age 43) 
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Another respondent wanted to work in education office since he told that he has the 

abilities and skill in this regard. He expressed his views:  

If I get any opportunity. I will use my potential and abilities to serve in education 

office in order to get office level experience. (MR: 13, GHS’s head, age 51) 

MR: 14 stated that he has been selected permanently for the post of DDO at 

education level, as a result he would be joining education office, soon. He said:  

After a few months I will join education department as Deputy District 

Education Officer (DDEO). I am selected through Public Service 

Commission. The reason to joining the office is that for the last 24 years I 

am confined to school head role that I enjoyed. By joining office my vision 

will become broader and I will contribute positively on wider scale. Since I 

will be having direct control over the whole district schools and staff. I will 

try my best to serve the wider community from a powerful position. (MR: 

14, GHS’s head, age 50) 

There were some female school heads who wanted to work at education office. As 

FR: 01 stated that his hardworking nature and exploring new horizon and to get new 

experiences is compelling her to work at different places. Therefore she wanted to work in 

education office or any other education related project. She said:  

I am someone who likes to work outside home. I want rest but due to my 

hard working nature I cannot take rest, so I would like to go to an office or 

project, to explore and get more experience, to meet different kinds of 
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people to know about their perceptions about education. (FR: 01, GGHS’s 

head, age 50) 

 Another female respondent stated that she would like to work in education office. 

Since it gives very valuable experiences in the area of management and broadens vision. 

She argued:  

I have worked in education office for a considerable period of time on 

deputation. Still I would like work in the education office there a person 

learns more about different official procedures. (FR: 12, GGHS’s head, age 

47) 

4.2.7.3 To stay in the same role and get promoted 

 Most of the respondents stated that they wanted to stay in the present role and get 

promoted. They shared different reasons behind their intentions. As one of the respondents 

said: 

This job is matching my temperament. So I want to get promoted in the 

school leading role. I do not have any intention to change my job. (MR: 04, 

GHS’s head, age 52) 

I am happy and relaxed in this role and do not want to change the job. 

(MR: 07, GHS’s head, age 50) 

I have applied for a post in Board of Intermediate and Secondary Education 

(BISE). But If I am not selected I will have no regrets about this. I still want 
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to be a teacher and school head again and again. This role has given me 

great respect. (MR: 09, GHS’s head, age 47) 

I feel better and happy in my role. My focus is only on my school and 

students. Though I have close personal relations with education officers on 

the basis of which I can easily go on deputation in any education office, but 

I am happy in this role. (MR: 12, GHS’s head, age 53) 

 Some of the female respondents too wanted to stay in the present role and get 

promoted. As one of the respondents expressed her views:  

I want to get promoted in the school leading role. I do not have any intention 

to change my job or to join the education office. (FR: 04, GGHS’s head, 

age 45) 

 FR: 09 argued:  

I am satisfied and happy in this role. This is my little world. This role suits 

me. So I do not want to change my job. I have worked in education office 

but I prefer school leading role, and hopefully I will stay in this role in 

future. (FR: 09, GGHS’s head, age 51) 

I do not want to change my job or to join the education office. I am happy 

in this role, since I can go home on time. And my promotion in this leading 

role is expected and will be leading a higher level school soon.  (FR: 14, 

GGHS’s head, age 47) 
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4.2.7.4 To change the job   

 Two of the respondents had strong intentions to change their present jobs. As one 

of the male respondents who had PhD in Education, shared his views that being a research 

minded person, he wanted to leave the school leading role and to join a university in order 

to train the future researchers.  

He argued:  

I am personally research minded person. I have a desire to join a research 

institution like a university in order to train the new educational researchers 

in quantitative research. In this regard I have been applying for different 

posts. (MR: 11, GHSS’s head, age 48) 

One of the female respondents who had vast teaching and school leading experience 

shared her future intentions and wanted to join politics. She stated: 

I have intention to change my present job. I like politics. I will go to national 

politics. My mother wants me to join politics. I have enough public dealing 

and leading experience other than my present school headship. I am the 

leader of female teachers’ union, also. (FR: 03, GGHS’s head, age 40)  

4.2.7.5 Change of institution/school 

 Two of the school heads were in search of such schools where they could utilize 

their talents and abilities. They stated about multiple problems in the public sector schools 

as far as contexts of the schools are concerned, due to which they were unable to use their 

full potential. As MR: 05 arguments are as follow:    
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I am in search of such a school where I could use my abilities and 

potentialities. I have been facing a lot of problems in the context of my 

present school. I would like to be posted in such a school where I could 

serve better. (MR: 05, GHS’s head, age 43) 

 Another male school head wished to be posted in a school where he could use all 

his leading skills. He stated:  

I wish I could be posted at such a school where I could use my capabilities 

for the benefit of students and the school. (MR: 15, GHS’s head, age 53) 

Concluding summary  

This chapter presents the findings of the thirty interviews with the school heads. It 

has presented the career trajectories with reference to the context in which these school 

heads have entered into the leading role. The chapter also discusses how the respondents 

perform their multi-dimensional roles; what were their in-depth experiences related to the 

school leading role? What kind of training they wished to be imparted to the present and 

newly inducted school heads? What were their self-perceptions and identity issues? And 

what were the relationship between their work and families responsibilities?  

The following is a brief summary of the findings:  

 The findings showed that male and female respondents had different personal and 

family backgrounds that shaped their career choices.  
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 Male respondents were relatively freer to choose education and career paths as 

compared to the female respondents in this study.  

 All the respondents joined education department as teachers.  

 Most of the male respondents joined school teaching by choice. Some of them 

came into school cadre by chance and circumstances but later on they became 

professionals and enjoyed their roles.  

 One group of the female school heads joined school teaching profession due to the 

socio-cultural set up of their society. Others joined school teaching by choice, with 

parents or family support or planned career since college periods.  

 Some of the school heads entered into the leading role through open competition 

in Public Service Commission. Others entered into the leading role through 

departmental promotion which is based upon seniority and educational 

qualification.  

 All the thirty school heads stated that they feel a sense of responsibility while being 

in the leading role.    

 Majority of the respondents expressed their negative perceptions about the 

education offices.  

 All of the respondents had positive self-perceptions and were satisfied of their 

professional identities. 
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 All the male respondents talked to have no any kind of imbalance between work 

and family life with the exception of a few male school heads. 

 All the female respondents shared their views that they faced problems in 

maintaining balance between work and home, and often their families suffered 

because of their leading role. 

 Almost all of the respondents’ enjoyable part of their role was to bring positive 

change in their schools, to work for students’ academic achievement and to make 

independent decisions.  

 All the respondents pointed out that the difficult parts of their role were to deal 

with indecent teaching staff, lack of powers, and political and school community’ 

undue interferences in school affairs.  

 The respondents pointed out that the school heads had to be trained in financial 

matters; how to monitor and evaluate teaching-learning process, problem solving 

abilities and in the areas of leadership skills.  

 All the respondents of this study shared their future intentions and plans. Some of 

them wanted to get retired since they were at the end of their service tenure; some 

of the respondents wanted to join the education offices in order to get experience 

at that level; some of the respondents wanted to get promoted in the present role. 

Two respondents wanted to change their job. Lastly, two respondents stated that 
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they want to be posted at such schools where they could use all their potentialities 

for the benefit of students and schools.  

The next chapter is based on a critical analysis of the findings in the light of relevant 

literature.  
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Chapter 5  

DISCUSSION, CONCLUSION AND RECOMMENDATIONS 

5.1 Discussion 

This section will discuss the findings that have been presented in Chapter 4. The 

chapter presents an analysis of the data regarding the profession related and personal 

situations that facilitated the school teachers to become school heads; the problems they 

encountered in their role socialization process, and outlines that how they have been 

performing their multi-dimensional roles.  

The data has been discussed within the framework of this study namely the 

interconnection between the concepts of career trajectory, socialization and identity. 

Socialization taking on diverse functions within an institution means that an individual is 

likely to experience a different kind of socialization processes that may adopt totally brand-

new individual and professional identities, which may fade or overpower a previous 

identity (Henkel, 2002; Parker, 2004). Utilizing the mentioned framework, the analysis and 

discussion in this chapter address the research questions as identified in chapter One.  

This section is arranged into six sub-sections. Sub-section 5.1.1 is about the 

professional and personal situations that facilitated school teachers to become school 

heads. Sub-section 5.1.2 discusses the problems the school heads encountered in their role 

socialization process. Sub-section 5.1.3 discusses how the school heads learnt to lead. Sub-

section 5.1.4 discusses how the school heads perform their multi-dimensional roles. Sub-
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section 5.1.5 explores school heads self-perceptions of their professional and personal 

identities, and to end with sub-section 5.1.6 which discusses the perceptions of school 

heads about their work and family relationship.  

5.1.1 Joining the school teaching 

Socio-cultural, economic conditions and geographical locations, play key role to 

influence career trajectories of the individuals (Whiston, Feldwisch, Evans, Blackman, & 

Gilman, 2015). The findings of this study showed that all the respondents outlined different 

reasons, depending upon their socio-cultural and geographical realities that influenced their 

careers at different stages. This concurs with the other studies about career trajectories of 

male and female teachers (Karp,1985; Pool & Bornholt, 1998; Twombly, 1998; Ward, 

2001b; Deem, 2003a; Armenti, 2004). The findings of this study showed that all the male 

respondents had more freedom to choose their education and career paths. This choice of 

freedom and access to higher education and subsequent higher status in the professional 

field could be observed in the tables 3.1 and 3.2 shown in chapter Three. The tables include 

three PhD candidates, one MS candidate and three PhDs among the male respondents of 

this study. Contrastingly among the female respondents only one had MS qualification. A 

number of reasons could be attributed to this phenomenon. Since the society is mainly male 

dominated therefore males have greater freedom and power, in terms of money, time and 

easy access to the universities as compared to female respondents. Another reasons behind 

this freedom could be particular socio-economic conditions. The context of this research is 

male dominated society, where male is often the head of family and has more decision 

making authority. Males have the sole responsibility to earn livelihood for their family. 
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The consequence is more male dominance in terms of career choice and educational path 

selection. Some of the male respondents in this study stated that they wanted to join other 

services or professions after completing their university education. When they did not 

succeed to be selected in their desired professions, their second and in some cases the last 

option was to join school teaching. This showed that in the social context of this study, 

some of the male respondents wanted to follow different career paths, but due to 

unfavourable circumstances they turned to the profession of teaching. The findings of this 

study showed that there were other male respondents who were undecided about their 

future career paths despite having university qualification. Chance and the compulsion of 

the circumstances pushed them into school teaching before they finally became school 

heads. The findings of this study concur with the findings of Wildy, Siguroardottir, and 

Faulkner (2014) who studied the career paths of school heads in Iceland and Australia. 

They found that the school heads joined school leadership by chance and circumstances.     

The findings of this study showed that most of the female school heads joined 

school teaching because of the compulsion of the socio-cultural contexts; the contexts 

produced the gendered stereotyped perceptions about the female education and career paths 

(O'Neil & Bilimoria, 2005; Moorosi, 2010; Siddiqui, 2016). Female respondents had made 

their educational and career related decisions within the framework of their future 

responsibilities as mothers and taking care of homes. As one of the female respondents of 

this study argued that she wanted to join engineering university to make career in that 

profession, but in her society engineering was considered male-specific-job; as a result, she 

joined school teaching. Similarly, another female respondent stated that because of the 
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socio-cultural situation she had planned her education and career within that framework 

and ultimately joined school teaching as a profession. While investigating the educational 

and career choices of Indian girls, Khambhaita (2014) argues that as compared to other 

cultures of the world, women in the Indian Subcontinent choose their education and career 

within the family, parents and socio-cultural constrains. In similar studies Hostetler, Sweet, 

and Moen (2007) and Faulkner (2015) argue that there are some structural factors-family 

concerns and social expectations of gendered role, that influence a person career decision 

making and women are its main targets. According to Jackson and Scharman (2002, p. 

185) women are more likely to develop ‘family-friendly career’ and teaching is one of the 

most secured and family-friendy career in terms of giving more time to family and other 

personal responsibilites (Watt, Richardson, Klusmann, et al., 2012). Pool and Bornholt 

(1998) and O'Meara and Campbell (2011) maintain that individuals make decisions about 

work and family relationship within the special social spaces available to them and career 

development is gendered in term of context and women often incline to teaching 

profession. Likewise, the work of Marks and Houston (2002), Aveling (2002), Correll 

(2004) and (Kim, 2016) conclude that socio-economic compulsions do have influences on 

women to decide about their careers with special reference to mothering. Aikman and Rao 

(2012) analyzed different qualitative studies from Pakistan, Peru, Malawi and Cambodia 

and concluded that gendered inequalities were the product of socio-cultural realities of 

these societies which were reinforced through education systems (secondary socialization 

process). According to Pifer and Baker (2016, p. 198), for women, especially, choices in 

education and career paths are influenced by the family factors and this generate ‘relational 
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identities’ for them. Likewise, the study of Elliott and Stead (2008) pointed out that women 

who had been in leadership position had to pass through difficult situations and hurdles 

depending on their socio-economic contexts. These arguments are in accord with the 

findings of this study as female respondents did not have freedom to choose their education 

and make career related decisions. The reasons behind their choices of education and 

profession seem to be rooted in the socio-cultural realities of the society. The female 

choices of education and career paths were often determined by different factors and the 

main factor was their socially determined role such as expectation from them to take care 

of their children and husbands and other family members.   

