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ABSTRACT 

Title: Relationship between Managerial Practices of the Heads of the 

Educational Institutions and the Organizational Citizenship 

Behavior of Teachers 

Pages: 218 

Researcher: Inayat ur Rehman 

Year: 2016 

Degree Ph D 

  The purpose of this study was to examine the relationship between managerial 

practices of the head of educational institutions and the organizational citizenship 

behavior of teachers. The study was carried out to achieve three objectives: (a) To 

analyze the existing managerial practices of secondary school heads, (b) to study the 

organizational citizenship behavior (OCB) of teachers of secondary schools and (c) to 

investigate the relationship between managerial practices and OCB of secondary 

school teachers.  In order to achieve set objectives, following research questions were 

designed: 

1. How do heads of the secondary schools exercise their managerial practices 

with regard to Dominance, Influence, Steadiness and Conscientiousness?  

2. How do the teachers of secondary schools play their role in the context of 

Altruism, Conscientiousness/Generalize compliance, Sportsmanship Courtesy 

and Civic Virtue? 

3. What is the relationship between managerial practices of Secondary school 

heads and OCB of teachers? 
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The population of the study comprised of all (1618) Heads and (21780) teachers 

of Secondary Schools of KPK. Multistage sampling technique was used. There are six 

divisions in the province Khyber Pakhtunkhwa. Divisional headquarter of each 

division was selected as sample. From each district thirty four (Ten male urban, ten 

female urban, seven male rural and seven female rural) were chosen as a sample. In 

this way total sample for the study was 204 schools from six districts. For the purpose 

of collection of data two questionnaires based on five points Likert scale were 

developed, one each for heads and one for teachers. Questionnaires were distributed 

among head and three teachers from each school. Questionnaire for heads comprised 

of forty five (45) items covering necessary aspects of managerial skills and 

questionnaire for teachers also consisted forty five (45) items based upon 

organizational citizenship behavior. Data was collected by the researcher himself by 

visiting each and every sample school. The collected data was tabulated and analysed 

by using SPSS version 16. Mean, standard deviation, correlation, ANOVA and 

regression were used for analyses. Findings of the study show that at present heads of 

the institutions are using dominance, influence, steadiness and conscientiousness 

(DISC) model to some extent in an informal way and teachers are aware with 

different aspects of organizational citizenship behavior (OCB). The study also 

revealed that there is a strong relationship between managerial skills of heads and 

organizational citizenship behavior of teachers. On the bases of research findings, it 

has been concluded that the Heads of the secondary schools perform four basic 

managerial skills i.e. dominance, influence, steadiness and conscientiousness while 
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interacting with Teachers’ OCB, in order to execute different administrative as well 

as teaching tasks. At the end, the researcher made some recommendations.  
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CHAPTER 1 

INTRODUCTION 

Education, at all the times of human history, contributed significantly in 

development of every human society, transmitting the valued cultural norms, in 

preparing the individuals useful to perform the various important functions to 

maintain and develop the society. Furthermore, education has always been perceived 

as one of the most important activities in developing a society. With the beginning of 

the industrial era, the need to educate more people in order to fulfill the demands of 

trained human capital the nations formalized the educational process. So, education 

emerged as a very important sector of the developing economies and the governments 

established formal educational organizations to deliver the education. To run the 

organizations, various management styles and models were developed over the time 

and emphasis was made to improve the management practices in the educational 

organizations. 

Educational management has a very significant role in the operations and 

development of education system. With the ever increasing population, the education 

sector has expanded on a very large scale and the role of educational manager has 

become more challenging than ever. Educational manager is assumed to ensure the 

accomplishment of educational objectives and its work has become more complex. 

Secondary school management plays dual role in the education system. On the 

one hand it produces middle level work force for the economy and on the other it 

provides a pavement for higher education. Due to this role, secondary education has 
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significant importance for the development of the country. The quality of higher 

education hinges on the quality of secondary education. Secondary education is a 

stage where a student enters adolescence which is the most crucial stage of life 

(National Education Policy, 1998-2010). 

In this period of development, educational management demands 

professionalism, set standard and expertise, and the conventional policy makers in 

ministries, educational managers and head of the institutions are not prepared for this. 

If teachers are involved in the process of planning at the levels of institution, that may 

divert their attention from their prime responsibility of teaching. Recognizing this, 

many countries of world are trying to train potential teachers for the purpose of 

management (National Education Policy, 2009). 

Robbins, (2001) mentioned that Management is the process of coordinating 

and integrating work activities so they are completed efficiently and effectively with 

and through other people. According to Mathur, (2005) management is the act, 

manner or practice of managing, handing, supervision or controls the resources of the 

organization. Management in education system has tried to achieve maximum 

internal efficiency through decision making, determining priorities, implementation, 

use of available resources, monitoring and evaluation for quantitative expansion and 

qualitative improvement in education. The studies are evident that government could 

not develop any standardized training system for education managers in general and 

for heads of secondary schools in particular. The managerial practices exercised by 

the managers at secondary level are different from individual to individual. There is 

no uniform standard for educational managers in Pakistan as there is no formalized 
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system for education of head teachers in place and usually the head teachers are 

promoted on seniority cum fitness basis. Also, there are many functions in a school 

which are voluntarily performed by teachers and these functions are usually not 

considered the part of their job descriptions. But these functions are very important 

and contribute a major role in the effectiveness of head teacher and eventually of 

school. The performance of these additional functions by teachers is the exhibition of 

organizational citizenship behavior of teachers and it is related with many other 

things including the managerial practices of head teachers. 

1.1 Rationale of the Study 

Cordial relation between teachers and head of school not only creates a 

positive working condition but it has a very good effect on the learning environment 

for students. According to Shahzad, (2007) positive working condition is a key 

indicator of quality education. Creating a conducive learning environment is a joint 

responsibility of teachers and the heads of educational institutions. According to 

Sharma and Kamath (2006) extra role behavior (also called organizational citizenship 

behavior) of the teachers plays vital role in establishing good relationship between 

heads of educational institutions and them. Organizational citizenship behaviors 

might influence organizational effectiveness, because they enhance managerial 

efficiency, adapts to environmental changes, improves organizations ability to attract 

and retain the best people and obtain stability of organizational performance and 

organizational effectiveness (Organ, Podsakoff, & MacKenzie, 2006). But OCB 

might also influence organizational effectiveness by freeing up resources for more 

productive purposes, reducing the need to use scarce resources and improving the 
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coordination of activities (Organ, Podsakoff, & MacKenzie, 2006). A healthy and 

congenial relationship between the management and the organizational citizenship 

behavior of the teachers brings unexpected positive results. This results to the 

accomplishment of set objectives and brings harmony between the whole 

management and teaching learning process.   

1.2 Statement of the Problem 

Secondary education in Pakistan starts from grade nine and ends at twelve. It 

is the most important sub sector of the whole education system. It not only provides 

manpower for economic development but also acts as feeder for higher education. 

Secondary education is facing many problems in Pakistan like lake of planning, 

physical facilities, trained teachers, gender disparity, war on terror, availability of 

funds and corruption. These issues need serious attention from government for the 

development of secondary education. Besides political government the heads of 

government secondary schools can play a pivotal role in solving the above mentioned 

problems. Being responsible for implementing the policies the role of the heads of 

secondary schools has become crucial in the development of the institution.  It can 

only be achieved if institutions are managed effectively and the teachers working 

there in are volunteers and have the spirit to work collaboratively with co-workers. 

Most effective technique for creating cooperation and collaboration in schools is the 

inculcation of organizational citizenship behavior. 

The association between organizational citizenship behavior, organizational 

commitment, human resource management practices and leadership styles have been 

found by different researchers but their effect in educational institutions and OCB 



5 
 

related practices of teachers have not been explored to the required level. There is a 

dire need to know the relationship between managerial practices of the heads and the 

organizational citizenship behavior of teachers. Keeping in view this background the 

present study was undertaken to investigate the relationship between the managerial 

practices of the heads of the educational institutions and the organizational citizenship 

behavior of teachers. 

1.3 Objectives of the Study 

The main objectives of the study were:  

1. To analyze the existing managerial practices of Secondary School Heads.  

2. To study the organizational citizenship behavior (OCB) of teachers of 

secondary schools. 

3. To investigate the relationship between managerial practices and OCB of 

secondary school teachers. 

1.4 Research Questions  

1. How do heads of the secondary schools exercise their managerial 

practices with regard to Dominance, Influence, Steadiness and 

Conscientiousness?  

2. How do the teachers of secondary schools play their role in the context 

of Altruism, Conscientiousness/Generalize compliance, Sportsmanship 

Courtesy and Civic Virtue? 