The findings of this study indicated that the females were under the constraints of 

male dominated cultural structures. This finding is supported by the study of Evetts (2000) 

who argues that cultural belief system is a controlling force in determining women’s career 

choices; one of them is that family is the main responsibility of women. This has become 

socially constructed reality for gendered role expectations. She further says that this belief 

has been internalized by women. Therefore, culture and structure play vital role in women’s 

career paths. Erwin and Stewart (1997) claim that women career trajectories are closely 

connected to gendered socialization and gendered expectations about upcoming societial 

responsibilities. As one of the respondents in their study states that one cannot have a career 

like a male; she has a plan to get into law school, to graduate by the age twenty seven, and 

then thinking of marriage and taking care of family (Erwin & Stewart, 1997). Burridge, 

Payne, and Rahmani (2016) investigated the significant barriers that women in Afghanistan 

face in their education and future career development; the most dominant of them is the 



187 

 

  

 

social expectations of gendered role: to get married and have a family. According to 

Novakovic and Gnilka (2015), cultural barriers are the strongest ones which are difficult 

to override by ordinary persons. The causes behind these concerns appear to be connected 

to gendered socialization and gendered expectations about upcoming societal 

responsibility for females. The findings of this study are in line with the studies which say 

that women career paths are the product of gendered socialization and gendered 

expectations about upcoming societial responsibility.  

The findings of this study showed that most of the female of the society were 

inclined to get education in the professions which were in accord with the social 

perceptions of the female roles, teaching and medical were the main fields of women 

education and careership. These findings are varified by the study of Lumby (2015) who 

states that in the context of South Africa females’ second choice is often school teaching, 

when they do not go to the profession of their choice. Accoridng to Aikman and Rao (2012, 

p. 219) and Maringe and Moletsane (2015, p. 360), teaching is ‘feminised profession’ for 

females. The findings of this study showed that the education and career paths especially 

for females were the products of the socialization process-primary and secondary-that were 

carried out by the society through formal and informal institutions. The findings of this 

study are resonated by the arguments of Aikman and Rao (2012) and Donnelly (2015) who 

contend that thinking about the gendered role in relation to choose a profession has been 

inhibited or promoted by the secondary socialization process i.e. formal education at school 

level, which in turn influences the career trajectories of young people while making career 

related decisions. Bandura, Barbaranelli, Caprara, and Pastorelli (2001) in their study 
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suggest that kids’ confidence in their own capability, conditioned by primary and 

secondary socialization experiences in different social institutions can be key factor to 

determine career trajectory. These statements augment the findings of this study. This 

indicated that the agents of primary and secondary socialization were much stronger 

against women which put limits on their educational and later on career choices. 

The findings of this study showed that there were two kinds of official paths 

through which school teachers become school heads in the education department of the 

province. The first path was that the school teachers are promoted and appointed school 

heads on the basis of their seniority in the school level teaching and the required academic 

and professional qualification. These findings are validated by the inquiries, into the school 

leadership, of Cardno and Fitzgerald (2004), Bush and Oduro (2006), Westhuizen and 

Vuuren (2007), Mestry and Singh (2007), Anderson, Kleinhenz, Mulford and Gurr (2008), 

Lingam and Lingam (2014). Wildy, Siguroardottir, and Faulkner (2014) who argue that 

promotion to school headship role is based on teaching experience and qualification and 

the prospective school heads do not go through any mandatory pre-appointment training in 

area of school leadership. The findings of this study are augmented by the studies of Khaki 

and Safdar (2013), Lingam and Lingam (2014) and Zikhali and Perumal (2016) who found 

out that path to the school headship is through promotion based on classroom teaching and 

experience with some university degree. Vyver, Westhuizen, and Meyer (2014) also state 

in their study that in South African context the trajectory to reaching school leading role is 

promotion on the basis of seniority, without any pre-appointment training in school 

leadership.   
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The findings of this study showed that the second path through which the school 

teachers become school heads was the recommendations by the Provincial Public Service 

Commission (PPSC). The commission advertises the posts for school heads with the 

required school teaching or administrative experience and academic and professional 

qualification, and the school teachers apply for it. After written tests and interviews the 

selected candidates are recommended to the education department for direct appointments 

in different public sector schools without any pre-appointment training for them. The 

findings of this study are consistent with the conclusion of Khaki and Safdar (2013) who 

conducted a research based study in the area of school leadership argue that the heads of 

the schools are inducted on the seniority basis (only teaching experience) and directly 

through Public Service Commission. 

5.1.2 Problems in the role socialization 

Most of the respondents argued that role socialization process was stressful and 

difficult. This stress was due to a multitude of causes. This theme is congruent with the 

findings of the study of Backor and Gordon (2015) who argue that school heads’ role 

socialization, in first few years, is full of frustration and challenges. Similarly the study of 

Saidun, Tahir, and Musah (2015) of novice school heads in Malaysia concluded that the 

novice school heads experienced stressful socialization due to new cultures of school and 

lack of knowledge about the school leading role. This, according to their study, was like a 

‘cultural shock’ for them. Similar findings came from the study of Theodosiou and 

Karagiorgi (2015) who interviewed eight new school heads to explore their views about 

role socialization. The respondents in their study experienced socialization as frustrating, 
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despite having pre and in-service training. The findings of this study are also supported by 

the previous studies conducted by Wildy, Siguroardottir, and Faulkner (2014), Szalipski 

and Lenarduzzi (2015), Saidun, Tahir, and Musah (2015), Stranger and Hourani (2015) 

and Zikhali and Perumal (2016) that reveal that the school heads are facing a lot of 

problems in dealing with issues related to distribution of the work load, lack of financial 

management skills, and problematic staff. 

Most male and female respondents felt themselves responsible in their leading 

roles. Because of the responsibility factor most of the respondents felt stress. This is similar 

to the findings of Spillane and Lee (2014, p. 431) who conducted a longitudinal and mixed 

method study of seventeen novice secondary school heads, using ‘sense making conceptual 

framework’ in the USA. They concluded that the school heads took their role as one of the 

high responsibilities. Backor and Gordon (2015) also support the findings of this study that 

school head is held responsible for all the decisions especially relating to the instructional 

issues. So the mental pressure or tension these school heads experienced, along with other 

causes, seemed mainly to be due to having a strong sense of responsibility. This sense of 

responsibility consciously and unconsciously had an impact on their mental state while 

being on the responsible leading positions. 

This study revealed that school heads had to face problems from their school 

teaching staff. This included teachers taking more leaves, being uninterested in teaching 

professionally, and apply pressures through school teachers’ unions which often used to 

lead to disciplinary issues in school management. This is also supported by Mbokazi (2015) 

who found that school leaders inherited schools that were full of disciplinary issues related 
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with the school teaching staff and students, the damaged physcial infrastructure which 

negatively affected the teaching-learning process in their schools. Brown and Conrad 

(2007) explored the challenges of experienced school heads and educators in their study. 

They found that one of the major concerns of the school heads was that the teachers, who 

were problematic and did not perform their duties, were supported by the education office, 

despite repeated complaints against them. Spillane and Lee (2014) argued in their study 

that the school heads had to face teachers’ politics and being held the sole responsible for 

everything in school. The findings of these researchers are also similar to those of Cottrell 

and James (2015) and Faulkner, 2015) who argued that the school heads had stressful 

experiences especially dealing with uncooperative school staff, school teachers’ unions and 

education department officials. They found socialization process difficult one. Similar 

findings came from the study of Weindling and Dimmock (2006), who argued that the 

school heads while coming into their new role and passing through third phase of 

socialization often face problems; one of them is non-cooperation from the staff. Mitchell 

and Sackney (2015) and Watson and Rivera-McCutchen (2016) also found that school 

teachers normally showed resistance to school heads when they wanted to bring change. 

The findings of this study are confirmed by the above mentioned studies which were 

conducted in different contexts around the world. In the context of this study, when a school 

head wanted to bring a change in his or her school, they often had to encounter resistance 

and non-cooperation from different quarters, and the teachers’ non-cooperation, and 

creating hurdles was one of them. 
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The findings of this study confirmed that most of the school heads were facing 

problems especially related with the quality of teaching-learning process in their schools. 

The findings showed that the school heads mostly male and female respondents felt 

responsible in their leading roles. Most of the respondents felt stressed because of the 

responsibility factor in their leading roles. This is similar to the findings of Spillane and 

Lee (2014, p. 431) who conducted a longitudinal and mixed method study of seventeen 

novice secondary school heads, using ‘sense making conceptual framework’ in the USA. 

They conclude that the school heads take their roles as highly responsible. Backor and 

Gordon (2015) also support the findings of this study that school head is held responsible 

for all the decisions especially relating to the instructional issues. This accountability of 

the school heads on the part of parents and education department in regard to students’ 

academic achievements was a source of tension for the school heads. Since the school 

heads mentioned that they did not have the cooperation of the teaching staff. They also had 

to deal with the issue of lack of proper physical infrastructure in their schools and they did 

not have delegation of decision making powers to solve the problems themselves. This 

study revealed that school heads had to face problems from their school teaching staff. This 

included teachers taking more leaves, being uninterested in teaching professionally, and 

applying pressures through school teachers’ unions which often used to lead to disciplinary 

issues in school management. This is also supported by Mbokazi (2015) who found that 

school leaders inherited schools that were full of disciplinary issues related with the school 

teaching staff and students; the damaged physcial infrastructure which negatively affected 

the teaching-learning process in their schools. Brown and Conrad (2007) explored the 
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challenges of experienced school heads and educators in their study. They found that one 

of the major concerns of the school heads was that the teachers, who were problematic and 

did not perform their duties, were supported by the education office, despite repeated 

complaints against them. Spillane and Lee (2014) argued in their study that the school 

heads had to face teachers’ politics, and being held the sole responsible for everything in 

school. The findings of these researchers are also similar to those of Cottrell and James 

(2015) and Faulkner, 2015) who argued that the school heads had stressful experiences 

especially dealing with uncooperative school staff, school teachers’ unions and education 

department officials. They found socialization process difficult one. Similar findings came 

from the study of Weindling and Dimmock (2006), who argued that the school heads while 

coming into their new role and passing through the third phase of socialization often face 

problems; one of them is non-cooperation from the staff. Mitchell and Sackney (2015) and 

Watson and Rivera-McCutchen (2016) also found that school teachers normally show 

resistance to school heads when they want to bring change. The findings of this study are 

confirmed by the above mentioned studies which were conducted in different contexts of 

the world.  

 Most of the school heads were facing problems especially related with the quality 

of teaching-learning process in their schools. The findings of this study showed that there 

was the shortage of teaching staff, and the schools’ classrooms were overcrowded where 

the quality of teaching-learning was badly affected. They also complained about the lack 

of basic physcial facilities. These findings of this study are in touch with the similar study 

conducted by Maringe, Masinire, and Nkambule (2015). They found that the school heads 
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are facing different kinds of problems especially related to the quality of teaching-learning 

process and the academic achievements of the students. They argued that the school heads 

main problems were the overcrowded class rooms, shortage of teachers in this regard. In a 

similar study carried out in the context of Pakistan, Peru, Malawi and Cambodia, Aikman 

and Rao (2012) conclude that increase enrolment has resulted in the overcrowded 

classroom, and the shortage of qualified teaching staff that badly affect the quality of 

teaching-learning process. A study conducted by Moletsane, Juan, Prinsloo, and Reddy 

(2015) is also in line with the findings of this study. They found that the school heads in 

the multiple deprived community of South Africa had to face the shortage of teaching staff; 

in such situation their role was just to supervise the students; and teaching-learning process 

was compromised.  

 Some of the school teachers who became school heads found it mentally difficult 

to adjust themselves with the demand of the school leading roles, that made role 

socialization difficult for them. The finding of this study are parallel with the findings of 

the study conducted by Kelly and Saunders (2010), who argue that the school teachers who 

become school heads has to pass through stressful situations, as usually occur in the 

socialization process, and it takes time to make mental adjustment with the role. 

Researching the phases of professional socialization of school heads, Weindling and 

Dimmock (2006) argue that the school heads while coming into their new role and passing 

through the different socialization phases often face a lot of problems depending on 

situation and an individual career history. This study found that adjustment with the 

demand of the role often resulted in the identity and role conflict. The findings of this study 
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is resonated by the work of Cottrell and James (2015) who in their study revealed that the 

school heads went into identity crises: leaving behind the previous identity (being school 

teacher) and socializing into the new one (being school head) identity.  

Most of the male and female respondents expressed their concerns that as they came 

into the leading role they faced some of the problems related with the public dealing 

especially with the school community, undue involvement of the education office and 

political interference in the school affairs especially in the students’ enrollment and results. 

These findings echo Moller (2012) and Ng and Szeto (2015) studies that showed that the 

newly appointed school heads anticipated the role socialization stressful, especially in the 

areas of interpersonal relationship and dealing with parents and education offices. Similarly 

the study of Marshall and Marsh (2016) found that school heads had to deal with the 

community which could be the resource of tension for them.  The findings of this study are 

in accord with the conclusions drawn by Faulkner (2015) in her study that the school 

community is the biggest problem in terms of unsupportive attitude to the schools and the 

stereotyped mental set towards women school leadership role.  

5.1.3 Learning to lead  

The findings of this study showed that there was no pre-appointment training 

program for the newly appointed school heads, the absence of such kind of training was 

regretted by all the respondents, because the school heads took longer time and faced 

problems when they were appointed at the leading positions. Therefore, all the male and 

female respondents of in this study stressed the need for a pre-appointment training 

programs for the incoming school heads. This is consistent with findings of Bristol, Brown, 
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and Esnard (2014) who concluded that when the school teachers were appointed as school 

heads they experienced lack of socialization mechanism in place, and had to face hurdles 

in their socialization into the leading role. Orphanos (2014) who studied school leadership 

in Cyprus also stated that there was no pre-appointment training program in place for the 

incoming school heads, the school teachers were promoted on the basis of school teaching 

experience. Vyver, Westhuizen, and Meyer (2014) also noted in their study that in South 

African context the trajectory to reaching school leading role was a teacher’s promotion on 

the basis of seniority, without any pre-appointment training in school leadership. The 

conclusions of these studies are supported by the findings of this study.  

All the respondents learnt to lead through informal socialization process. The 

informal socialization process, through which the newly appointed school heads learnt, 

included being assistant school heads under the supervision of experienced school heads, 

self-study of different official books, discussing problems and taking guidance from 

colleagues, seniors school heads, school office clerks and the officials who had some kind 

of knowledge about school related matters. The findings of this study also showed that 

some of the school heads worked in the education department on deputation, where they 

leant different institutional management skills, which helped them to take on the school 

leading roles confidently. The findings of this study showed that all the school heads when 

confronted by the problems in the role socialization were willing to learn from those who 

had experiences and skills in the specific areas of school leading role. The findings of this 

study are in line with school leadership studies of Ng and Szeto (2015), Miller and Martin 

(2015), and Tahir, Said, Daud, Vazhathodi, and Khan, (2016) who argue that the help by 
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colleagues, seniors heads in the form of mentoring given to the newly appointed school 

heads is important factor in order to learn how to lead a school successfully, especially in 

the areas of interpersonal relationship, dealing with parents and communicating with the 

education offices. The findings of this study augment the findings of Szalipski and 

Lenarduzzi (2015), Leithwood, Harris, and Hopkins (2008) and Townsend (2011) who 

concluded that the support of colleagues and experienced persons was one of the important 

factors for socialization into the school leading role. They further maintain that the 

professional socialization occurs in an organizational set up-to be trained within the system. 

In the professional socialization process, school heads internalize the norms, values of 

school in order to exert influence in the institutions (Weindling & Dimmock, 2006). A 

research based study conducted by Khaki and Safdar (2013) in the context of Pakistan also 

concluded that the school teachers who were appointed school heads lacked professional 

base and knowledge of school leadership. They learned how to lead through trails and 

errors and hand-on-experiences. Bickmore and Dowell (2015) also adds weight to the 

findings of this study as he argues that school heads often lack professional skills and 

training for their leading roles.  

 Some of the school heads experienced the role socialization at ease. The reason 

behind it was that they had worked as assistant school heads under the supervision of senior 

school heads, where they learnt different aspects of leading a school. The findings of this 

study are confirmed by the study of Spillane and Lee (2014) who conducted a longitudinal 

and mixed method study of seventeen novice secondary school heads in USA. They 

concluded that the one cohort in this study who were assistant school heads were at ease in 
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role’s socialization process on the basis of the previous experience as assistants under the 

supervision of senior school heads. Similarly, Theodosiou and Karagiorgi (2015) 

investigated the socialization process of newly appointed school heads in Cyprus. They 

found that school heads socialized to great extent, ultimately, with the help of mentors, and 

previous experience being deputy school heads under the supervision of experienced 

school heads. The findings of this study are also reflected by Moorosi (2010), Steyn (2013), 

and Wildy, Siguroardottir, and Faulkner (2014). They concluded that the socialization 

process was difficult one but the school heads got socialized quickly on the basis of 

previous experience of being assistant school heads. Similarly, Sperandio (2009) found 

that being assistant school head provides a strong base to have smooth and successful 

transition to full leading role. Mantei (2010) pointed out the importance of mentor to enable 

prospective school heads to get better insight about their roles.  

This study showed that though there was no pre-appointment training program in 

place for the newly inducted school heads, so in order to train the newly appointed school 

heads, the education department used to arrange in-service training programs in the areas 

of financial management of schools and school leadership from time to time. The findings 

showed that those school heads who attended such kinds of training programs stated that 

the training programs were good and they learnt a lot about their leading roles. In these 

training programs the senior school heads-the master trainers-create hypothetical school 

problems relating activities that are given to the trainee school heads for solution, besides 

it the master trainers deliver lectures on different topics relating to the school leading role. 
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Though the education department used to arrange in-service training programs from 

time to time, some of the respondents in this study criticized it. The study found that there 

was favoritism in the process of trainees’ selection, and some technical issues in the content 

of the training. The findings showed that some of the school heads had not got any in-

service training since their appointment. The findings of this study concur with study of 

Orphanos (2014) and Moorosi (2010) who found out in their studies that though there 

existed in-service training programs for the school heads but there also existed some 

bureaucratic and other flaws especially related to the content of such kind of training.  

Socialization, which is an interactional process, where a person learns how to 

behave and act in a certain way in a specific human social structure ( Stolley, 2005; Marsh 

& Keating, 2006). After primary socialization (Cooley, 1963; Berger, 1966; Giddens, 

2006) when a person enters into secondary socialization process he or she learns socially 

accepted behaviors of institutions and associations (Cooley, 1963; Giddens, 2006). The 

views of these sociologists support the findings of this study that all the male and female 

school heads got socialized into their leading roles through the informal and formal 

processes that have been in place within the circle of peer and seniors’ consultation and in-

service socialization programs. The findings of this study also showed that all the male and 

female school heads learnt different leadership styles mostly through informal processes 

and praxis-constant reflection, thinking and transformation (Male & Palaiologou, 2013).  

5.1.4 Performing multi-dimensional roles 

Heads used different strategies to monitor teaching-learning process in their 

schools. There were two group of school heads in this regard. One group of the school 



200 

 

  

 

heads did not have in place any formal system in this regard. They used to follow informal 

traditional strategies that included taking rounds in the school corridors, discussion with 

the teachers, and getting feedback from the students. This finding concurs with the findings 

of Wildy, Siguroardottir, and Faulkner (2014) and Stranger and Hourani (2015) who state 

that school heads fulfill their responsibilities to monitor teaching-learning by taking rounds 

and observing classroom teaching. 

 This study identified another group of school heads who had put in place formal 

mechanism to monitor the teaching-learning process. This mechanism included observing 

teachers in classrooms and keeping their record intact. The same system was also in place 

for the students whose academic record was kept in school heads office for future 

references and the syllabus completion forms. In some of the schools teachers and heads 

worked in collaboration, where the heads used to guide the teaching staff in their 

professional activities and academic issues. These school heads also used to teach in their 

respective schools. These heads who had developed a proper formal mechanism for the 

teaching-learning process monitoring. This transformed their schools for effective 

teaching-learning process and showing good annual results in the annual exams. While 

investigating the role of school heads in the overall academic performance of the schools 

of their studies Lindsey (2011), Engvik and Emstad (2015), Intxausti, Joaristi, and 

Lizasoain (2015) and Tahir, Said, Daud, Vazhathodi, and Khan, (2016) argue that the role 

of school heads is important to develop a culture of support, openness and discussion in 

order to facilitate mentoring process for their teaching staff. Similarly, other school 

leadership researchers like Male and Palaiologou (2013), Smith and Amushigamo (2015) 
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and Intxausti, Joaristi, and Lizasoain (2015) also argue that effective pedagogical leaders 

do not confine themselves to teaching-learning process but constantly reflect, think and 

transform the overal organization. Most of educational literature stresses that for effective 

pedagogical leadership, a school head should teach in his or her school. According to 

Wildy, Siguroardottir, and Faulkner (2014), Geraki (2014) and Chikoko, Naicker, and 

Mthiyane (2015), for the maintainance of quality teaching-learning process and be in touch 

with the students a school head should teach. The conclusions of all these studies, 

conducted on the school leadership, are supported by the findings of this study. The school 

heads who had commitment with their roles, devised different formal strategies to monitor 

and evaluate the teaching-learning process. This helped them to have better control over 

the school academic activities.    

 This study showed that some of the school heads were putting their full potential to 

work so as to be effective instructional leaders. That’s why they had put in place a formal 

mechanism for the monitoring and evaluation of teaching-learning process. This is 

congruent with the study of Davis, Darling-Hammond, and Lapointe (2005) who argue that 

school heads can influence students’ academic achievement in two ways: 1) through 

development of active and effective teachers, and 2) through effective organizational 

management.  

This study highlighted that most heads worked cooperatively and collaboratively 

with the teaching staff in order to have conducive environment in their schools. This is in 

accord with study of Raelin (2006) who argues that there is a growing interest that in order 

to utilize the potentials of all employees equally a leader should follow collaborative model 
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of decision making. The findings from this study pointed out that most of the school heads 

were using syllabus completion forms and take rounds in order to monitor the progress of 

teaching-learning in their schools. This finding is confirmed by the study of Khaki and 

Safdar (2013) who conclude that the school heads in the context of Pakistan are using 

syllabus completion forms for the monitoring of teaching-learning process. This study 

showed that most of the school heads wanted to work cooperatively with their teaching 

staff in order to promote democratic decision making process, and be mentors in the form 

of instructional leaders so as to improve school academic performance. This resonates with 

the studies of Wildy, Siguroardottir, and Faulkner (2014), Cheung (2015) and Smith and 

Amushigamo (2015). These researchers argue that for a school head to lead, it is important 

to put in place democratic decision making process and should guide his or her team in all 

professional matters. In order to run an institution, a leader needs to have collaborative and 

democratic leading styles to bring positive changes and to achieve the desired goals. Most 

of the school heads in this study adopted leadership styles which facilitated them to run 

their institutions smoothly.  

This study also indicated that different school heads used different methods to 

monitor teaching-learning process in their schools. All the school heads main focus was to 

maximize the academic achievements of their students and to bring good reputation for 

their schools. These findings are consistent with the studies of Drago-Severson, Maslin-

Ostrowski, and Hoffman (2012) and Wildy, Siguroardottir, and Faulkner (2014). They 

argue that the role of school head is critical in ensuring quality teaching-learning in their 

schools.  
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Findings revealed that though all the school heads put their efforts to imporve the 

quality of teaching-learning process in their schools, but there were some hurdles in their 

way to have a quality teaching-learning. The study found that one of the hurdles was the 

busy schedules of the school heads in their offices relating to management and official 

issues due to which they were unable to give the much needed attention to the teaching-

learning process. These findings are in accord with the study of Intxausti, Joaristi, and 

Lizasoain (2015). They conducted a study to investigate the leadership practices used by 

school heads in Spanish schools; all the school heads in their study expressed their concern 

that they were over-burdened by the office and paper work due to which they could spare 

less time for monitoring and evaluation of teachig-learning in classrooms. In a similar study 

Larusdottir (2014) used narrative apparoch and concluded that the school heads argued that 

due to operational and financial responsibilities they were not able to allocate enough time 

to the teaching-learning of students. Davis, Darling-Hammond, and Lapointe (2005) also 

mention that, in practice, few school heads act as instructional leaders. They are occupied 

in responsibilities relating to management, reporting, dealing with parents and community 

and other matters and situations. Their study conclusions are echoed by the findings of this 

study where some of the school heads had little time for classroom observation and 

monitoring teaching-learning in their schools. 

 This study revealed that the school heads were facing problems in carrying out 

quality teaching-learning process due to overcrowded classrooms, the community 

pressures and the government policy to enrol more and more children and lack of physical 

facilities in the campuses of schools. These findings are in line with the work of Subedi 
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(2003), Lumby (2015), Chikoko, Naicker, and Mthiyane (2015) and Zikhali and Perumal 

(2016) who found that due to overcrowded class size and the lack of physical facilities 

created less conducive environment for quality teaching-learning process to take place. The 

findings of this study are also congruent with the study of Maringe, Masinire, and 

Nkambule (2015) who reported that school heads were facing different kinds of problems 

in this regard, like overcrowded classrooms, shortage of teachers, school community 

poverty, damaged physical infrastructure of schools, and flawed in-service training for 

school teachers. These problems faced by a school create tensions for school heads and 

also bring constraints on teachers to give individual attention to the students, which 

ultimately negatively influence students’ academic achievement. The findings of this study 

showed that shortage of teaching staff was a common phenomenon which was being faced 

by male and female school heads. This was termed one of the main hurdles to carry out 

quality teaching-learning in the schools. These findings are also reflected in the work of 

Lewandowski, (2005) who concluds that there is direct relation between teacher and 

students’ academic achievement.   

 This study showed that some of the school heads had good coordination and 

understanding with the teaching staff of their schools. This provided a conducive 

environment for the smooth running of the schools’ affairs. But most of the respondents 

shared their negative perceptions about the teaching staff. These heads told that the teachers 

were unprofessional, taking more leaves, and creating problems for them. They reported 

that they were using different techniques to deal with such issues. One of the respondents 

stated that his best strategy is to be always present in the school. This strategy helped to 
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control all the problems in schools. The findings of the study are in accord with the study 

of Chikoko, Naicker, and Mthiyane (2015). In their study the school heads are using the 

technique of being always present in the campus to control disciplinary issues and carry 

out effective teaching-learning process.  

The findings from this study showed that though some of the school heads had 

positive perceptions about the education office, but most of the school heads showed 

negative perceptions in this regard. The negative perception was related to uncooperative 

attitude of the officials, centralization of powers, being politicalized and lack of 

competency and futuristic thinking in the education office. These findings are in accord 

with the study of Khaki and Safdar (2013) as one of the respondents in their study told that 

the attitude of education office is bureaucratic and uncooperative and deal us as servants. 