3. What is the relationship between managerial practices of Secondary 

school heads and OCB of teachers? 
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1.5 Research Design 

This study aimed at finding relationship between managerial practices of 

the head of educational institutions and teachers’ OCB, therefore descriptive 

research methods for adopted to carry out the study. Two questionnaires one for 

the heads and second for the Teachers of secondary schools, were prepared to 

collect the data. Each questionnaire comprised of forty five items. Pilot testing of 

the instruments was carried out on 10 heads and 30 teachers taken from the 

population but not included in the sample. Validity was confirmed by the group of 

expert and reliability was calculated through Cronbach's alpha (α). Modifications 

were made on the basis of expert’s opinion and results of reliability. All one 

thousand six hundred and eighteen (1618) heads and twenty-one thousand seven 

hundred and eighty (21780) teachers of secondary school of KPK province was 

the population for this study. Two hundred and four (204) heads and six hundred 

and twelve (612) teachers were selected through stratified random sampling 

technique because the researcher wanted a comparison within the subgroups. 

Researcher personally visited all sample schools for the collection of relevant data 

because a very few teachers use email and response to posted material is not 

encouraging in Pakistan. MS-Excel and SPSS version 17 were used for data 

analysis. Mean, percentage, standard deviation, coefficient of correlation were 

used for analysis of data. Finding, conclusions and recommendations were made 

subsequently. 
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1.6   Significance of the Study 

The study will be of great interest for the policy makers and education 

planners, it will provide guidelines to managers for accomplishment of their 

assigned responsibilities regarding their different roles, i.e. planning, organizing, 

leading and controlling the activities, to increase efficiency of the institutions. 

The study will provide guidelines to the principals of Secondary Schools in 

Public Sector to execute their activities by applying DISC model. Resultantly, 

this will improve overall functioning of the secondary schools and particularly 

will lead to better learning environment of the institution. This challenging task 

of management demands to create an insight and vision to handle manifold 

matters i.e. institutional, personnel, financial, academic, office and classroom 

management including co-curricular activities. This study will also be of 

immense interest for the heads and teachers of Secondary Schools as: 

1. It will give an insight to understand the prevailing managerial practices 

and its relationship with the OCB of teachers.  

2. It will also help to understand the role of OCB of teachers to improve 

the effectiveness of school and how it’s related to different managerial 

practices.  

3. As our education system in public sector is heavily criticized for its 

quality in imparting education to students of deprived segments of 

society and besides this the governments has to spend a reasonable 

amount from tax payers money,  
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4. The need to improve the effectiveness of schools becomes the emergent 

as well as the important for our country.  

5. The recommendations of the study regarding the organizational 

Citizenship Behavior of teachers would not only be helpful for 

improving the schools’ quality, rather it would be of great help for the 

future researchers as well. 

    1.7 Delimitations of the Study  

Considering the time and resources available, this study was delimited to: 

i. Khyber Pakhtunkhawa Province. 

ii. Six districts (divisional headquarters) of the province Khyber Pakhtunkhawa 

ie D.I.Khan, Hazara, Kohat, Malakand, Mardan and Peshawar. 

iii. Government secondary schools both male and female. 

iv. The heads and teachers of the public sector secondary schools. 

v. DISC model of management.    
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1.8 Definitions of the Terms 

Altruism Willingness of a person to help co-workers. 

Conscientiousness Discretionary behavior through adherence to 

organizational rules and procedures. 

Conscientiousness/Compl

iance 

How we deal with rules and procedures set by others.  

These people are thoughtful and questioning; kind of 

private with analytical abilities and task oriented.  Main 

objective is to “get it right”. 

Civic Virtue Responsibility involving one-self in and being concerned 

about life of the company or organization.  

Dominance/Decisive This type of person is active and questioning. They like 

to be competitive and straight forward. They can deal 

with the problems and challenges effectively. They want 

to “get it done” by all means. 

GHS Government High School (School up-to grade 10)  

GHSS Government Higher Secondary School (School up to 

grade 12) 

Influence/Inspiring  Degree to which one influences the people towards his 

own thinking. This type of person is motivated, 

enthusiastic, lively, sociable and active.  

OCB Organizational Citizenship Behaviour (Extra-role 

behavior) 
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Steadiness/Supportive 

 

How one responds to the pace of surroundings. These 

people are thoughtful and accepting, patient and even 

tempered, accommodating. 
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Chapter 2 

 
REVIEW OF RELATED LITERATURE 

 
This chapter presents review of related literature which has assisted to produce an 

appropriate framework for the proposed study.  Reviews of academic concepts related 

contributions and empirical evidences provide comprehensive picture which helped in 

designing conceptual framework for this research study. This chapter is divided into three 

major parts i.e theoretical considerations, current management practices, rules, 

regulations and responsibilities of managers and related researches in the field. 

First part contains details with following subheadings; management, management 

styles, application of management styles, basic functions of management, functions of 

educational manager, DISC model of management common uses of disc model, 

organizational citizenship behavior and its elements and secondary education. 

Second part of the review of literature contains following subheadings; secondary 

education, current management practices, role and responsibilities of district education 

officers, role and responsibilities of school heads, job descriptions of school heads, job 

description of teachers, classroom management and financial management in education.  

While the third part of the chapter is related research in the field. 

2.1 Theoretical Considerations 

 Main focus of the study is to find the correlation between managerial practices of 

the heads and organizational citizenship behavior of the teachers. In this section 
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theoretical concept related to the managerial practices, DISC model, OCB and secondary 

education etc have been discussed.   

2.1.1 Management 

According to Hissom, (2009) management is the organizational process that 

contains strategic planning, setting objectives, managing resources, deploying the human 

and financial assets needed to achieve objectives and measuring results. Management 

also includes recording information and facts. Functions of management are unlimited to 

supervisors and managers. All member of the organization have some management and 

reporting functions as part of their job.  

Tein, and Martin, (2003) have explained the management in terms of goals 

achievement through following four major functions which are planning, organizing, 

leading and controlling. The above explanation of the term management indicates that it 

is a continuous process of goals achievement and knowledge of performing its major 

functions. 

(a) Definition of management 

Different writers have defined the term management differently. 

According to Wilirich, (2009) management is the process of designing and 

maintaining an environment in which individuals work together in different groups to 

achieve the predetermined goals effectively. Rue, and Byers, (2000) defined the term 

management as the science as well as art of getting things done through others. This 

definition emphasizes that a manager has to plan and guide the work of other people to 

achieve the predetermined objectives/goals. 
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Keitner, (2013) defined, management as a process of getting work done by and 

with others to achieve the organizational objectives in an ever changing environment. 

Fundamentally the management stresses the efficient and effective use of limited 

resources. One of the reasons for the failure of some managers to reach their full potential 

can be their inability to work with people, despite having technical knowledge and skills. 

Dwan, (2003) defines management as specifying purpose of agency, planning 

goals organizing people, finances, resources and activities; training, staffing and 

socializing employees; leading the organization and the staff; and controlling, 

monitoring, and sanctioning when needed. 

Certo, (2003) states that management is the process of reaching organizational 

goals by working with and through people and other organizational resources. The term 

management can also be referred to the individuals who guide and direct organizations or 

to a career devoted to the task of guiding and directing organization.  

(b) Educational management 

According to David and Barry, (2001) management of education is the process of 

learning values, attitude, information and skills to achieve the relation between resources 

and objectives. According to Monroe, (2004) educational management is a 

comprehensive endeavor that deals with educational performance. It is regarded as the 

pulsating side of education taking right from peon of the school to secretary including 

universities, colleges. It is concerned with human as well as material resources. In 

educational system human components consist of:  

(i) Administration  
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(ii) Parents  

(iii) Teachers and  

(iv) Students  

(v) Clerical and lower staff.  

Furthermore it also encompasses national and state level governments and boards 

of education etc. On the other hand when we consider material side of 

management it consists upon: 

(i) Buildings  

(ii) Grounds  

(iii) Finance  

(iv) Instructional material and supplies.  

Besides these there are rules, regulations and ideas which also play a role in educational 

management. The combination of these elements makes educational management.   

http://www.preservearticles.com 

According to Shami, Hussain and Waqar, (2007) Educational management as a 

process deals with the academic matters such as development and delivery of curriculum, 

conduct of examination, monitoring of classroom activities, appraising teachers, 

providing adequate feedback to teachers and creating conducive teaching-learning 

environment to improve the quality of education in schools. 

According to Shukla, (2005), the main responsibility of educational management 

is to provide leadership and ensure high standard of education, development, planning 

and performance management, managing and organizing staff and resources, managing 

the curriculum and promoting good relationships with parents and the community. 
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(c) School Management 

 

Government of Mauritius, (2009) the school, when we consider it as an 

organization, is a multifarious social system which converts available resources into such 

outcomes as students’ achievement and development. It therefore needs effective 

management. The manager should not satisfy himself with attending only to day to day 

matters but instead, he should also drive and lead the organization. 

 

2.1.3 Management Styles 

Goleman, (2002) suggested the following six styles of management. Coercive, 

authoritative, affiliative, democratic, pacesetting and coaching.  

(a) Coercive Style. 

According to Hackman and Johnson, (2009) in this style of management, the 

manager is creates an environment of terror, intimidating and demeaning his executives, 

roars at minor mistakes. The company’s top minds were destroyed not just by his 

unpredictable firings. The manager direct reports, subordinates are frightened by his 

fondness to blame the others of bad news. This style demoralizes the subordinates as a 

result the efficiency of the organization decreases continuously. 