The finding of this study showed that the school heads complained about the centralization 

of powers in education office. The finding is consistent with the studies of Khaki and Safdar 

(2013) and Geraki (2014). They argue that the education officers have more control and 

domination over school matters and decision making process. Similarly, the findings of 

Brown and Conrad (2007) and Larusdottir, (2014) also show that the control of 

bureaucracy is disabling factor for school heads to work smoothly. Likewise Chikoko, 

Naicker, and Mthiyane, (2015) found that the attitude of education office is unsupportive 

at school level. By the same token Swaffield (2015) reported dissatisfaction of the school 

heads when dealing with the school improving partners (SIPs)-officials-in UK. For the 

smooth functioning of schools there is a need for close cooperation between school heads 

and the education office. The better the cooperation goes the better is the outcome for all 
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the stake holders. In this study education office was criticized for its lack of cooperation 

with school heads on different school matters. That had a negative impact on the 

performance of school heads’ roles and ultimately for all the stakeholders.    

 Most of the school heads complained about the lack of decision making powers at 

the school level. They argued that there are problems which can be solved at school level 

but for minor issues and decisions they have to take permission of the education office. 

They stressed for the decentralization of powers to the school level in order to speed up 

solving school related problems. This is in accord with Aliakbari and Sadeghi (2014) and 

Keddie (2015) who emphasized that school heads should be empowered in order to have 

timely decisions and to aviod bureaucratic red-tapism. Yemini, Addi-Raccah, and 

Katarivas (2015) concluded that the most enabling factor that helped the school heads in 

Israel to initiate innovative changes in their schools was the delegation of decision making 

powers from centralized bureaucracy to schools level. Like Ozdemir and Demircioglu 

(2015) recommend that school should be given the power to make and execute their 

decisions. All these studies support the findings of this current study.  

Almost all of the school heads found their ability to bring positive change in the 

school as the most enjoyable part of their role. This included working for the welfare of 

the students, serving the poor segments of the society by educating their children and 

making independent decisions. These findings are in accord with the studies of Yemini, 

Addi-Raccah, and Katarivas (2015) and Miller and Martin (2015) who conclude that school 

heads in their studies felt a sense of satisfaction when they were able to bring positive and 

innovative changes in their schools for the betterment of students, like starting yoga classes, 
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and other activities that enabled them to be goood citizens. The findings of this study also 

augment findings of Pereira, Lopes, and Marta (2015) who argue that school leadership 

and teaching are considered as helping professions to serve the society. Incorporating 

positive changes in the system is in the nature of transformational leadership style. In the 

present study some of the school heads adopted transformational leadrship traits and 

brought positive changes, especially in improving the students’ academic achievements.  

 The findings of this study show that leading a school may be full of pleasures and 

may be enjoyable act, but it is also full of challenges-emotional, and administration related 

stresses- that the respondents in this study shared. The findings of this study are echoed by 

the study of O'Malley, Long, and King (2015) who conclude that a school head has to face 

multiple challenges ranging from emotional to administrative and improving students’ 

academic achievement. The findings of this study showed that one of the most difficult 

parts of the duties of school heads was making tough and bold decisions, dealing with 

unprofessional attitudes of the teaching staff, and dealing with political interference in 

school affairs for undue favors. These findings echoed Larusdottir (2014) and Lenarduzzi 

(2015) who found that the school heads felt constrained by the lack of decision making 

powers in the most basic school matters which could easily be solved at school level. This 

lack of powers negatively affects their self-efficacy in their school leading role.  

Non-professionalism on the part of teachers: not following decisions in letter and 

spirit, resistance to change and challenging legitimate authority were some of the problems 

for the heads from the school teachers. These findings reflect those of Yamamoto, 

Gardiner, and Tenuto (2014) who concluded that the school heads were emotionally 
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disturbed by the reactions from the teachers who were resistant to administrative changes 

and in some cases challenged school heads’ authority. Saiti (2014) argues that the cause of 

conflict between teachers and the head teachers is lack of coordination among the staff and 

weakness in school leadership.   

This study showed that there was no pre-appointment training program in the 

school education system for the newly appointed school heads. Therefore, all the male and 

female school heads demanded pre-appointment training program in order to train the 

newly appointed school heads for this important role. When asked what kind of training 

should the government impart to the newly appointed and the existing school heads; the 

respondents stated that the school heads should be trained in the areas of interpersonal 

relationship, dealing with parents and education office, financial management issues, how 

to monitor and evaluate teaching-learning process in a school and in the area of school 

leadership. These findings echo those of Khaki and Safdar (2013) who found that in the 

context of Pakistan there is absence of pre-appointment training program of the newly 

appointed school heads, who have to perform multiple roles: academic planning, financial 

and budgeting, dealing with community, planning and development and monitoring and 

evaluation etc. Therefore, they must be trained in the respective areas to enabled them to 

perform their role effectively. Ng and Szeto (2015) stated that the trainee school heads 

demanded contextualized training programs especially in areas of interpersonal 

relationship and dealing with parents and education offices so as to perfom their role 

effectively. In a similar study Lingam and Lingam (2014) stressed that new school heads 

must be imparted training in areas of financial management. They further added that such 
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kind of training programs must be contextualized keeping in view the ground realities in 

mind.  

Male and female school heads demanded training in the monitoring and evaluation 

of teaching-learning process which they termed as the most important job of a school head. 

The findings of this study are in accord with the study of Drago-Severson, Maslin-

Ostrowski, and Hoffman (2012) who studied a US-universities based school leadership 

training programs, and concluded that the role of school heads was critical to ensure that 

the quality teaching-learning take place in schools, and suggested school leadership 

training programs must equip the school heads in this regard. They also stressed on a 

training program that link theory and practice successfully. The findings of this study 

showed that the school heads experienced the role as full of challenges and responsibilities 

especially in their initial years because of lack of school based leadership knowledge and 

training. The finding of this study is consistent with the study of Stranger and Hourani 

(2015). According to them the school heads are facing different challenges and 

responsibilites, therefore to meet the new challenges, their limited knowledge base must 

be remedied through continous professional growth and training. Therefore, by studying 

leadership critically and contextually, it will enable the aspirant school heads to become 

effective and influential leaders (Collinson & Tourish, 2015). In the light of above 

mentioned literature, incorporating regular in-service training programes for all the school 

heads, in the system, are the need of the hour so as to keep updated the school leaders in 

different aspects of their roles.  
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5.1.5 Identity 

The findings of this study showed that the school heads developed their identities 

in the social settings of which they were a part and the role they had been playing. All the 

male and female respondents of this study had full realization of their role. These findings 

echo those of Wenger (1998), Flores and Day (2006), Scribner and Crow (2012), Wildy, 

Siguroardottir, and Faulkner (2014) and Downey (2015) who concluded that identity 

comes from the role a person plays in a particular social context and being a member of 

that community. According to the social role theory, people play different roles in a society 

and on the basis of these roles they learn skills and behave in particular ways (Eagly, 1987). 

Through social interaction the people start to cultivate a sense of self-identity (Mead, 

1934).   

All of the male and female school heads had positive self-perceptions about their 

new identities as they came into the leading role. School heads felt satisfied and honored 

in their school leading role. This reflects the work of Bristol, Brown and Esnard (2014) and 

Zikhali and Perumal (2016) who argue that switching of a role from school teacher to 

school head changes a person’s self-perception and identity. This finding is also reflected 

in the work of Kelly and Saunders (2010), Steyn (2013), Wildy, Siguroardottir, and 

Faulkner (2014) and Theodosiou and Karagiorgi (2015) who argue that identity is the 

product of organizational interaction, which in turn gives a person’s emotional stability, 

self-confidence and self-efficacy. These findings resonate the studies of Zembylas and 

Papanastasiou (2004), Lumby (2015) and Intxausti, Joaristi, and Lizasoain (2015) who 
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found out that school heads had higher job satisfaction with higher level of self-perception 

about their role. Therefore, one’s positive self-perception about his or her leading role 

serves a base for effective leadership (Berkovich, 2014; Branson, Baig & Begum, 2015). 

Identity is not fixed but relational and depended on time and space (Beijaard, 

Meijer, & Verloop, 2004). Fulcher and Scott (2007) say about two notions of a person’s 

identity i.e. communal and individual. Communal identity is a person’s sense of the type 

of person he or she is, that might regulate how he or she will interact or how the people 

suppose he or she to act. Communal identity is shared with others like being a teacher, 

father or mother etc. The study found that all the male and female school heads expressed 

their views that they are treated with great respect and as a result they have positive self-

image. The findings are consistent with the arguments of these writers. According to 

Maslow (1970) and Alderfer (1971) when self-esteem is met through the positive responses 

from society in the form of praise, recognition and acknowledgement one feels positive 

about his or her role (Cited in Smith & Amushigamo, 2015). The findings of this study 

validate the previous studies that school head role is respected and acknowledged. 

Resultantly, all the school heads felt positive about their roles. Bourdieu (1998) argues that 

school heads have cultural captials (knowledge) in the form of skills and the role they have 

been performing and this has given them the symbolic capital (prestige and reputation). 

School heads had multiple identities within their institutions. They identified 

themselves as team leaders, focusing on the students’ academic achievements and as 

motivators. This finding is in line with the work of Moller (2012) and Ng and Szeto (2015). 

In their studies they concluded that the new school heads expected to have multiple 
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identities as school heads, academic leaders, role models, and motivators within 

institutions. All of the school heads stated that they had full support of their spouses, family 

members and their relatives about their school leading role. These findings echo Bird and 

Schnurman-Crook (2005) and Perveen (2013) who investigated the professional identities 

of dual career couples who maintained that support of spouse and family members was an 

important contributing factor for professional identity. All female school heads stated 

having fully supported by their husbands and family members in school leading role. This 

finding is in line with the similar study of Kaufman and White (2014) who conclude that 

egalitarian men as against traditional men support their wives’ employment for different 

reasons; some of them are related to financial matters and to bring benefit to their children, 

also. Similarly, Donnelly et al. (2016) found that support for women’s work has been 

increasing since it is positively contributing to financial and social status of the family 

members. According to Howard, Butterfield, Borgen, and Amundson (2015) the support 

of friends and family members is important in developing motivation for jobs and roles. 

Ely, Ibarra, and Kolb (2011) argue that women while thinking about leadership role take 

into consideration the impact of their professional identity on family identity. According 

to Bourdieu (1998) social identity, which determines a person’s position, is social capital 

which is the product of social interaction and support from family members, friends and 

relatives. Self-perception regarding social role plays important part in the social setting. 

All the school heads stated that they had positive self-perception about their leading role. 

Positive role perception was also reflected to them from their families and their social 
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settings. This positive role perception seems to have made them committed to their leading 

role. This is the base on which a person can build his or her future role. 

5.1.6 Work and family relationship  

Most male respondents stated that they had good balance between work and family 

responsibilities. This concurs with the study of Khambhaita (2014) who argues that the 

reason behind the balance between family and work is the socially assigned gendered role. 

The findings of this study are also consistent with the findings of Whiston, Feldwisch, 

Evans, Blackman, and Gilman (2015) who concluded that the respondents in their study 

maintained the balance and boundary between work and family responsibilities. 

This study showed that most of the female respondents, who were married and had 

husbands and children, shared the experiences about work and family relationship. It also 

showed that they were under severe pressure and work load and often were unable to 

maintain the balance between both the important responsibilities of their roles. These 

findings echo the conclusion of Santo (2015) who state that women are under heavy burden 

and feel that work related responsibilities negatively affect their family life. Similarly 

Kemkes-Grottenthaler (2003) concludes that career development takes more time from 

mothers and as a result less time is spared for child rearing. These findings are also in 

accord with the studies of Bird and Schnurman-Crook (2005) and Hostetler, Sweet, and 

Moen (2007) who aruge that the respondents in their study experienced struggle to balance 

between work and family identities. They argue that women are bound for the sake of their 

children and husbands, and the male respondents view that family is the main responsibility 

of wives. The research based study of Santo (2015) about the work and family relationship 
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among the male and female of university academics also confirmed the findings of this 

study that females experienced regret about being absent from the home and paying less 

attention to children and home related issues.  

This study showed that female school heads experienced struggle and tension 

between work and family affairs especially when their children were young and needed 

immediate attention of their mothers. These findings resonate with the study of Moen and 

Sweet (2004), who conclude that for women career influence goes beyond occupations into 

family. This study finding is also consistent with the work of Emslie and Hunt (2009) who 

say that women more often face conflicting demands than men in relation to work and 

family especially when their children are small. Similar findings come from the studies of 

Qureshi and Ravieya (2007) and Faulkner (2015) who argue that women who are in school 

head roles face problems in meeting the demands of their professional and family and home 

responsibilites. 

The findings of this study indicated that some of the female respondents often felt 

leaving their jobs to meet the demands of husband and children. These findings are 

validated by the studies of Lewis (2009), Mrkic, Johnson, and Rose (2010), and Hausmann, 

Tyson, Bekhouche, and Zahidi (2014) that because of socio-economic and geographical 

variations, women are held more responsible for taking domestic responsibilities. These 

findings are identified by Marks and Houston (2002) who argue that after completing their 

education, women will be forced to leave the job and take care of children at home. The 

findings of this study is also in line with the study of Gartzia and Fetterolf (2016) who 

concluded that women while making decisions about their future career gave due 
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consideration to work-family balance. Most of the female respondents did not have any 

support system behind them to take care of their children and manage home 

responsibilities. This is also in line with the studies of Perveen (2013) and Howard, 

Butterfield, Borgen, and Amundson (2015) who found that working women who did not 

have support system in their homes struggled the most to maintain balance between work 

and family responsibilities. This seems to be the result of socio-cultural-and-economic 

realities of the society. The context of this study was traditional and male dominated, 

therefore women educational and career related decisions were in complete contrast to 

males.  