Ahlstrom and Bruton, (2010) stated that the coercive style is most unlikely to 

work in most of the situations. It damages the climate of the organization. There is no 

flexibility at all. Decision making is extremely top-down which allows hardly any room 

for new ideas. Subordinates feel disrespected. Sense of responsibility is eliminated and 

they are unable to work by their own. They feel no or little accountability for 
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performance.  It also damages reward system. Many of the workers are more satisfied by 

work well done. The coercive style eliminates this type of pride. This style has nothing to 

do with motivation.  

He added that the coercive style can only be used in few cases but with extreme 

care when it is imperative such as during a turnaround or when a hostile takeover is 

looming. It can also be used in indisputable emergency like aftermath of fire or an 

earthquake.     

(b) The Authoritative Style. 

Hackman and Johnson, (2009) stated that with the vibrant, clear vision and 

enthusiasm are —the trademark s of the authoritative style. It acts like entrepreneurs, 

finding ingenious solutions to the problems. They further added that their research 

indicates that among six management styles, the authoritative is the most effective, 

driving up every part of environment. The authoritative managers are always visionary. 

They can motivate the subordinates by making it clear that how their work can be helpful 

in achieving the objectives of the organization. People working under this type of 

management what they do really matters. Authoritative management helps in maximizing 

the commitment to the work. Authoritative managers are able to frame the individual 

tasks within an ostentatious vision. They define the standards for the work. The standards 

for success and failure are clear to everyone. Similarly everyone working in the 

organization is clear about the punishment and rewards. The authoritative managers 

clarify the ends but in normal circumstances they give the people enough freedom to 

express, experiment, innovate and take calculated risks where necessary. While there are 
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many advantages of authoritative style it has some shortcomings as it contradicts many 

modern work environment which emphasize team work, shared decision making and 

group input. It is also ineffective when the team is highly experienced and motivated. It 

also increases manager dependence. http://ipbpartners.eu 

(c) Affiliative Style. 

White, (2010) stated that in affiliative style the managers build emotional bond 

with the others and create harmony. This style in the phrase can be translated as “people 

come first”. This style best works to reduce the differences between people/workers. 

Managers listen to the problems carefully and tries to solve these as well. It is also 

effective in keeping people motivated in stress or tense situations. Mangers take care for 

the staff. They look for whether they have all the things they need. They raise them for 

create order from chaos. This style derives flexibility. They trust each other and do not 

impose unnecessary strictures on how employees get their work done. People are free to 

work on their own will. They provide positive feed-back. They are expert at building 

good working relationships and sense of belongingness. 

Besides many benefits Goleman, (2002) also listed some disadvantages of this 

style. He states that its exclusive praise can lead to poor performance. A perception can 

be created that mediocrity is tolerable. Over reliance on this style can lead the group to 

failure. It may be used along with the blend of authoritative style. 
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(d) Democratic Style        

Jurgon, (2011) stated that democratic management can be considered as an ideal 

for an organization but that might not be achieved completely. When we move towards 

democracy some of the people may lose their advantages. He further added that time is 

needed to make people believe new leaders and followers roles. Chances of certain 

democratic solution may be applicable to certain social, economic and political 

organizations. In any case, one need not be a prophet to predict that the clamor for 

democratic management in organizations will not fall silent. For the success of 

democratic style certain mind set and training is needed. Every organization cannot get 

benefits from this style. Managers can use it for encouragement and motivation but 

decision making rests with the manager himself. 

(e) Pacesetting Style. 

 In this style of management the manager sets standards of performance for his 

subordinates. He not only sets standards for the others but sets example of his own by 

practically exercising upon these standards. He stresses on doing things faster and better 

and expects the same kind of attitude from the others working around him. He is quite 

decisive about the poor performers and wants them to improve upon it. If they fail to do 

so he does not hesitate to replace them with the people who can rise to the occasion. 

Theoretically one would think that it is the best working management style but when it 

comes to the practical it is not so successful. This style of management demands highly 

motivated, enthusiastic and hardworking people to meet the demands of boss, and the 

workers are not always able to fulfill his expectations. In the case as discussed in 
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previous line the environment of the organization becomes frustrating and demoralized. It 

is possible that the guidelines for working may be clear in the mind of manager but there 

is no guarantee that he/she might be able to explain them as he wants the work to be 

completed. He expects from the people that they should be well aware about what is 

really demanded from them. And if they do not understand what to do then they are not 

fit for the job. In this style the workers often feel that they are not trusted to work 

independently. They do not feel any responsibility and work becomes a burden for them. 

 In this style of management the pacesetter gives no feedback on the performance 

or jumps in to take over responsibility whenever they lag behind. On the other hand if the 

manager leaves, the rest become directionless as they are used to tale directions from 

others and not to make decisions by their own. The commitment level of the workers 

declines under the regime of pacesetter as they have no clue of how their efforts working 

for the achievement of organizational goals. In the nutshell pacesetting style has an 

important place in managers’ repertory but it is not recommended to use it often. In other 

words it should be used occasionally with care and manager should not make it his major 

style of management. It should be used along with the other styles. 

(f) Coaching Style 

 In the opinion of Greif (2007) this style of management is least used style. 

Managers are of the view that this is the era of high pressure economy which does not 

allow them to spare time and resources for teaching and grooming the workers. Coaching 

and training needs a lot of time and money. He further added that managers who ignore 
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this style consciously actually leaving a potent tool unused. This style of management has 

a very positive effect on performance of employees and overall environment of the 

organization. Apparently it looks very strange that this style has any relation with 

organizational progress because it stresses upon the development of the individuals and 

not on the task in hands. Despite the fact mentioned above research prove that coaching 

gets better results. It is due to the fact that when the employee feels that his boss cares 

about his work, he feels confident and thus does not hesitate to innovate and work even 

harder. And at last they get immediate and positive advice. Furthermore the continuous 

discussion explains the expectations from the employees. This obviously makes them 

more responsible and committed towards their work. This ultimately leads towards the 

organizational uplift. This style conveys a message that the manager has a firm belief on 

the abilities of employees, he is ready to invest in them, and in response he expects best 

of their efforts. 

This style can work effectively in many situations, but it can be most successful 

when the employees are willing, especially when they are aware of their limitations. 

Similarly the employees feel that coaching is not only in the benefit of organization but it 

also counts for their personal development. This will increase their value in the market. 

 On the other hand Renton (2009) explained that this style may be just wastage of 

resources and time if the employees, for whatever reason, are not intrinsically motivated 

for coaching and/or learning. And it fails if the manager/leader is not expert or groomed 

to lead them along. It is not imperative that a manager is a good coach. The situation 

becomes more complicated when it comes to the continuous performance appraisal. He 
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added that there are some companies which came to the conclusion that this style of 

management has a significant impact on the growth of organization. As a result they have 

started to allocate a handsome amount of money (out of the annual bonus) for coaching. 

But it is worth mentioning that this style is still to be used to its optimum level, because 

the companies and organizations do not see any immediate financial returns or benefits.           

2.1.4 Application of Managerial Styles 

 Furgoson (2007) stated that there is no single solution for the problem of 

management, same type of management may not bring the desired results in many 

situations. He argued that for successful management managers needs the mastery of four 

different styles particularly the autocratic, democratic, coaching and affilitive to produce 

best possible results. And the most effective manager is the one who has the ability to 

change his style according to the exigencies of the situation. 

Although it looks frightening but the research depicts for both the large 

enterprises and small corporations too, many of the managers successfully lead by 

autocratic style only. But this type of behaviors may not last longer. These can be 

successful for short term plans but for the long run, one has to mix different styles for 

effective management. To minimize the chances of failure the manager has to be more 

flexible with his styles. To achieve the results he should be delicately sensitive to make 

impact on the others. These types of managers have the ability to read the impressions of 

subordinates immediately. They can perceive that a good worker is demoralized due to 

autocratic behavior and he needs inspiration by acknowledging his services. Another 
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technique which a manager can exercise is that he may ask the employee about his 

aspiration and dreams or make the work more exigent. On the contrary the manager 

should be able to judge that the employee needs an ultimatum to improve or leave the 

organization    

Few leaders, of course, have all six styles in their repertory, and even fewer know 

when and how to use them. In fact, as we have brought the findings of our research into 

many organizations, the most common responses have been, “But I have only two of 

those!” and, “I can’t use all those styles. It wouldn’t be natural.” 

Table 2.1 Management Styles 

 

Management 

styles 

Features  Impact 

Autocratic  Likes to maintain control 

 Likes to tell those working 

under them what to do 

 Do not consult 

 Subordinates have to follow 

instructions 

 It is helpful in completing 

the task of urgent nature 

quickly and also where 

there is element of risk 

related to work 

 It may lead to decreasing 

creativity and/or resistance 

if employees have no 

input 

Paternalistic  Just like autocratic managers, 

much of decision making 

 Employees might feel 

valued but also frustration 
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process keep to themselves but 

with a caring attitude for 

employees 

when they are not 

involved in the process of 

decision making 

Democratic  Encourage employees 

participation  

 Shares information with team 

members 

 Opportunities are provided to 

team members to influence 

decision making 

 It may lead to the 

commitment on the part of 

team specially when there 

is a need of changes 

 Process of decision 

making becomes slower 

but employees are more 

likely to buy into/ support 

the decision 

Laisses 

Faire 

 Little or no decision from the 

managers 

 Subordinates are free to make 

decisions 

 It is useful in case if the 

team is highly skilled, 

committed trained and 

expert 

 It might lead to chaos 

because of no or low 

centralized control 

 Feedback and 

communication is needed 

on regular basis for this 

approach to work 

Source: https://www.rpi.edu/dept/advising/free.../management_styles.htm 

https://www.rpi.edu/dept/advising/free.../management_styles.htm
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2.1.5 Basic Functions of Management 

Stroh, Northcraft and Neale, (2002) have stated that management operates 

through five basic functions: planning, organizing, staffing, commanding and controlling. 

(a) Planning 

Shapiro, (2001) stated that it is process of establishing a need and then working 

out the ways to fulfill the needs within the available resources also determining the 

priorities along with keeping in mind the operational principles. Planning is a kind of 

thinking and preparation about the future, what can be done about it at present. It is not 

necessary that every-thing will go in future as it is thought or worked out but the proper 

planning leads to the alternate solutions too. 

(b) Organizing  

Process of making sure human and other resources have been put in proper place. 

According to Lamond, (2004) organizing is function of management in which the 

manager has to develop structure of the organization. He has to coordinate human and 

nonhuman resources to attain the organizational goals. Typically talking there is a chart 

or graph which represents the organizational structure, which also show that who reports 

whom. In recent years, however, social network analysis has become increasingly 

popular as a means of identifying who in the organization people consider to be an 

expert” and turn to when they need help. 

(c) Staffing 

 Manager determines the human resources needs of the organization. He has to 

recruit potential workers according to the job specification, demand nature of the work. 
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Different attitudes and behaviors are required for different jobs. He has to keep in mind 

that what kind of worker best suits the needs of the organization. It is a key factor for the 

success of the organization to have right man for the right job at the right time. Once the 

right man has been selected for the job the next stage is training. Manager determines the 

length and proper time for training according to organizational requirement. Training is 

for capacity building of the employees to whom the organization wants to retain for the 

longer periods of time. The manager revises and adjusts the quality and quantity of the 

human resources in the light of changing conditions and controlled results. He keeps on 

communicating and taking feed-back from the employment record of the workers. This is 

a two way communication i.e top down and bottom up. Manager informs the higher 

authorities about the staffing and training process.  

(d) Commanding 

 Determining what one has to do in a situation and getting to people to do it. 

According to Fielder, (2011) command is the power or authorities earned through 

position, rank, expertise or experience. It is nominating a person as in-charge of whatever 

happens.  He further added that the exercise of command encompasses the authority, 

responsibility, and duty to act. We have an alignment of command solutions to critical 

problems which can be expanded upon progresses. 

(e) Controlling: Checking progress against plan 
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Lamond, (2004) stated that the controlling function of management is to ensure 

that performance of the group is in accordance with standards. Controlling mainly 

comprises of three steps:  

 to establish standards for performance  

 To compare actual performance and standards 

 To take corrective measures if needed   

For effectiveness of controlling we require plans because these provide the 

necessary performance standards or goals/objectives. For controlling we also need to 

know that who is responsible for deviation from standards.  

 

2.1.6 Functions of Educational Manager 

According to Blasé, and Blasé, (2004) and Glickman, (Gordon, and Ross-Gordon, 

2001) there are following functions of educational manager. They can be accomplished 

and are of immense importance for educational managers in general and for secondary 

school managers in particular. 

These are: 

a) Establishment of instructional objectives for their institution. 

b) Provide conducive learning environment 

c) Managing instructional time (time management) 

d) Monitor and supervise the progress 

e) Continuous professional development 
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a) Establishment of instructional objectives for their institution. 

In the words of Shahid, (2009) to establish the instructional objectives is the first 

and for most duty of the educational managers. It is done in the begining of the academic 

year. These objectives provide an action plan for the whole year. According to 

Mthombeni, (2004)  educational manager/school head is responsible to formulate vision 

of the institute and convey it to all concerned and after that watch the progress about it. 

These increase the commitment of staff and can act as motivators too. 

b) To provide conducive learning environment  

Accrding to Khan, (2011) the main component of educational management is to 

provide conducive learning environment. It is to make sure that the learner is 

provided with the conditions necessory to learn. Khan, (2009) opined that school head 

has to act as instructional leader who is responsible for promoting the all students’ 

success through assurance of effective management of the institution. 

(c) Managing instructional time (time management) 

According to Khan, (2011) this function is concerned with the aspec of 

management of time in such a way that the shortage of time may not make any hurdle in 

teaching learning process . Khan, (2011) cited Hallinger and Murphy (1985) classroom 

management and teaching skills of teachers’ cannot be used to optimum level if it is 

disturbed by announcements, office’s requests and tardy students. Head of the school 

may control these practices by development and enforcement of policies. 
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d) To Monitor and Supervise The Progress 

In the words of Afridi, “Supervision is the process of bringing about improvement 

in instruction by working with people who are working with pupils” (2008, p.40). 

According to Sergiovanni, (2006) it is meant for the first hand contact of product with 

process. Supervision also plays an important role in teachers’ professional development. 

Classroom observation is very important for supervision and monitoring as described by 

Hopkins, (2001) classroom observations by the head of school are directly propotional to 

students’ achievements. To judge the efficiency of teachers the classroom observation is 

the best. Other means like teachers’ diary, tests and workbook etcmay not be as effective 

as real situation observation. Sergiovanni, (2006) suggested following questions to be 

answered  supervision and assessment of the teacher:      

1. What is actually going on in the classroom? 

2. What is the teacher and what are the students actually doing? 

3. What are the actual learning outcomes? 

4. What actions should be taken to bring about even greater understanding of 

teaching and learning and better congruence between our actions and 

beliefs? 

e) Training 

Christie, (2006) defined professional development as the ability to demonstrate high 

level of skill or expertise. Within the context of education, professional development is 

measured by teachers’ ability to effectively impact on their students learning. 
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 This function of instructional leadership provides teachers the necessary support, 

guidance and helping them in improving their skills and performance, in simple terms it 

is an improvement of teachers’ teaching skills. Professional development involves a 

change in the knowledge, behavior, understanding and attitude of group of peoples 

(Directorate of staff development, 2007) 

According to Kunwar, (2000) professional development is an integral part of the 

managerial practices of the school, teachers are always in need of professional 

development. Knowledge is increasing with every passing moment, so to keep the 

teachers updated and to improve their instructional skills, continuous professional 

development and trainings are very important for them. In the words of Sigford, (2006) 

professional development increases content knowledge of teachers, helps them in 

prearation of classroom assessment tools and techniques and provides them isntructional 

strategies. 

2.1.7  DISC Model of Management 

The foundations of DISC model were laid by a psychologist named William 

Moulton Marston. He worked upon DISC for the first time. Marston identified what he 

called four “primary emotions” and associated behavioral responses, which today we 

know as Dominance, Influence, Steadiness, Conscientiousness. Later on most of the work 

on DISC model was carried out by Dr Robert Rohm who developed inventories based on 

the theory of Marston. Everything DISC application library (2008) Marston never used 

his theory to label individuals as a specific “type.” But he did believe that each person 

projects a greater intensity and frequency of the behaviors of one or two of the styles. 
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Marston thought that by understanding how our normal emotional responses adapt to the 

demands of people, situations, and societal expectations, we could evolve into healthier 

people who were better-equipped to realize true happiness in our personal and 

professional lives.  

 

Source http://www.justunittrust.com 

In the above model it is reflected that the people and task both are interrelated. A task 

can’t be performed without people and people the people can’t be assessed without assigning 

them a task. Since dominant and conscientious people are task oriented on the hand influential 

and steady are people oriented. Similarly dominant and influential managers are active while the 

conscientious and steady are relatively passive.   
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Table 2.2 Explanation of the DISC model  

 

Source: http://mariannemiller.com      
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The DISC model is based on two very basic dimensions of human nature. The 

vertical dimension is often described as the “active-reflective” dimension. People who 

tend toward the top of the circle (i.e., the D or i styles) are usually active and fast-paced. 

They’re more bold or adventurous than the average person. They tend to be assertive and 

outspoken. At the bottom of the circle (i.e., the S or C styles) are people who tend to be 

more thoughtful and reflective. They have a moderate, calm pace and are more cautious 

by nature. Consequently, these people can come across as soft-spoken and self-

controlled.  