Some of the male school heads also faced the problem of maintaining balance 

between work and family responsibilities. These respondents stated that their priority was 

job as compared to home related issues. Therefore they often experienced the imbalance 

between their work and home related responsibilities. Exploring the perceptions of twenty 

male and female university academics ‘sense of agency’ with reference to work and family 

balance, O'Meara and Campbell (2011) argue that once a person assumes a particular 

professional identity and prioritizes it, his or her professional identity supersedes family 

and other identities. These findings are echoed in the present study in relation to work and 

family responsibilities.      

The study revealed that the school heads had formed their personal and professional 

identities through the primary and secondary socialization experiences and these personal 

identities consequently influenced their career trajectories and professional choices. The 

analysis of the data showed that all male respondents had freedom in their educational and 
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professional choices as compared to female respondents of this study. The freedom and 

choices were the product of socio-cultural-economic context of the society.  

In relation to becoming school heads, the data revealed that all the male and female 

school heads experienced tension and stress in their role socialization. They pointed out 

different areas where they felt lack of knowledge and skills. For example, lack of financial 

management know-how, lack of skills to deal with problematic teaching and school staff, 

lack of expertise to monitor and evaluate teaching-learning process, education officers’ 

lack of cooperation and help and centralization of decision making powers in education 

office etc. The respondents suggested for the well planned and effective compulsory pre-

appointment training program for school heads and the removal of flaws from the existing 

in-service training programs that used to be arranged by the education department from 

time to time.  

In relation to family-work balance most of male respondents expressed that they 

had good balance. In contrast all the female respondents stated being constantly in tension 

and experiencing imbalance between work and family. All the school heads stated having 

positive self-perception and a sense of satisfaction about their roles and the identity they 

had drawn from being school heads at personal, professional and social level. The ensuing 

section highlights the new input to the field of school leading knowledge and draw the 

interconnection between the concepts of career trajectory, socialization and identity 

formation at each phase of the careers of the respondents. It also contains the implications 

and suggestions for practice in the school leadership and further research in this area. 
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5.2 Conclusion 

This study explored the career trajectories of school teachers who became school 

heads. It aimed at describing, understanding and interpreting the causes and motives that 

how and why school teachers become school heads, how it was to be a school head, and 

what their experiences have been in the leading role. The study was based on the conceptual 

framework including career trajectory, socialization, and identity formation. Following a 

related literature review, the principal aim for this inquiry was framed as: What trajectories 

do the careers of teachers who become school heads follow in Khyber PakhtunKhwa, 

Pakistan? 

To focus on the above mentioned question of this study, this inquiry utilized the 

interpretive paradigm, in line with social constructivism, and used narrative approach. Both 

paradigm and approach were employed keeping in view the aim and research questions of 

this thesis i.e. to understand, through the respondents’ perceptions, their career trajectories. 

For this study a total of thirty school heads, having different socio-cultural and educational 

backgrounds, were interviewed. Data obtained through semi-structured interviews was also 

incremented by the researcher’s own knowledge, observation as a former school head. The 

data analysis was done using thematic analysis. 

The contribution that this study makes to knowledge is explained in the following 

sections and sub-sections. 
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5.2.1 Summary of the findings 

Before this present research, there seems to be scarcity of documented studies   

probing the career trajectories of school teachers who become school heads within the 

context of this study. Although educational researchers had pointed out that research into 

this area was required. This thesis makes a claim to have an original contribution to existing 

knowledge in understanding the experiences of school heads. The study used narrative as 

a research approach, exploring school heads’ in-depth experiences by utilizing the 

conceptual framework of career trajectory, socialization and identity formation process. 

The following section lays emphasis on the study’s new addition to the published research 

by using the concepts of career trajectory, socialization, and identity formation of the 

respondents, in harmony with the main research question of this study.  

5.2.1.1 Joining the school teaching 

It was clear that male respondents had greater freedom to choose any kind of 

profession as compared to female respondents of this study. Some of the male respondents 

began their career in professions other than school teaching. But due to their mental 

dispositions and temperaments, they ultimately joined school teaching. Some of the male 

respondents tried their luck in civil service professional exams, but due to their non-

selection, they joined school teaching. This study concluded that male respondents had 

greater freedom in choosing education and career related decisions and choices. This 

freedom and initiatives are the products of the social construction of reality where male is 

supposed to dominate the family and the social set up. It is clear that social realities play 
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their role to socialize a person for a social role through primary and secondary socialization 

agencies, which ultimately alter an individual career choice. 

For all female respondents choosing a career was restricted by socially constructed 

gendered role for them. Most of the female respondents, though some of them had parents 

and family members’ support and cooperation, planned their education and careers within 

the social context of which they were a part and chose school teaching as a profession. The 

study concluded that females had limited freedom in terms of their education and career 

paths and restricted by the social and cultural realities and the gendered assigned role for 

them: take care of home, and raising family.  

This study also concluded that there were two trajectories of becoming school heads 

within the context of this study. The one was through departmental promotion where the 

school teachers were promoted to the school leading role on the basis of seniority and 

academic and professional qualification. The second trajectory was the direct 

recommendation of Provincial Public Service Commission, where school teachers were 

recommended on the basis of school teaching or administrative experiences, open merit 

tests, interviews for the education department for appointment in public sector boys and 

girls schools.  

5.2.1.2 Problems in the role socialization 

The respondents of this study shared the problems that they have still been facing 

in their school leading role. The areas where the respondents showed great concerns were 

related to different kinds of problems such as managing office work, dealing with 
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uncooperative and problematic school teaching staff, managing the school supporting staff, 

facing undue interference and pressure of political and community representatives in 

school matters, managing financial matters, monitoring and evaluating teaching-learning 

process in classroom, teachers’ shortage, lack of basic physical facilities, lack of decision 

making powers in school matters, and mental adjustment into the leading role. All the 

respondents of this study experienced the leading role as responsible to different 

stakeholders-students, parents, education office, and community. This responsibility for 

them has always been a source of tension and stress.  

5.2.1.3 Learning to lead 

This study concluded that the non-existence of pre-appointment training was 

regretted by all the male and female school heads. All the male and female school heads 

socialized into their leading role through informal process. This informal process included 

self-study of different books and government rules relating to the school head role, 

consultation with colleagues, taking advices from the seniors and skilled individuals, being 

ex-school in-charges and assistant school heads where the senior school heads mentored 

them for the role. This study concluded that all the respondents stated that this informal 

process of role socialization helped them a lot to have successful transition from the school 

teaching role to the school leading role. The study also concluded that some of the school 

heads used reflective thinking and careful observation to lead their schools effectively in 

the areas of administration, monitoring and evaluating teaching-learning process and how 

to deal with the problematic teaching staff.  
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Some of the male and female school heads pointed out that though there were 

regular in-service training programs and workshop for the school heads but they also 

pointed out some flaws. These flaws were related to the selection process of the school 

heads where the workshop organizers and managers showed favoritism and only and 

regularly invited those school heads who had personal or otherwise links and connections 

with them. The school heads stated that there was no criteria for the selection process for 

such kind of training; all the information and details about such training were not disclosed 

and shared so there was lack of transparency. This study concluded that some of the 

respondents had not yet got any training in their school leading role for years after taking 

charge of their schools.  

5.2.1.4 Performing multi-dimensional roles 

 The study concluded that there were two groups of school heads who had been 

using different strategies to monitor teaching-learning processes in their schools. The one 

group was using traditional and informal strategies that were taking rounds in the corridors 

just to have a look at the classes and check teachers’ presence, discussing with the subject 

teachers about the students’ academic and behavioral issues, getting feedback from the 

students about the different aspects of classroom academic and teaching activities. The 

second group of school heads employed innovative and formal strategies for the monitoring 

and evaluation of teaching-learning process like observing teachers’ lesson delivery in the 

classrooms, and recording it in a teachers’ lesson evaluation register, syllabus completion 

forms to check to what extend the term course was covered by individual teacher, recording 
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all the academic and behavioral matters of the students in a file for the future references, 

and mentoring the school teachers in different issues of teaching-learning process.  

 This study concluded that these school heads were facing different problems 

generally relating to their leading role and particularly carrying out effective teaching-

learning processes in their schools. The school heads stated that they were overburdened 

by the office work and dealing with the education office in different matters that wasted 

most of their time to focus on teaching-learning processes. The study also concluded that 

the school heads had been facing problems of overcrowded classrooms where the average 

strength of a class had reached up to seventy and eighty students per class. They also 

criticized the government present drive for more and more enrolment which was creating 

additional problems for them and for teachers also to teach to these classes. These school 

heads pointed out to the shortage of teaching staff that had overburdened the current 

teaching force in the schools. They also regretted the non-availability of the basic physical 

facilities in the campuses of their schools. This study concluded that these problems were 

the cause of tension and stress especially as far as quality of teaching-learning is concerned.  

 The study concluded that most of the school heads had been facing problems from 

the school teaching staff, because of their unprofessional attitude, taking more leaves, 

leaving their schools at the peak of academic sessions to perform exam duties in different 

boards and universities, and directly challenging their authority. The study also concluded 

that some of the school heads had had bad experiences with the school teachers’ unions to 

support unprofessional teachers against them. The study concluded that some of the school 
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heads had cooperative and cordial relations with the staff, which were facilitating the 

smooth flow of school administration.  

 This study also concluded that majority of the male and female school heads had 

negative perception about the education office and department. The respondents of this 

study pointed out different problems in the education office, some of them were lack of 

competency of the education officers, political favors, lack of financial and human resource 

capacity, centralization of power, and lack of futuristic and rational thinking. Some of the 

school heads stated that education office was responsible for undue interference in schools’ 

affairs, which corrupted the whole system. The study concluded that most of the 

respondents termed the education office as disabling factor and therefore due to these 

problems in the education office most of the school heads try their best to solve their 

problems at school level instead of taking them to education offices.  

This study concluded that for the majority of the school heads the most enjoyable 

part of their role was related to bring positive changes in their schools, to work for students’ 

academic achievement, to serve the poor parents of the society through providing quality 

teaching-learning environment to their children. Some of the school heads stated that the 

most enjoyable part of their role was to make independent decisions in the school related 

affairs without any restriction and pressure from the education office. 

The study concluded that for the majority of the school heads the most difficult part 

of their role was to manage the school teaching staff, because of their unprofessional 

behavior and attitude, taking extra leaves, leaving their schools at the peak of academic 
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sessions to perform exam duties in different boards and universities to earn money, and 

directly confronting their legal authority. The study also concluded that some of the school 

heads had had bad experiences with the school teachers’ unions to support unprofessional 

teachers against them. The study also concluded that some of the school heads stated that 

the difficult part of their role was related to managing financial matters, lack of decision 

making powers in schools’ affairs, communication gap between them and the school 

teachers and dealing with political and school community undue interference. 

All the respondents of this study stated that they needed pre-service and in-service 

training in areas of financial management; how to deal with uncooperative and 

unprofessional teachers, school based leadership and management skills, public dealing, 

and how to make correspondence with the education offices. The study concluded that all 

the male and female school heads demanded the placement of compulsory pre-appointment 

training programs for the newly appointed school heads in order to perform their roles 

effectively.  

5.2.1.5 Identity: as a school head 

The current study concluded that all the school heads were satisfied of their role 

and some of the school heads are spiritually committed to their school leading role. The 

study also concluded that all the male and female school heads had multiple identities-

father/mother, husband/wife and a member of near relatives community. The study also 

concluded that all the school heads stated that their children, spouses had positive 

perception about their role and some of the school heads stated that they were the role 

models for their children. The study also concluded that all the male school heads stated 
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that their relatives had positive perceptions about their role, and had high respect in their 

friends and colleagues. But all the female school heads stated that despite positive 

perceptions of their relatives about their leading roles, the relatives often complain about 

their non-presence in the social functions and gatherings because of their busy schedules 

in schools’ affairs.  

5.2.1.6 Work and family relationship  

This study found that all female school heads were experiencing greater imbalance 

between work and family responsibilities. Most of the female school heads regretted that 

their families suffered because of their long absence from home and the reason was their 

job. The study concluded that the female school heads were under double burden i.e. home 

and job, especially when they have kids. They stated that their homes suffered; in some 

cases they were pressurized to leave the jobs to take care of their children and family 

responsibilities. The study also concluded that some of the female school heads were 

posted in the far-flung areas from their homes; so traveling a long distance between home 

and schools was a big headache for them. Some of the female school heads stated that they 

wanted to leave their jobs but financial matters were creating hurdles for them.  

The study concluded that some of the male school heads experienced imbalance 

between work and family relationship. There were two main reasons behind it. One of them 

was that these school heads had given priority to their jobs as compared to their families. 

The second reason that the study concluded was that these school heads wives were 

working women which created imbalance for them between work and family relationship. 

The study concluded that the double career couples who had in place some kind of support 
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system at their home stated that they did not face problems between work and family 

relationship as compared to those who did not have such support system.  

5.2.1.7 Future related career plans 

 All the respondents of this study shared their future intentions and plans. Some of 

them wanted to get retired since they were very close to their service tenure; some of the 

respondents wanted to join the education offices in order to get experience at that level, 

some of the respondents wanted to get stay and promotion in the present role. Two 

respondents wanted to change their jobs. Two respondents wanted to be posted at such 

schools where they could use all their potentialities, which they had not yet utilized in their 

leading roles because of the hurdles within the socio-cultural context in which they used to 

lead, for the benefit of students and schools.  

 At the end, this study’s new input to knowledge has been to describe, understand 

and interpret the career related paths of school teachers who become school heads. There 

seems to be very less research literature in this area. So the professional socialization of 

school teachers has been investigated by educational researchers. This area seems to be 

less investigated in term of educational leaders’ socialization process at school level. 

Lastly, by analyzing the data through the conceptual framework centered on the 

interconnection between career trajectory, socialization and identity formation, the inquiry 

asserts to have a unique and new contribution to the existing literature in the field of 

educational leadership. The next section discusses the implications and recommendations 

this inquiry has for practice and potential research. 



227 

 

  

 

5.2.2 Implications of the findings 

 The findings from this study may offer deeper insights to look into the experiences 

of school teachers who become school heads and enable persons who read to transmit these 

findings and results to their own settings or contexts. As such, these findings ‘…serve as 

touchstones’ (Dimmock & O'Donoghue, 1996, p. 142), and can assist scholars in similar 

settings to relate and gain deeper awareness of their personal and others’ professional 

positions (Silverman, 2006). It is also expected, as stated in Chapter One, that a more in-

depth understanding of school heads career paths will be valuable for leadership scholars 

and to those who are associated with policy-making, especially in the school leadership. 

The importance of the implications of these findings and results has in recent times been 

substantiated in newspaper reports about the future role of school heads. The next part of 

this study highlights the implications and recommendations for future practice and research 

in the phenomenon of school leadership.  

5.3 Recommendations  

The major implications that come from this study is that career counselling services 

should be made available at school and college levels in order to facilitate and guide our 

young generation in their educational and career choices within in the socio-cultural setting 

of this study. Since the study showed that some of the school heads joined teaching 

profession by chance factors. Therefore, guidance and counselling services will be a great 

source for the coming generation so as to direct and plan their educational and career paths 

from the earlier stages.   
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This study also suggests that sensitization in regard to female education and career 

choices should also be made the part of curriculum at school and college levels. This will be an 

effective step in order to change the stereotyped notion about females’ role in the socio-cultural 

setting of this study. 

Another implication that comes from this study is associated with the training and 

career development needs for school teachers who join the school headship position. The 

respondents of this study share the problems that they have still been encountering in their 

school leading roles. Therefore, this study recommends that the government should prepare 

and put in place a specialized compulsory pre-appointment training program for the newly 

appointed school heads, so as to equip them with the much needed key skills in order to 

enable them to fulfill their responsibilities, successfully. The study also recommends that 

curriculum of pre-appointment training should develop critical thinking abilities, reflection 

and the attitude for change in the existing status quo. It also recommends that new school 

heads should be trained in problems solving abilities. Besides it the study suggests that 

promotion from teaching to school leading role should be based on seniority, academic and 

professional qualifications and tests by KP-Public Service Commission. 

The study points out that there exists in-serivce training program for the school 

heads, but there are some flaws in it and needs to be reformed. The study suggests that in 

order to improve the socialization and induction of newly appointed school heads, the 

training programs’ courses should comprise that how to manage emotional aspects of the 

leading role, how to manage official work, how to deal with uncooperative and problematic 

teaching and school staff, how to resolve conflicts, how to manage financial and budgeting 
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matters, how to monitor and evaluate teaching-learning process in their schools, how to 

deal with undue political, education office and community representatives interference and 

influence, how to address the issues of multi-culturalism and stress and tension and time 

management skills. 

All the male and female school heads in this study acknowledge that they have 

learnt how to lead through informal process. Therefore, this study suggests that peer and 

seniors school heads consultation process should be included while developing training 

programs for school heads. This study suggests that the newly appointed school heads 

should be placed for a considerable period of time under the supervision of senior, 

experienced and skilled school heads to train them in real school settings. This mentoring 

process will be very useful for the new school heads to reflect on the key areas of their 

responsibilities. The study also points out that most of the school heads complain that they 

have been disturbed by the school communities. Therefore, this study suggests that school 

heads should also be trained how to understand the community culture in order to perform 

well. The study also suggests that there should be decentralization of powers with 

accountability from the education offices to school heads so as to empower them to take 

immediate decisions at school level in areas of financial issues and reward and punishment 

to the staff. The findings of this study draw our attention to the fact that the school heads 

have been facing different problems in their leading role. Therefore, the study suggests that 

the newly and in-service school heads should be trained in ethical leadership, emotional 

literacy and how to manage job related stressors.  
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 This study shows that all the male and female school heads have positive self-

perception about their professional identities and are well respected in their families and 

relatives. Therefore, this study suggests that the position and status of school headship 

should be made more attractive by taking talented people for this role, by providing high 

salaries and related facilities like personal transport facilities for their offical work, good 

and comfortable residential places with high level of school academic accountability. The 

study suggests that there should be continous professional development system in place for 

the school heads like participation in national and international training programs and 

courses in school leadership. The study also suggests that there should be a program where 

the newly appointed and in-service school heads should be awarded scholarship for taking 

higher professional qualification from national and international universities and 

management schools.   

 This study proves that majority of the female school heads have been experiencing 

conflict and imbalance between work and family responsibilities. This study suggests that 

the female school heads should be facilitated like to be posted in the nearest schools to their 

homes, so that they can easily commute between homes and schools. This study confirms 

that most of the school heads are happy in their school leading roles. They want to utilize 

their potentials, to stay and get promoted and ultimately get retired in their present role. 

This study suggests that school heads should be empowered and facilitated in order to 

exploit their abilities for the benefits of the students and the school system of Khyber 

PakhtunKhwa.  
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5.3.1 Suggestions for future research  

           This research highlights the need for further qualitative research on the following 

lines: A comparative study of role socialization of public and private school heads would 

be an important topic to explore. Similarly, the second area which this study points out is 

to explore the career trajectories of female school heads empathically by the female 

educational researchers. Thirdly, a study of what kind of contextualized pre-appointment 

and in-service training programs can be developed and implemented for the school heads. 

A fourth area for possible exploration could be that how female school heads manage the 

female teachers who have small kids and bring them to schools in duty hours. Finally the 

fifth area for the study is to explore the critical situations and the events that school heads 

encountered while in their school leading role.  

5.3.2 Limitations of the study 

Most research studies have certain limitations and this one is no exemption. 

Keeping in view the time and resources available to this researcher as a PhD student, this 

study adopted interview as the only data collection method. This might have an impact on 

the rigor which is often appreciated in qualitative research as triangulation. The other 

possible limitation could be possible bias on the part of the researcher in terms of sample 

selection and the total dependence on the perceptions of the interviewees regarding the 

issue. The limited sample size as qualitative study could also have limiting effect on the 

findings in terms of their generalization. However because this study is qualitative in nature 

and has explored in-depth perceptions and experiences of the respondents, this possible 

lack of generalizability has been countered. 
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5.3.2 Final word 

 This study examines the career trajectories of school teachers who have become 

school heads in District Peshawar, Khyber Pakhtunkhwa, Pakistan. The findings provide 

an insight into the personal and professional circumstances that lead the school teachers to 

become school heads, what problems these school heads encounter in their leading roles, 

how they manage the socialization process to lead, how school teachers who become 

school heads perceive their personal and professional identities change as they become 

school heads and what are the in-depth experiences of their roles. The context of this study 

is District Peshawar, Khyber PakhtunKhwa, Pakistan. It is hoped that the study, with its 

limitations, may be useful for other professionals, researchers, academics and 

organizations to understand the career trajectories, socialization experiences and identity 

formation processes.  

The school leading role is arguably of high importance in the education system of 

a society. The public sector schools, within the context of this study, from primary to higher 

secondary levels are comparatively underperforming at the academic level. Thererfore, this 

study emphasis more multifaceted research in the areas of school leadership so as to inform 

the existing school leadership with research based practices, and ultimately developing and 

implementing a contextualized complusory pre-appointment training program.  
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                   Appendix B  

Respondent Sheet 

INFORMATION SHEET FOR RESPONDENT 

I am currently a candidate for Ph.D (Education), with Qurtuba University, Khyber PakhtunKhwa, Pakistan. 

The topic of my study is: A Study of the Career Trajectories of School Teachers who become School 

Headmasters and Principals. The study is supervised by Dr. Professor Iffat Ara Hussian and Dr Muhammad 

Ilyas Khan. 

The findings of this study will contribute to a better understanding of the career trajectories and experiences 

of the school heads. These career trajectories and experiences will provide valuable information for the 

present and perspective school heads. 

I request you to be my respondent in this study. You will be interviewed approximately for an hour and the 

nature of the interview will be semi-structured with open-ended questions to explore your views and 

experiences related to the above mentioned topic. 

The focus of interview will be: 

 Your family background (parental and guardians’ influences etc.). 

 Your academic and career related decisions and the factors that influenced those decisions (any 

critical events and people etc.). 

 How you became school head (formative stages i.e. change of job). 

 What problems you generally encounter during socialization (the process of learning to lead) into 

the role of school head. 

 How do you manage to socialize (learn to lead) into the role of school head. 

 How you perform your role? 

 The relation between your work and family balance and supporting and hindering factors. 

 What do you think about your role? (Self-perception) 
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 How people perceive you in this role?   

 What does your family think about your job? 

Keeping in mind the APA Ethical Guidelines for Human Research Respondents, the respondents’ identity 

and privacy will not be revealed in the thesis. The data provided by the respondents will be used in a research 

thesis and possible research publications/articles in the future. 

 

Name and Contact of the PhD candidate   

Ahsan Ur Rehman 

Email: ………......... Contact #: ……………. 

Thank you very for reading this information sheet, if you need further detail about the study you can contact 

me. 
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Appendix C  

                               Demographic information sheet 

Category- I.          Demographic information of School Heads. 

Questionnaire has options for each statement, please encircle /fill the options. 

1. Age: 

______________ 

2. Gender: 

a. Male 

b. Female   

3. Your school:  

a. High School 

b. Higher Secondary School 

4. Academic qualification:       

a. Master (s) in ________________________ 

b. B.Ed  

c. M.Ed 

d. M. Phil in _________________________ 

e. Ph. D  in    _________________________ 

5. Teaching experiences         

______________in years 

6. Experience being school head 

_______________ in years  

       Name and signature of the respondent 
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Appendix D 

Initial Interview Schedule 

Category II. Semi Structured interview Questions 

RQ 1. What are the professional and personal situations of the teachers which facilitate the 

process of becomming school heads in Khyber PakhtunKhwa, Pakistan? 

 Do you have any other work experience than teaching and administration? 

Reasons behind career 

How did you become school head? 

Did you want to work at this position? If yes, then Why? 

Were there obstacles in the process of becoming head of the school?  

How did you overcome those barriers?  

RQ 2. What kind of problems school heads encounter while in a lead role? 

 How would you describe your experience as a school head?  

Were initial years of your present position challenging? If yes, then why?  

Would you like to share some of the difficulties you encountered in the beginning?  

RQ 3.  
How was the lead role as a school head managed? 

 How did you manage to deal with challenges in the initial years? 

Did you get help from colleagues and other school heads to solve issues related to your current 

position?  

Have you attended any in-service training organized for school heads in the recent past?   
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RQ 4. How do school heads perform multi-dimensional roles? 

 What strategies do you adopt to monitor teaching-learning situation in the classroom? 

Are co-curricular activities organized in your school? How do you supervise them?  

What techniques do you use to have discipline in your school?   

How do you interact with the personnel of education department?  

RQ 5 How do teachers perceive the change in their personal and professional identities after 

becoming school heads? 

 Identity  

Did your thoughts and feelings change with the changing role? 

Do you think that people around you behave differently now? How?  

Would you like to share any significant personal experience related to this change of role?   

RQ 6. How does school headship affect the personal and social life? 

 Family  

Do you try to strike balance between your current assignment and family life? 

What does your family think about your present job? 

Do they have supportive roles?   

Social 

How your relatives, colleagues, friends etc. think about your job? 

RQ 7. What the in-depth experiences of school heads are? 

 How do you view this role?  

How do you feel about it?  



261 

 

  

 

What is the difficult part of your job? That is student/teachers/parents/interaction with 

official’s issues etc. 

What is the enjoyable part of your job? 

What kind of training would you like to get relating to this profession?  

 Future 

Any goal or wish in future, any new career? 
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Appendix E  

Modified Interview Schedule 

Category II. Semi Structured Interview Questions 

RQ 1. What are the professional and personal situations of the teachers which facilitate the 

process of becomming school heads in Khyber PakhtunKkwa, Pakistan? 

 Do you have any other work experience than teaching and administration? 

Reasons behind career 

How did you become school head? 

Did you want to work at this position? If yes, then Why? 

Were there obstacles in the process of becoming head of the school?  

How did you overcome those barriers?  

RQ 2. What kind of problems school heads encounter while in a leading role? 

 Have you taken pre-appointment training for school head role? 

How would you describe your experience as a school head?  

Were initial years of your present position challenging? If yes, then why?  

Would you like to share some of the difficulties you encountered in the beginning?  

RQ 3.  
How was the lead role managed by a school head? 

 How did you manage to deal with challenges in the initial years? 