(a) Dominance  

The “Dominating” person loves challenges. Some regard him as being 

inconsiderate, and he is very competitive. He has respect for those who can win even in 

the face of very poor odds, and he contributes his best efforts when he has authority and 

responsibility. He sets himself high targets and wants his authority to be accepted and 

taken seriously. If he has no challenges facing him, he is liable to “rock the boat”. The 

“Dominating” person often works very long and diligently. In fact, challenges bring out 

the best in these persons. http://ipbpartners.eu 

Wiggins (1991) in their intercourse with others, the “D”s are normally immediate, 

direct and straightforward. They say what they mean and mean what they say. They can 

be brusque, even sarcastic, but they do not bear a grudge. They flare up easily and they 

come easily into discussion with their colleagues. They take it for granted that others look 

up to them, they like taking the lead and being in the limelight. If they are not the centre 

of attention, they can well become offensive. They easily hurt others’ feelings without 
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being aware of it, and particularly like being praised, although at bottom they are 

egoistic. The “Dominating” person is normally an individualist who goes his own way 

and is self-sufficient. They can be tyrannical and disregard others in order to achieve their 

goal. They do not worry too much about rules and promises, and can be excessively 

critical and judgmental if people or things do not live up to their expectations. Once they 

have said what they want, they often forget what they have said. They normally want to 

enter an organization with a view to achieving a particular result, rather than to take part 

in social activities. 

(b) Influence  

Smith, Craig and Lazarus, Richard, (l992) stated that the persons of “Influence”-

style are outgoing, persuasive and usually optimistic. As a rule, they see something good 

in every situation. They are chiefly interested in people, their problems and activities. 

They are willing to help others with their tasks and also to accept others’ help with their 

own tasks. In this way, the “i” tends to lose sight of the commercial perspective, but 

others appear to be very accommodating towards him or her. They enter an organisation 

because of the concomitant social activities. “Influence”-people easily make new 

acquaintances. At first meeting they address others by their first name and adopt the 

warm and direct attitude of life-long friends. They claim to know an incredible number of 

people and like to bandy names about. The “i”s tend to superficiality and can change 

sides in an argument with no apparent sign that they are aware of their inconsistency. 

They often draw premature conclusions and act from emotional motives. “Influence”-

people make general decisions based on a superficial analysis of the facts, and their trust 
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in and acceptance of other people leads them to misjudge others’ abilities. They feel that 

they can persuade and motivate others to act and be as they wish them to act and be. This 

person works well in surroundings where it is important to empathize with others. Public 

relations and promotion are areas where they naturally feel at home. As they are not 

much inclined to destroy the “pleasant atmosphere”, they can find it difficult to make 

demands or give an objective response. 

http://ipbpartners.eu/public/artikkel/DiSC_theory__background.pdf 

(c) Steadiness 

Steadiness has been defined by wiktionary as the state of being steady or the 

degree of stability. It is the consistency of any person to repeat the behavior time and 

again, predictability of behavior. Steadiness of the manager has an immense effect on the 

performance of workers because they always know the liking and disliking of their 

boss/head. They also know what will make him happy. In the DISC managerial style it is 

the third of the four factors and is abbreviated to 'S'. As its name suggests, those who 

show a high level of Steadiness take a measured, steady approach to life. They are patient 

and undemanding, often showing sympathy for and loyalty to those around them. 

According to Higgins, D.M. (2007) Steadiness is relatively rare in comparison with the 

other three factors. While Dominance, Influence and Compliance are evenly spread 

throughout the population, Steadiness tends to appear less frequently. This is perhaps 

because the unassuming, amiable behavior associated with this factor tends to be less 

valued by society than those connected with the other three DISC factors. When 

http://ipbpartners.eu/public/artikkel/DiSC_theory__background.pdf
http://en.wiktionary.org/wiki/steady
http://en.wiktionary.org/wiki/stability
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Steadiness does appear in a profile, it is more common to find it accompanied by high 

compliance than standing alone. 

According to Dewitt, and Schouwenburg, (2002) there are a number of strengths 

linked to the Steadiness factor. People of this kind are patient and sympathetic listeners, 

with a real interest in the problems and feelings of others, and are particularly capable of 

fulfilling support roles. They also have a persistent approach, with powers of 

concentration that allow them to work steadily at a task. While other profile types might 

become bored or distracted, the High-S (i.e. person with high Steadiness) will continue to 

work until they complete an assignment. 

(d) Conscientiousness  

According to Thompson, (2008) conscientiousness is the trait of personality of 

being attentive, watchful and vigilant. It means that conscientiousness is an effort for 

performing a duty excellently. People having this personality trait are organized and 

proficient rather than being lazy, mismanaged and disorganized. They display inclination 

towards responsibilities, discipline, duties and attainment of the goal. Their behavior is 

often well planned. They rarely show any spontaneity regarding tier decisions. They are 

dependable for most of the time in their professional life. Very many people see them in 

an aggressive mood. Their general out-look also shows that they prefer to be neat and 

clean both physically and morally. They are careful, thoughtful and they have the 

tendency to think and rethink before acting. Conscientiousness is one of the traits of 

personality which can be regarded as character. In normal conditions these people are 

hard workers and dependable. In extreme conditions these are perfectionists, compelling 
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and workaholics. People scoring low on conscientiousness test might be lazy, less 

objective oriented and thoughtless. They are less success driven and there is a high 

probability that these may get into criminal or antisocial behavior.  

According to Robert, (2004) traditionally the conscientiousness was overlooked 

as the part of personality (personality trait). Desirable traits of character may be 

considered as dependable, credible, hardworking and persevering. And these all qualities 

are present in conscientious people. For a long time conscientiousness did not get the 

position as a psychological trait. Many cross observer studies have clearly depicted the 

reality of differences in individuals with regard to conscientiousness. Most of the likable 

qualities of individual are the part of Conscientious people. It is clear from expert and 

peer ratings that people like to measure their conscientiousness. All type of reports 

specially observer rating and self-reports of conscientiousness make prediction about the 

real life out comes. 

2.1.8 Common Uses of DISC Model: 

 Following are some of the common uses of the DISC model of management:  

 Management  

According to Franzen, (2013) DISC is a simple tool that offers 

information to help managers understand themselves and others better, and this 

can be of tremendous use for a manager. Management is an art of getting things 

done by others and it is not possible without knowing others and yourself as well. 

DISC model is an individual assessment data to provide a wealth of information 
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about your management priorities and preferences. In addition, you’ll learn how 

to connect better with people whose priorities and preferences differ from yours.  

 Team building  

Team building is important for developing an organization. According to 

Franzen (2013), one probably wants members of his team to feel energized and 

optimistic about their work. Therefore, one usually let them know what they’re 

doing right by emphasizing the positive. In fact, the manager may be so focused 

on helping people feel good about their efforts that he gloss over bad news. 

Overall, he tends to provide encouragement by giving people recognition 

whenever you see an opportunity to do so. Dominance factor of the DISC model 

leads towards the effective team building 

 Work effectiveness  

According to Lucy (2012) there are two ways to get work done by the 

others. One is by force, compulsion or authority, while the other is by motivation. 

Work by force creates restlessness and hatred whereas work by motivation always 

generates work effectiveness. The key to work, however, is the willingness of the 

workforce for the development of an organization or institution.  It means he need 

to understand people and what makes them tick in order to really “get” their 

problems and be able to recommend solutions that will work for them.  By taking 

the DISC model of management, people learn how to “decode” people.  They 

learn to recognize behavioral cues, more deeply understand their subordinates’ 

motivating factors, fears, and working priorities.  They then learn to talk their co-

workers and subordinates’ unique “DiSC-based” language so that they feel heard 
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and understood.  As manager responds by talking their language, they will trust 

him more, and more readily listen to solutions that he is offering.  It won’t feel 

like “being ordered to.”  Instead, it will feel like a trusted advisor helping solve 

your problem.  And that will increase work efficiency, job satisfaction and 

teachers retention. 

 Understanding conflict at work 

Understanding what causes conflict is just as important as knowing how to 

defuse high-tension situations at work. After all, it is the hallmark of a good leader to 

be able to iron out differences, while ensuring that as little damage as possible is 

wreaked to the egos of those involved. http://reqtest.com 

To help you succeed in this endeavor, here are some strategies which together 

with the DISC model can bring conflicts at work to a swift and painless conclusion: 

(i) Focus on what’s wrong, not who is wrong. Avoid that old finger-pointing, 

blame shifting rabbit hole. 

(ii) Assume a positive end to the situation is possible and let everybody know that 

you believe so. 

(iii) Set a timeframe by which you expect the situation to be resolved. Emotions 

respond to Parkinson’s Law as well 

(iv) Resolve to draw up learning points from any conflict situation and share your 

conclusions with the team. 
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 Selection and recruitment  

 

DISC may not recommended for pre-employment hiring screening 

because it does not measure a specific skill, aptitude or factor specific to any 

position. DISC instead describes one’s work behavior patterns or style. DISC 

gives you additional data that you can use to structure your interviews and add to 

the other data you gather during your hiring process. It should never be used as a 

single or short-hand indicator of a candidate’s suitability for a job. 

http://www.discprofiles.com 

 Training 

Straw et al. (2013) stated that as a trainer the managers can use DISC model very 

effectively for the training of the subordinates and other managers too. DISC 

model covers most of the aspects of management in the field of enterprise and 

social work. DISC provides a complete training package. It focuses on 

communication and presentation skills. Effective time management is another 

hallmark of the DISC. Sensible distribution of time for professional growth, 

family and other social activities along with contributing in the development of 

the organization are the major elements of the DISC.    