Did you get help from colleagues and other school heads to solve issues related to your current 

position?  

Have you attended any in-service training organized for school heads in the recent past?   
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RQ 4. How do school heads perform multi-dimensional roles? 

 What strategies do you adopt to monitor teaching-learning situation in the classroom? 

What techniques do you use to maintain discipline, especially in teachers, in your school?   

What is your perception about the education office? 

What is the enjoyable part of your job? 

What is the difficult part of your job? That is student/teachers/parents/interaction with 

officials etc. 

What kind of training would you like that the government should impart to the perspective 

school heads? 

RQ 5 How do teachers perceive the change in their personal and professional identities after 

becoming school heads? 

 Identity  

Did your thoughts and feelings change with the changing role? 

Do you think that people around you behave differently now? How?  

Would you like to share any significant personal experience related to this change of role?   

Social 

How your relatives, colleagues, friends etc. think about your job? 

 

RQ 6. How does school headship affect the personal and social life school heads? 

 Family  

Do you try to strike balance between your current assignment and family life? 

What does your family think about your present job? 
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Do they have supportive role?   

Future related career plans 

Any goal or wish in future, any new career? 
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Appendix F  

Consent form for respondents 

CONSENT FORM 

The topic of the study:  

A Study of the Career Trajectories of School Teachers who become School 

Headmasters and Principals 

Ahsan Ur Rehman 

Ph.D (Education) Student  

Qurtuba University, KP, Pakistan 

I testify that I have studied the information sheet for the above mentioned study and have 

discussed the related questions with the researcher.  

I know that, in this study, my participation is voluntary and that I am free to withdraw at 

any stage of the study. 

I give my consent and agreement to be the part of the study and my privacy and 

confidentially will be maintained at every stage of this study.  

I extend my full agreement for interview to be audio recorded or to be written. 

I agree that the written transcripts will be shared with me in order to have respondents’ 

check and correction before publication. 

Name and Signature of Respondent                    Name and Signature of the researcher                           
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Appendix G  

Extracts from the interview with a male school head with showing an 

illustration of data reduction and analysis and identification of sub-

themes 

  I: How did you become school head? 

By choice 

 MR.09: My father was a school teacher. My father wanted me to be a teacher and I had 

the same intention of joining teaching profession. Before joining teaching profession, I was 

on job in a government office. That job did not match my temperament so I left it. It is 

really charming to me that a lot of students sit before me and they carefully listen to me. I 

really like this situation. It is a very enjoyable act for me. That thing brought me in the 

teaching profession. I had natural tendency for the teaching profession. Therefore, I came 

to this profession by choice. I entered the profession as an untrained teacher in 1994, then 

became SST (to teach science subjects). In 2001, through Public Service Commission, I 

got the role of school head.  

I: Have you taken pre-appointment training for the school head role? 

No Pre-service training for school heads 

 MR.09: No. There was no such kind of training. Still there is the same situation. 
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I: How would you describe your experience as a school head? 

Change of attitude and thinking 

MR.09: When I was teacher I thought about the things which were not related to teaching 

as useless. Like office work and other co-curricular activities etc. As I came into the role 

of head my previous thinking and attitude changed completely. There are something more 

which are also important, and teacher and school head can contribute through different 

ways in the grooming of students.   

I: Were initial years of your present position challenging? If yes, then, why? 

Nervous and tense  

MR.09: I was nervous in the beginning as a head, but I started to work. I developed my 

stamina. I struggled a lot in the start, but being a head at different schools gave me enough 

stamina to build my confidence and experience level to perform my role effectively.  

I: Would you like to share some of the difficulties you encountered in the begininig? 

Problems in the role socialization 

MR.09: I faced the following problems when I came into this role: 

Problems relating to office management, financial matters, drafting, budgeting and how to 

use school funds. 

Dealing with the most senior staff was also a problem for me and especially dealing with 

senior teachers.  
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There was and is general laziness in the system of education that is also exists at school 

level. 

How to activate the staff and teachers for effective teaching-learning process was and is a 

‘hard nut to crack’. 

Interference from community elders to pass failed students, to enrol students in classes for 

which they were not suitable.  

I: Have you attended any in-service training organized for school heads in the recent past? 

Flaws in in-service school heads training process 

MR.09: I have attended in-service training relating to financial management. Those 

training were good. But I have forgotten all of them. New rules and proformas are coming 

every year, so the acquired training get useless and cannot be effectively implemented. So 

I request that such kind of training should be arranged on regular basis after 6 months of 

interval, in order to be upto date about new changes. 

I: What strategies do you adopt to monitor teaching-learning situation in the classroom? 

Monitoring teaching-learning process and the required training for school heads 

MR.09: I lead from the front. I set first myself as an example to others. I have some kind 

of understanding about almost all the subjects that are taught at school level. I can easily 

evaluate a teacher and his teaching-learning process. I cannot be deceived by teachers as 

for as subject matter is concerned. I am the the jack of all traits. The subordinates look for 

weak points in a head, which they exploit. The subordinates judge the head and act 
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accordingly. But I do not have such spots. I also teach in classes so I am in touch with the 

students. I try my best to remedy their problems and grievances. This can be done when 

you are in touch with your school students. I visit to classes regularly. I have class 

assessment report proforma through which I observe and evaluate the classroom teaching 

of teachers. I have focus on my role completely. I give time to it. Change comes through 

your dedication and hard work. Just taking round is not enough, you have to check that 

what is really going on in the classroom. I have a students’ assessment register in which 

full academic record and behavioral issues are recorded of each student which are used for 

future references. I follow formal record keeping system of teachers and students. School 

heads must be trained in this process effectively since this is their prime responsibility. The 

schools where I worked as a head performed high at Quality Performance Indicator (QPI), 

some of the schools topped Peshawar district and one school got second position in quality 

education and better performance at BISE level.  

I: What techniques do you use to maintain discipline, especially in teachers, in your school? 

Managing school staff/ leading a team 

MR.09: Personally I keep distance from teachers i.e. I interact with them seriously and to 

the point. I observe office decorum and I am very formal in school matters. My office is 

not the place of gossip. It is formal place, it must be respected. This makes great impression 

upon the whole staff as far as discipline is concerned.  

I lead from the front, setting himself as an example. I daily receive my teachers at the gate 

in morning time. This also brings positive impact on teachers to be disciplined.  
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I treat every teacher according to the merit and situation. Sometimes, I take actions if verbal 

warnings do not work. But all these things need consistency only. Through these strategies 

my staff has reformed itself.  

I: What is your self-perception about the present role of being school head? 

Self-Perception 

MR.09: I came by choice, I like my role and I am satisfied of my role. I feel proud, honored, 

and prestigious in this role. The people give me great respect in this role.  

I: Do you try to strike balance between your current assignment and family life? 

Work and family relationship: Balance and imbalance game 

MR.09: First of all you have to make your impression i.e. to show others that what are your 

priorities? So I have made priority my job and head role. So my family understands this, 

my family has accepted this and sometimes my personal family issues are affected due to 

my job. So I have made my image to family that my priority is my head role.  

I: What does your family think about your present job? 

Positive perception 

MR.09: My children get positive feedback from their friends and relatives about my role, 

so they feel proud of my role. 

I: What is the difficult part of your job?  

Lack of staff cooperation 
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MR.09: When my message is not received by staff properly, and not received positively, 

after my constant and repeated clarity. That frustrates and hurts me a lot. But I implement 

my message with dedication, commitment and honesty for the betterment of school and 

students.  

I: What is the enjoyable part of your job? 

To bring positive change in school 

MR.09: The most enjoyable phenomenon for me is ‘change’. When as a head I bring 

positive change, change in the behavior of my staff, change in school. I feel proud when 

my efforts are reflected in the form of change that I really enjoy and get a sense of 

satisfaction. When you enjoy your role you will feel no burden and face all difficulties 

happily.  

I: What kind of training would you like that the government should impart to the 

perspective school heads?  

The required training for school heads 

MR.09: The new heads must be trained in: 

i. Financial and administrative matters,  

ii. How to carry out effective assessment of students, teachers, and class-4 

employees. The head has to diagnose the problems for proper solution, so 

head must be trained in this area. I have this process in place in my school.  
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Appendix H  

Extracts from the interview with a female school head with showing an 

illustration of data reduction and analysis and identification of sub-

themes 

I: How did you join school teaching? 

The impacts of socio-cultural factors on female education and job related decisions 

FR. 02: I belonged to a middle class family. We were nine sisters and a brother living with 

my father and mother. My parents supported my education for the sake of education not 

for job. When I completed my twelve years college education, I wanted to join engineering 

college. I might have been able to get admission in engineering college since my grade was 

good enough for admission. But here social stereotyped mind set blocked my career choice. 

My father stressed me not to join engineering college since that was considered male 

specific job, He used to say what the people would say. So I quit that intention. I continued 

my education till university level and did masters in Maths. In our society teaching was 

considered a suitable job for female. So I joined a private school as a school teacher. My 

father supported me in choosing teaching as a career.  

One day my brother brought Public Service Commission form for the posts of 

female Subject Specliaists (SS) in Elementray and Secondary Education Department. I 

filled that form and within one year I got the job as a school teacher. My father and brother 

encouraged me to join the post, though I was not interested in that job. After that I made a 
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career in school teaching. After taking charge of teaching profession in a public sector 

girls’ school, British Council of Pakistan announced scholarships for females in Masters in 

Education (M. Ed) in England. I applied and ultimatley got selected. I went to England for 

Master in Education. That was really a good expereince in term of professional 

development and broadening of my perception about the outside world. While I was in 

England, I got engaged, without my consent and approval. This is a tradtional system in 

Pakistan where girls are not usually consulted or taken in confidence about their marriages. 

Women normally accept the decision that might have been done by father, or elder brother 

or male guardian of home. When I came back from England, I got married.  

I: How did you become school head? 

Becoming a school head 

 FR. 02: As I mentioned that my entry into the education department came as a school 

teacher. The system of promotion in the education department is that a school teacher is 

promoted to the school headship position on the basis of seniority and academic and 

professional qualification. I served about fifteen years on the school teaching post, then 

through departmental promotion based on the seniority and academic and professional 

qualification I was promoted to the girls’ high school headship. So I became school head 

through departmental promotion.  

I: Did you take pre-appointment training for the school head role?  

No Pre-service training for school heads 
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FR. 02: There has been no pre-appointment training program for the newly appointed 

school heads. We use our school based experiences about different aspects that how a 

school can be run.    

I: How would you describe your experience as a school head? 

Being Responsible 

FR. 02: Leading a school is a responsible job. You would be responsible to teachers, 

students, parents and to the education department in different capacities. This job demands 

boldness so I take bold decisions especially in financial matters to spend money for school 

welfare.  

I: Would you like to share some of the difficulties you encountered in the begininig? 

Problems in role socialization 

FR. 02: As I became girls’ high school head I encountered different kinds of problems. The 

most worrying problem was and still is the financial management of the school, where most 

of the school heads are weak in this area. The second problem I have been facing from the 

school community, when their daughters get low grades or got failed in the annual exams. 

The third problems are related to the damaged infrastructure of my school. The building is 

small in size, there is shortage of basic physical facilities. There is also shortage of female 

school teaching staff, this has created a big problem for me in terms of teaching-learning 

process. The clasrooms are overcrowded, having no more capacity for more students. The 

students are now sitting in verandas, but still governments want to enrol more and more 
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students. This has overloaded the female school staff. In such problematic situation, I 

cannot utilise the potentials of my teaching staff. I feel stressful in such conditions.  

I: How did you manage to deal with challenges in the initial years? 

Learning to lead 

FR. 02: Before becoming full school head, I worked as a Vice-Principal in a public sector 

girls’ higher secondary school. There I got the opportunities to learn a lot. I had been under 

the supervision of a most senior female school head who guided me in different areas of 

school leadership. That experience helped me a lot to manage my leading role. I also 

consulted and discussed problems with my colleagues who had experience in school related 

issues, I consulted senior school heads in different leadership issues, I consulted and took 

guidance from the clerk of the school. So I used all the available help to inform my school 

leading role.  

I: What strategies do you adopt to monitor teaching-learning situation in the classroom? 

Monitoring teaching-learning process 

FR. 02: As I mentioned that the classrooms of my school are overcrowded, there is shortage 

of some basic physical facilities. There is shortage of female school teaching staff, which 

has been negatively affecting the teaching-learning process. Despite all these problems, I 

have divided the school academics in three terms, at the end of each term exams are 

conducted. We arrange regular parents’ teachers meeting in order to discuss students’ 

academic and other related problems. I do teachers lesson observation as I take rounds 
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several time in school hours. The teaching staff of my school perform well in terms of 

students’ academic achievements.  

I: What is your perception about the education department? 

Perception about education office 

 FR. 02: My perception of the education department is not so positive. Most of our 

problems are not solved by the department. I have worked in the education office on 

deputation, I know the whole internal affairs of these offices. The shortage of physical 

facilities, overcrowded classrooms, and the shortage of teaching staff are the problems that 

should have been solved by the education office. There is problem in quality teaching-

learning process in the public sector schools. We feel helpless in different areas of school 

administration and education department is doing nothing.  

I: What is your self-perception about your leading role? 

Self-perception  

FR. 02: I feel proud of being in the school leading role. I am fully satisfied of my role. The 

society is giving great respect in this role. This respect is the great asset for me.  

I: Do you try to strike balance between your current assignment and family life? 

Imbalance between work and family responsibilities  

FR. 02: It is really regrettable that due to my job-school headship-my home has suffered. I 

did not pay the much needed attention and time to my home. If you are in this leading role, 

it becomes difficult and often impossible for you to maintain balance between both the 

roles. I feel burden and tensed in this regard or having got health problems. My social 
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interaction is limited due to this role. I feel guilty of being out of my relatives social 

gatherings, and so my relatives get angry over this. And the people complain about my 

absence from social functions. I think home is the right place for women to be there. This 

job gives me less time for home and family, therefore, I often use readymade food and 

clothes. In this way no saving from my salary. On one way I earn and on other I spend so 

no gain but a lot of pain. Some women say that they maintain good balance between work 

and home responsibilities, I say how? 

I: What does your family think about your present job? 

Family support and perception 

FR. 02:   My family is really cooperative with me in my job related issues. My husband is 

cooperative. He has given me full freedom and choice whether to continue the job or take 

retirement. My three daughters feel positive about my job. They take me as a role model 

in terms of education and school headship.  

I: What is the difficult part of your job?  

Difficult part of the role 

FR. 02: The most difficult part of my job is having limited powers. This has created great 

problems for me to do small things and changes in my school. We have to take permission 

from the education office even for minor things. That is really frustrating in this role. This 

is the most difficult area of my job where I feel powerless. We are held responsible, but 

responsibility must be backed by decision making powers, which we, the school heads, do 

not have unfortunately. This is the tragedy with the system.   
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I: What is the enjoyable part of your job? 

Enjoyable part of the role 

FR. 02: The enjoyable phenomenon for me is teaching, I like to teach.    
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Appendix-I 

Selected Profiles 

Profile One - FR: 01 

  I  belong to a middle class family in a faraway area from Peshawar city. I have a mother 

and three brothers. My father died when I was a child. I am the youngest of all my siblings. One of 

my brothers is educated and has a job in college teaching, the rest are uneducated. When I was in 

grade 6, my brothers stopped me to atttend school. That duration lasted for about a month. I used 

to stand at my home door step, watching other children going to schoool and thought why I was 

not going to school. The reason behind that was my brothers’ resistance to my education and the 

socio-cultural realities in Pushtoon society, where there was generally negative perception-girls 

become rebellious, and get morally corrupt that cause shame for the whole family-about females’ 

school and college level education.  

My mother convinced my brothers to let me to attend school so after one month break I 

was allowed going back to school. As I reached to grade 9, once again my brothers showed 

resistance to my education. Again my mother came in and pervailed over my brothers and at the 

same time I myself showed courage to stand against the resistance. I continued my education till 

grade 10. After completing school level education that was upto grade 10, I thought that now it was 

the end of my education since there was no concept and culture of college level education for girls 

in my locality. I mentally accepted that reality and stopped to think about further education.  

After sometime, one of my brothers who had been in teaching profession came to home 

from another city, he asked me about my further education. I narrated the whole story of my 

education till grade 10 before him, and the struggle I had encountered during the process.  Because 
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of that brother motivation I got admission in a girls’ college as a result I ultimately completed my 

twelve years of education. There were no further higher educational institutions for girls in my 

locality. The only option was I had to go to big city like Peshawar. That was not acceptable to my 

brothers, and the negative atittude of society toward female college and universtiy education was 

also a big hindering factors. So the rest of my education was private i.e distance education and I 

got Bachlaor of Arts (BA) degree at university level.  

After completing my university degree I chose to take a teaching certificate to join female 

school teaching. Though I did not want to join teaching profession, but due to socio-cultural 

realities I had no option but to choose teaching at school level. For Certificate of Teaching (CT) I 

had to go to a big city Peshawar. Here again my mother helped me. She used to accompay me in 

travelling from Charshada to Peshawar for about one year. During the whole process, I had to 

struggle and bear different pressures. As I completed my  Certificate of Teaching (CT) course, I 

started teaching in a private sector girls’ school. That job had no security so I left that and later on 

I got job on the basis of Certificate of Teaching (CT) in public sector girils’ school in 1987. During 

my service I got Bachlar of Education (B. Ed) and Master of Education (M. Ed) degrees.  

I had strong self-confidence, but due to my brothers and family resistance to my education 

and job I was tormented and it suppressed my self-confidence. After taking charge of my teaching 

role in public sector school, a few month later I got married. Luckly the man I got married with 

gave me great moral and emotional support which enabled me to recover the lost self-confidence. 

He had positive perception about women education and teaching profession as well. We both had 

very good mental understand.   

 After a few year I got two daughters and a son. In the meanwhile my husband died. That 

was a big shock for me-the losing of a friend and life partner after my mother. Now I was alone 
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having small kids. In initial years of my school duty the school where I was posted was far from 

my home. Travelling to such a long distance was a stressful exercise for me especially to reach 

home on time. I used to travel in public transport that was not comfortable for females. Sometimes 

I used to take lift from the persons who had their own vehicles.  I used my will power and 

determination to manage. That was really a period of huge mental and physical struggle for me.  

After ten years of teaching career at Middle School level, In 1994, on the basis of merit, 

and professional qualification I was promoted to the upper cadre of school teaching as a Secondary 

School Teacher (SST) , as a result I became head of Government Girls’ Middle School (GGMS). 

In 2013, on the basis of seniority and professional qualification,  I was again promoted to the upper 

cadre of headship role of Girls High School (GGHS). I have been in the present leading role for 

about three years. The school I am leading now is located in multicultural urban area. The total 

strenght of the girl-students is 750, teaching staff is 14 and non-teaching staff is 4. I feels proud of 

this role. I am famous for professionalism and leading qualities. That’s why I am respected and 

trusted in education department. For me leadership is for positive change and when I bring change 

that is my enjoyable part of leading role. My future wish is to have administrative deputation post 

in education office. 

Profile Two - FR: 02 

I belonged to a middle class family. We were nine sisters and a brother living with my 

father and mother. My parents supported my education for the sake of education not for job.  When 

I completed my twelve years of college education, I wanted to join engineering college to study in 

professional college. I might have been able to get admission in engineering college since my grade 

was good enough for admission. But here social stereotyped mind set blocked my career choice. 

My father stressed me not to join engineering college since that was considered male specific job. 
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So I quit that intention. I continued my education till university level and did masters in 

Mathematics. In our society teaching was considered a suitable job for female. So I joined a private 

school as a school teacher. My father supported me in choosing teaching as a career.   

I taught in that school for about a few month. Once my brother brought public service 

commission form for the post of Subject Specalist (SS)- a school teaching post. I filled that form 

and within one year of test and interview process I got recommended for the job. Still I was hesitant 

to join the post, because I am and was against women job since my college days. But my father and 

brother encouraged me to join the post. Then I joined the post and started career in school teaching.  

After taking charge of teaching profession in a public sector girls’ school, British Council 

of Pakistan announced scholarships for females in Masters in Education (M. Ed) in England. I 

applied and ultimatley got selected. I went to England for Masters in Education. That was really a 

good experience in term of professional development and broadening of my perception about the 

outside world.  While I was in England, I got engaged, without my consent and approval. This is a 

tradtional system in Pakistan where girls are not usually consulted or taken in confidence about 

their marriages. Women normally accept the decision that may have been done by father, or elder 

brother or male guardian of home. When I came back from England, I got married. Now I have 

three daughters who feel proud of my role being the head of an institution.  

In future, I will get retirement and will focus on my home and daughters, which I have 

neglected for a long time. My personal view is that the government should reduce women service 

duration up to 50 years of age, in order to relieve them for home responsibilities. Or women total 

service duration is to be reduced to 25 years. I have been in this profession for about twenty, 

according to my experience when women get near to fifties they start to lose their stamina. Here 

retirement is better than continuing the job. Let the new and young people should be given the 

chance to bring some innovative changes in the school system.  



283 

 

  

 

Profile Three - FR: 09 

I belong to District Nowshara. My mother was an educated woman. She helped me a lot in 

my education and extended me full support and freedom to choose the profession I liked. It was 

1985, when I was in 4th year B.Sc student in girls’ college, I got married with a physics college 

lecturer. The rest of education I did after my marriage. I completed Masters in Chemistry in 1991 

and later I did a diploma in Bachelor of Education (B.Ed). My husband was a physcis lecturer in a 

Government College. He was an open minded person. He supported me a lot in my education and 

family responsibilites. My father-in-law was also supportive to me. Both said to me that it was my 

choice to join the profession which I liked. I was lucky that I got support from my mother, husband, 

and father-in-law. So I faced no social or any other kinds of hurdles which normally girls face while 

choosing the education and later on in their careers.  

After completing my university education, I applied for teaching job in different 

institutions. I got selected as a lecturer in Higer Education, which I left; then I was selected as a 

Lecturer in Agricultural University. I left that job also. The reasons behind not joining teaching job 

in Higher Education was that that job did not match my personal temperament. Later on I applied 

for school teaching, and I was selected as a Subject Specialist (SS). I taught for a few years at 

school level. Before taking the charge of school head role, I went to England to get Master of 

Education (M. Ed) Degree in Educational Policy and Planning. That was really a useful experience 

in terms of professional development. Here I discovered my self that school was the right place to 

have career within. In 1998, I became girls’ school head for a short period. 

The department of education sent me on deputation as a Assistant Director in Education 

Office. Being Assistant Director in Education Office, I got a lot of inside experience about the 

public schooling system. I observed the policy formation and execution system closely. After a few 

years I came back to the school head role. There was no pre-appointment training for school head 
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so having enough experience at office level enabled to be at ease in the leading role of a school. If 

any problem arose I used to take guidance from my husband in area of teaching-learning process 

and in financial matters from my father-in-law. Besides it, my colleague-Aalia and her husband 

helped me a lot. I think that for a leader of an institution consultation is better than committing 

blunders. 

The difficult part of my role is to convince the parents to send their daughters to school. It 

is difficult for me, since the people of my area are poor. And bringing poor to education is difficult 

tasks for me. A lot of parents come for school and exam fee concession, which I cannot help them 

so I feel sad at the poverty of my girl students. In future, my plan is to be in the school leading role 

and ultimately get retired.  

Profile Four - MR: 15 

I got my early school education in a village called Meani, of Sawabi district of KP. I feel 

proud that I got educated from the village environment which is normally not conducive for 

education. The whole credit goes to my parents who arranged for us a very conducive, peaceful 

and cordial environment at home. I might not be able to study further but the home environment 

really helped and motivated me to study further. I am very grateful to my parents in this regard. My 

mother was grade-4 educated house wife and she had proud of that education. She played important 

role in my education. She on daily basis used to check my school work, and had close supervision 

and interest in my educational career. She used to ask from my school fellows about my school 

activities, attendance and behavior in school. My father had a job in Pakistan Railway. He, after 4 

or 6 months, used to come to my school for meeting with my teachers to inquire about my academic 

performance.  
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After passing grade 10, from Government High School, I got admitted in Government 

College Mardan, since my father had job at Mardan so I went from my village to Mardan for further 

study at college level and used to stay with my father. My father wanted me to study natural 

sciences since one of my elder brothers was a doctor in health care. In those days most of the people 

wanted to become doctors in health care or to be engineers. But I was not mentally prepared for 

that, my mind was not picking up the natural sciences concepts and theories. I wanted to study and 

go to economics and commerce line, but due to my father insistence I took admission in Faculty of 

Science (FSc) medical, and after two years of study I got low grade. Here my father realized that 

my son is not interested in this faculty. Then my father gave me freedom to follow my own interest 

in educational career. Since FSC, I was interested in the subject of economics and therefore later 

on I studied economics at BA level. Then I did masters in economics. So my educational journey 

is full of ups and downs.  

I wanted to continue my study further and wanted to do M.Phil in economics, so I preferred 

Quaid-e-Azam University, Islamabad and was about to take admission in economics department 

for higher studies, but my mother stopped me from further education. She wanted me to get marry. 

As I did my master in economics and my mother stopped me from further education. In the 

meantime, the banking commission advertised the posts for the State Bank of Pakistan. So I applied 

with great zeal. But it was shocking for me that when I studied the syllabus of the banking 

commission, it was consisted animal and plants kingdoms tops. I applied but did not take the exam 

I knew that I would not be able to pass it.  

Next year the bank advertised more posts, but I did not apply on the basis of previous 

experience that the syllabus would consist of science tops. But later on someone told me that 

science tops were removed from the syllabus and that most of the syllabus was consisted economics 
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and commerce topics. This broke my stamina and zeal and turn came in my attitude and career 

choice. After this I started to think about joining other professions.  

In my village there was a leave vacancy in Government High School. The principal asked 

me to come and teach. So I started teaching for about three months in that school. Here I made my 

mind to join the school teaching. So in 1992, I applied for the post of CT and got selected for the 

Middle school teaching. Later on the Provincial Public Service Commission advertised posts for 

Subject Specialist (SS). After the test and interview process, I finally jointed the SS post in August, 

1996.   

In 1998, I went to England where I got very rich experience and my perception about my 

role of being a teacher and school head got changed completely. What I learnt is that when you are 

a head you should bring out the positive qualities from an individual and utilized them for the 

benefit of whole organization. In 2009, on the basis of seniority and academic and professional 

qualification I was promoted to the school head position. Leading a school is very responsible job 

and needs stamina and good approach. My approach in this regard is to capitalize on the positive 

qualities of the staff members and utilized them for the benefit of the organization. I think there are 

minimum negatives in humans. I have natural tendency to bring out positives from people. With 

this approach I have been performing my role.  

 

 