2.1.9 Organizational Citizenship Behavior 

The concept of Organizational Citizenship Behavior (OCB), i.e. Organ, (1988) 

introduced the concept of extra-role behavior for the first time in 1977. Organ defined it 

as the behavior not being the part of their formal duties and cannot be counted for any 
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rewards; still contributes for uplifting, progress and efficient functioning of the 

organization. 

Later on in 1990s the term was mainly focused by different organization and 

writers. Most of the work on this idea was carried out by Williams and Anderson (1991). 

They also gave the notion of applying the Organizational citizenship behavior on 

educational institutions relating to students, teachers and management. 

Robbins, (2006 p.6) defined it as  

“OCB is a flexible behavior that is not part of an employee’s formal job, 

but that nevertheless promotes the effective functions of the organization.”  

 

 

 Daniels, et al. (2006), defined it as behavior which accepts day to day expectations. 

“Behavior that accede routine expectation”. According to Turnipseed and Rassuli, 

(2005), Organizational citizenship behavior (OCB) can be defined as defending the 

organization when it is criticizes or urging peers to invest in the organization.   

According to Vanyperen, Berg and Willering, (1999) organizations cannot 

measure or even anticipate the whole range of behaviors required for accomplishment of 

organizational objectives through job description. Therefore the organizational 

citizenship behavior is necessary to come into play and fill the gap between the 

organizational objectives and job description.  

Clement and Vandenberghe and other, (2000) stated that the organizations are 

provided with additional unnoticed resources through OCB, which otherwise could have 

consumed a lot of resources. Reorganization and restructuring of schools and the 

educational system is necessary to meet the new challenges of the modern times  stated 
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that for the effectiveness of the educational institutions the performance of individuals 

measured through their tasks is necessary but it is not enough. 

There are various elements of OCB which contribute in the development of an 

organization. According to Organ (1988) elements of OCB are altruism, 

conscientiousness also referred as generalized compliance, courtesy, civic virtue and 

sportsmanship. Van Dyne, Dienesh andGraham (1994) added loyalty, obedience and 

various types of participation to above mentioned elements. Van Dyne and LePine (1998) 

and Stamper and Van Dyne (2001) further added helping and voice too.      

Somech and Drach Zahavy (2000) stated that the time has come when the schools 

will rely heavily on the teachers who are ready to put more efforts beyond their job 

description/needs. According to Diefendorff, et. al. (2002) results of the OCB are not 

directly visible; they have an influence on psychological and social environment of the 

institutions. He further added that OCBs have an effect on technical core of institution 

because these involve extra role behavior of teachers towards teachers and students as 

well. These teachers help students in many ways like attaining expertise in new learning 

that can add to their efforts, preparation of class work, home assignments, preparation of 

individual assignments for high and low achievers. They work voluntarily for colleagues, 

participate actively in school committees, happily accept the fixture, set up learning 

programmes for substitute teachers, engaging the classes of absent ones and work in 

collaboration with others. Since the OCBs have a direct relation with the goals of the 

organization, therefore it can be said that the teachers who exhibit OCB are contributing 

towards the goal achievement. This is reflected through extra role behaviors toward the 

organization, expressed by teachers organizing social activities for the school, 
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volunteering for roles and tasks that are not part of their jobs, providing innovative 

suggestions to improve the school and by organizing joint activities with parents above 

the norm.   

According to Porter, Lawler and Hackman (1996) Teachers’ participation in 

decision making process is a proof of their empowerment which can lead them to engage 

in various elements of OCB. Another important aspect of OCB is its impact on self-

efficacy of the teachers. As aptly pointed out by Somech and Zahavy (2000) that self- 

efficacy is related to OCB and institution and not to the students.    

Considering the importance of OCB in the effectiveness of a school and its 

relationship with the managerial practices of head teachers has made the researcher to 

decide to investigate the relationship between managerial practices of School heads and 

the organizational citizenship behaviors of teachers. 

With the expansion of organizational behavior (OB), in 90’s a new concept like 

Organizational Citizenship Behavior (OCB) who’s attained significant importance for the 

researcher.  According to Organ, (1997) OCBs are thought of as discretionary behaviors, 

which are not part of the job description, and are performed by the employee as a result 

of personal choice. Second, OCBs go above and beyond that which is an enforceable 

requirement of the job description. Finally, OCBs contribute positively to overall 

organizational effectiveness. These behaviors are called extra role behavior; employees 

are willing to put more effort towards their task.  Organizations have OCB in the working 

environment, will get competitive advantage. According to Robbins, (2006) these 

behaviors are not required from the workers on their formal job, but if these behaviors are 

present in work setting, would improve the functioning of the organization or in other 
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words improve the performance of the organization. These extra role behaviors are not 

required from the employees in the context of this primary role at work place is called the 

extra role behavior (Shapiro et al, 2004).  Organizational environment where workers 

show such like behaviors would improve or contribute positively in the organization 

performance. OCB leads to organizational effectiveness and enhanced performance in 

their work setting. According to the Todd, (2003) organizations include these behaviors 

in their formal system of work setting, in the social framework which contributes in 

enhancement of the overall performance as well as the effectiveness of the organization.  

Results of the Chien (2009) research indicate different factors are related to OCB 

which includes positive work climate, organization resources, employee’s personality and 

organizational culture.  Those organizations which want a competitive advantage and 

make organization effective, with-out spending any extra cost, if organizations improve 

OCB, it would increase organizational effectiveness.  Individuals are willing to work 

collectively and have trust on each other; are likely to believe valued part of the 

organization,  They accord due importance to their duties and engage in behaviors to 

make an effective and more performing organization. 

2.1.10 Elements of Organizational Citizenship Behavior 

(a) Altruism 

Altruism or selflessness is the principle or practice of concern for the welfare of 

others. It is a traditional virtue in many cultures and a core aspect of various religious 

traditions and secular worldviews, though the concept of "others" toward whom concern 
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should be directed can vary among cultures and religions. Altruism or selflessness is the 

antonym of selfishness. The International Encyclopedia of the Social Sciences 

defines psychological altruism as "a motivational state with the goal of increasing 

another’s welfare. According to Dairty, (2008) Psychological altruism is contrasted 

with psychological egoism, which refers to the motivation to increase one’s own welfare. 

In psychological research on altruism, studies often observe altruism as demonstrated 

through pro social behaviors such as helping, comforting, sharing, cooperation, 

philanthropy, and community service. Research has found that people are most likely to 

help if they recognize that a person is in need and feel personal responsibility for 

reducing the person's distress. Research also suggests that the number of bystanders 

witnessing distress or suffering affects the likelihood of helping. Greater numbers of 

bystanders decrease individual feelings of responsibility. According to Rutherford, 

(2004) in Islam, the conceptual altruism is the notion of 'preferring others to oneself'. For 

Sufis, this means devotion to others through complete forgetfulness of one's own 

concerns, where concern for others is rooted to be a demand made by Allah on the human 

body, considered to be property of Allah alone. The importance lies in sacrifice for the 

sake of the greater good; Islam considers those practicing altruism as abiding by the 

highest degree of nobility. Jacob, (2005) further stated that altruism is similar to the 

notion of chivalry, but unlike that European concept, of altruism attention is focused on 

everything in existence. A constant concern for Allah results in a careful attitude towards 

people, animals, and other things in this world. 
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(b) Conscientiousness 

According to Robert, (2004) traditionally the conscientiousness was overlooked 

as the part of personality (personality trait). Desirable traits of character may be 

considered as dependable, credible, hardworking and persevering. And these all qualities 

are present in conscientious people. For a long time conscientiousness did not get the 

position as a psychological trait. Many cross observer studies have clearly depicted the 

reality of differences in individuals with regard to conscientiousness. Most of the likable 

qualities of individual are the part of Conscientious people. It is clear from expert and 

peer ratings that people like to measure their conscientiousness. All type of reports 

specially observer rating and self-reports of conscientiousness make prediction about the 

real life out comes. During the good part of twentieth century the characteristics of the 

personality were categorized in to two groups namely, character and temperament. They 

were further of the view that temperament depends upon the biological factors, whereas 

character was a factor dependent upon the environment. It was just a debate like nature 

and nurture. The proportion in both the cases was undecided. With the introduction of 

five factor model of personality in psychology, behavior geneticists started scientific 

research and systematic studies of personality traits. Studies conducted on personality 

traits concluded that all the factors mentioned in five factor model, depend on the 

heredity rather than the environment. Studies conducted on identical twins have depicted 

that even if the twins are reared far from each other (environment is totally different) they 

showed surprisingly common features/traits of regarding character and temperament. But 
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one effect which the environment including parent have on conscientiousness is its 

expression, and they do not have any effect at all on the level of conscientiousness. 

(c) Sportsmanship 

According to Lacey, (2007) Sportsmanship and also sometimes sports-personship 

is an ambition or thinking that an activity or game will be enjoyed for its own sake. The 

game will be played for the sake of game and not for winning it at any cost. The sport 

will be enjoyed without any other motive. Respect, reverence, fairness, values and sense 

of fellowship are properly considered during the activity or sport. According to Proios et, 

al. (2010) a sore loser is one who cannot accept the defeat without bad feelings. On the 

other hand sportsmanship implies a good win as well as a willingly accepted defeat. It is 

permanent and stable temperament or characteristic of an individual to behave differently 

sports situations. Sportsmanship contains virtues like self-control, patience, tolerance, 

diligence and endurance. It is associated with fair treatment and self-control in dealing 

with other counterparts. It also teaches us to respect opponents and authority.  

Sportsmanship in an organization means willingness of a worker to accept less 

than ideal organizational environment without complaint and magnifying the problem. 

According to Organ et, al. (2006) sportsmanship is the ability of an employee to change 

himself with the changes of organization’s environment setting aside his personal likings. 

Sportsmanship behavior saves the time and energy of the manager because there are no 

extra complaints.  
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(d)     Courtesy 

   According to Law et, al (2005) courtesy is a willful behavior of an individual to 

avoid unnecessary conflict with his colleagues. This is a sort of helping behavior which is 

known as preventing problem before its occurrence. According to Organ et, al. literally 

the word courtesy means being well mannered, civilized and refined. For example 

offering a cup of tea to a colleague and giving a prior notice while changing something 

that will affect them.      

In the case teacher asks another teacher whether he has any problem in classroom 

management or needs any help in the subject for teaching. Courtesy is also meant for 

ensuring that the employees are aware about the current development, which plays a role 

for the customers’ satisfaction. 

(e) Civic Virtue 

According to Putnam, (2000) civic virtue means a standard of upright behavior or 

morality in dealing with society. A person can exhibit civic virtue by attending a parent 

teacher meeting, voting and working as volunteer or organizing a book group.  

Civic virtue is an understanding of our relation with the society and responsibilities 

within it. An educated person having civic virtue is a public asset in many ways. 

According to Putnam, (2000) Professor Robert of Harvard University found that civic 

virtue sense of American is fading with the passage of time. He added that the close 

bonds once they had are vanishing quickly. Tendency towards individualism is increasing 

alarmingly in the society. There is a dire need of teaching youth the civic virtues before 
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their elimination. The bond prevailing within the society needs to be strengthened and 

there is no other potent force than the civic virtue to do so.  

Putnam, (2000) identified three civic virtues: 

(a) Reciprocity that is acquired through social connections. 

(b) Active participation in public life 

(c) Trustworthiness. 

He further added that Americans can play a vital role in strengthening democracy 

through practicing civic virtues. 
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2.2 Secondary Education 

According to Bashir, (2013) Secondary education is the stage of education which 

follows primary education/school. Normally it is the final stage of compulsory education. 

However, in some countries secondary education includes both periods of compulsory 

and non-compulsory education. 

 Shami, et. al. (2005) stated that there are two stages of secondary education in 

Pakistan, namely secondary and higher secondary level. 

(a) Secondary Level (Grade IX-X) 

The secondary level/stage comprises of the classes 9th and 10th, the age required for 

this stage is approximately between 13 to 15 years. For the successful completion of this 

stage a student has to qualify an examination conducted by the board of intermediate and 

secondary education, and the certificate awarded to the candidate is called secondary 

school certificate. Majority of public sector schools have Urdu as their medium of 

instruction, while the privately managed schools opt for English as medium of 

instruction. Segregation of students starts from this stage and they make their option like 

humanities, technical or science. English, Mathematics, Pakistan studies, Islamic studies 

and Urdu are taught as compulsory subjects, while they have to choose three subject of 

their own choice. Physics, chemistry and biology are the part of science group, while 

computer, physics and chemistry are opted by computer science group. On the other hand 

there are a number of choices for humanities group. 
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(b) Higher Secondary Level (Grade XI-XII) 

According to Hussain, (2009) higher secondary education consists of classes 11th and 

12th. There are two types of institutions for imparting higher secondary education namely, 

higher secondary schools and intermediate colleges. For obtaining higher secondary 

school certificate a student has to undergo two years programme, after which they may 

join an institution of higher education.  The boards of intermediate and secondary 

education are responsible for conducting the examinations and awarding certificates for 

these classes.  

According to Raja, (2000) secondary education is very crucial stage in a sense that 

student enters adolescence age. Students as an individual face physical and mental 

changes at this stage. They gains new responsibilities. The basic perception and modes of 

behaviour start taking shape and problems of adjustment with the new roles in life 

assume critical significance. These years of secondary education are very vital for 

initiating proper form of behavior and attitude. 

UNESCO (2000) EFA Secondary education has been the standard minimum level 

of education for many years in most high-income countries and is increasingly required 

in developing countries for access to most jobs. Developing good-quality secondary 

school systems is thus an important policy objective, especially for countries that, by and 

large, have achieved UPE. At least some secondary education is compulsory in 144 of the 

183 countries for which data are available (most of the exceptions are countries of sub-

Saharan Africa and South and West Asia). However, the rules are not enforced in many 

countries and international standards are less explicit for secondary than for primary 

education. For example, the 1950 Constitution of India (a country that is still far from 
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having reached UPE). Bashir, (2013) cited Juma and Sami, (2004) secondary education 

plays a very important role in shaping the human capital of a nation. To provide 

secondary education to masses may be the countries' commitment but there is a need to 

redefine the role of the secondary education system in order to align it with the current 

needs of the economy and society. 

2.2.1 Current Management Practices, Roles and Responsibilities  

 Secondary education is headed by provincial elementary and secondary education 

minister and assisted by secretary (E&SE) along with director (E&SE) at provincial level 

while district education officers male and female are controlling officer at district level.  

 

Source: www.kpese.gov.pk 

http://www.kpese.gov.pk/
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Provincial elementary and secondary education department is responsible for: 

 Formulation of policies, strategies and regulations for Schools Education & Literacy. 

 Preparation of annual developmental program for elementary and secondary education. 

 Processing, monitoring and review of developmental projects and schemes. 

 Financial management (recurring/non-recurring budgets) and auditing of the provincial 

level releases to department. 

 Education management information system and geographic information system. 

 Regulation, registration and supervision of private teacher training institutions through 

BISEs. 

 Dealing the matters of BISEs & public schools. 

 Appointments and posting/transfers of officers of BPS-17 and above. 

 Processing of Selection grade, Move-over, Pension, GP fund final payment and 

Promotion cases for approval of the competent forum at provincial Level. 

 Coordination with the federal government and donors. 

 Performance evaluation reports of provincial cadre officers. 

 Processing the cases of short and long-term foreign visits/training and award of 

Scholarships for approval of the competent forum.              Source: www.kpese.gov.pk 

2.2.2   Role and Responsibilities of District Education Officers 

    District education officers both male and female being the heads of elementary and 

secondary education at district level and they have the following tasks to perform:   

 Appointment/Posting and transfer of teachers from BPS 1-16 in the concerned districts. 

 Preparation of PC-I forms of developmental schemes. 

http://www.kpese.gov.pk/
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 Spending of developmental and recurrent budgets of the district elementary & secondary 

education department. 

 Supervision and monitoring of schools and developmental schemes in their districts. 

 Preparation of seniority list and maintenance of personal files & service books. 

 Grant of leave and preparing performance evaluation reports.  

 Enquiries, departmental actions, pension and court cases. 

 Promotion, Move-over, Selection Grades cases. 

 Honoraria, advance increments and allowances. 

 Check on absenteeism of teachers. 

 Monthly/ quarterly & annual expenditure/ reconciliation reports. 

 Sanctioning all sort of financial claims and other account matters. 

 Proposals, feasibility and establishment of new schools along with preparation of PC I, 

PC III, PC IV, PC V, Proforma for projects/schemes in the districts. 

 Up-gradation of Schools, construction of additional class rooms and boundary walls, 

purchases of land for play grounds, repairs and maintenance of schools etc. 

 School Supervision, Inspection and provision of professional guidance to teachers. 

 Assessment of school requirements (Govt of KPK, 2014).  

2.2.3 Role and Responsibilities of Secondary School Heads 

The school Principal serves as the educational leader, responsible for managing 

the policies, regulations, and procedures to ensure that all students are supervised in a 

safe learning environment that meets the approved curricula and mission of the school. 

Achieving academic excellence requires that the school Principal work collaboratively to 



 
 

54 
 

direct and nurture all members of the school staff hired by the Board of Directors and to 

communicate effectively with parents. Inherent in the position are the responsibilities for 

scheduling, curriculum development, extracurricular activities, personnel management, 

emergency procedures, and facility operations. http://www.napcis.org 

2.2.4 Job Descriptions of Secondary School Heads   

Govt of Pakistan (2006) prescribed job descriptions for school heads with the 

liberty that the school systems may modify it according to their local needs, demands and 

aspirations. 

 Heads role as a supervisor  

Prime responsibility of the head is to supervise all school staff directly or indirectly. 

 Purpose 

  Head of the school has to perform the duties as manager up-to school level for 

developing and implementing plans and policies, curricular programmes and 

activities including sports and games. He has also to deal with financial and 

budgetary matters. The above activities might be carried out for the promotion of 

education of all students along with the professional development of each staff 

member. 

 General Planning 

Conceive the wide ranging goals of the institution and plan in such a way to ensure 

schedules and procedures are implemented to complete or carry out total school 

programme. 

 General coordination 

http://www.napcis.org/PadrePioPrincipalJob.pdf
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The school heads ensure that the school programme is in line with the financial, 

legal and organizational structure of the school. He identifies the responsibilities 

and accountability of the staff. He also plans for interpreting school programme to 

local community.  

 Enhancing personnel skills  

Arranges the activities for facilitation of continuous professional development of 

teaching and non-teaching staff.  

 School objectives 

Formulates the quarter, mid-term and annual objectives of the school including 

instructional extracurricular and athletic programme. 

 Objectives of curriculum 

He has to make sure that objectives for all the subjects taught in the class room have 

been developed. And involve the teachers to achieve these objectives in the 

specified time. Arranging and conducting different school activities and 

programmes to achieve desired objectives is also the responsibility of school head. 

 Establish formal work relations  

He supervises and appraises the performance of all staff members. He is responsible 

for evaluation of the students’ progress in the light of annual objectives including 

the maintenance of their up to date data. 

 Facilitate organizational efficiency  

Develop and maintain inter school communication along with seeking assistance 

from central office staff to improve overall performance. The school head maintains 

working relationship parents, staff and students. 
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 New students and staff  

Orientation of new staff members and new students. Encourage them to participate 

and give input for schools’ improvement. 

 Community based responsibilities 

Encouragement for the use of resources of community, interpretation of school’s 

programme to community along with maintaining liaison with community 

members and cooperation with them to use school facilities. 

 Equipment and Supplies  

School heads are responsible for keeping records and directing (if he has the 

clerical staff), equipment and other necessary supplies for daily routine. To 

determine the instructional objectives, he involves teachers and other staff.  

 Services 

The principal looks after, organizes and provides help for arranging different 

materials, supplies, services to complete the programs of school. He tries to utilize 

the community resources effectively  

2.2.5  Job Description of School Teachers  

           According to Government of Khyber Pakhtun Khawa (2013) the Job description of 

middle (grade 1 to 8), secondary (grade 9 and 10) and higher secondary school (grade 11 

and 12) teacher is as follow: (this job description is for all teachers including Subject 

Specialist appointed to teach in secondary grades (6-12).  

(a)   Subjects taught:  

Teachers teaching middle school grades will teach at least two subjects. Teachers 

teaching secondary grades are required to teach their specialist subject(s) and related 
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subjects in grades 6-10. Teachers teaching higher secondary grades are required to teach 

their specialist subject(s) and related subjects in grades 11-12. As directed by the 

Principal, they are required to teach their specialist subject(s) and related subjects in 

grades 6-10.  

(b)       Supervision  

Middle, secondary and higher secondary school teachers are employees of the 

Government of Khyber Pakhtunkhwa. They are supervised by the Head Mistress or Head 

Master or Principal.  

(c)       Hours per Week   

Middle, secondary and higher secondary school teachers are required to work a 

minimum of 36 hours per week. This includes a half hour break each work day and time 

for non-teaching duties.  

Middle, secondary and higher secondary school teachers must be present at school 

during official school hours and carrying out duties as described below. Middle and 

secondary school teachers are required to teach at least 30 periods per week. Higher 

secondary school teachers are required to teach at least 18 periods per week as per 

direction from the Principal. The remainder of the time is to be used for important non-

teaching duties such as lesson preparation, marking student work, researching new topics 

and co-curricular activities.  

(d) General Responsibilities:  

Teaching and Assessing Learning (for the subject or subjects taught)  

 Plan, prepare and deliver instructional activities based on the approved curriculum 

that facilitate student learning.  
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 Maintain up-to-date subject knowledge. 

 Develop schemes of work and lesson plans. 

 Select (or set) challenging learning outcomes in accordance with the curriculum 

for students of all backgrounds and abilities. 

 Communicate learning objectives to students. 

 Organize the classroom and instructional resources to create a positive learning 

environment. 

 Identify and select methods and instructional resources to meet students' varying 

needs. 

 Set homework to consolidate and extend student knowledge and understanding. 

 Use an appropriate range of assessment strategies to monitor individual student 

progress. 

 Grade class work, homework, tests and assignments. 

 Provide regular and appropriate feedback on work to individual students. 

 Maintain accurate and complete records of students' progress and development. 

 Discuss and report on student’s progress to parents Prepare students for external 

examinations. 

 Participate in arrangements for external examinations. 

(e)      Student Well-being and School Discipline   

 Manage student behavior in the classroom and in school by establishing and 

implementing rules and procedures.  

 Apply appropriate disciplinary measures where necessary. 
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 Counsel students with academic problems. 

 Promote and safeguard the well-being of students and take appropriate action.  

 Resolve concerns/ issues and problems.  

(f)      Professional Development   

 Actively participate in school based teacher group meetings and other 

professional development opportunities.  

 Undergo regular performance evaluation/appraisal. 

 Regularly reflect on the effectiveness of teaching and refine approaches where 

necessary. 

 Responding to advice and feedback from colleagues.  

 Work collaboratively with colleagues, sharing ideas and resources and providing 

support. 

 Supervise and support trainee teachers and newly recruited teachers. 

(g)      Other Responsibilities  

 Be a positive role model and demonstrate the attitudes, values and behavior 

expected of students (including high standards of attendance and punctuality).  

 Organize and take part in school events and co-curricular activities, some of 

which may take place out of school hours. 

 Organize and take part in school events and co-curricular activities, some of 

which may take place after school hours. 

 Take part in activities that promote enrolment, attendance and community 

participation in education.  
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 Maintain students’ attendance register. 

 Perform duties for absent colleagues as requested by the head teacher/ 

headmaster/ principal. 

 Any other duty assigned by the head teacher/ headmaster/ principal. 

2.2.6 Classroom Management 

According to Savage and Savage, (2010) classroom management is the process of 

organizing and conducting the business of the classroom. Many perceive it as the 

preservation of order through teacher control. Classroom management is much more than 

that, however. It also involves the establishment and maintenance of the classroom 

environment so that educational goals can be accomplished. Gootman, (2008) stated that 

classroom management has a direct relation with the question of respect, motivation and 

discipline. Methodologies remain a matter of passionate debate amongst teachers; 

approaches vary depending on the beliefs a teacher holds regarding educational 

psychology. A large part of traditional classroom management involves behavior 

modification, although many teachers using behavioral approaches alone as overly 

simplistic. Many teachers establish rules and procedures at the beginning of the school 

year. He further added that rules give students concrete direction to ensure that our 

expectation becomes a reality. Classrooms can be managed by many techniques, some of 

these techniques are positive and some may maintain discipline in class but these have 

negative effect on the student’s personality for example corporal punishment. Another 

example is rote discipline which involves assigning a disorderly student sentences or the 

classroom rules to write repeatedly. According to Bear, (2008) there are some other 

approaches of classroom management which are called Preventative techniques or 
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Preventative approaches to classroom management involve creating a positive classroom 

community with mutual respect between teacher and student. Teachers using the 

preventative approach offer warmth, acceptance, and support unconditionally - not based 

on a student’s behavior. Fair rules and consequences are established and students are 

given frequent and consistent feedback regarding their behavior. Bear, Cavalier and 

Manning, (2005) stated that these techniques also involve the strategic use of praise and 

rewards to inform students about their behavior rather than as a means of controlling 

student behavior. Florence, (2014) mentioned some other measures to maintain discipline 

in the class: 

 Involve the students in different activities. 

 Prepare students for learning before the presentation. 

 Boost up their confidence. 

 Make classroom rules with their help. 

 Have some expectations. 

 Keep them aware of these rules. 

 Make the rules known to parents as well. 

 Regular review of these rules. 

 Be consistent and firm. 

 Ensure professionalism. 

 Deal effectively with trouble makers. 
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Besides these there are some other techniques which might help in maintaining 

discipline which are; develop interest, practice fairness humor, avoid threats, lead through 

example and do not lose temper. https://blog.udemy.com 
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2.3 Related Researches in the Field  

King, Jennifer George and Hebl (2005) concluded that all five traits of personality 

positively correlate with helping behavior and interact positively with others. Agreeable 

and extrovert individuals are more helping and willing to communicate positively with 

others. Similarly the findings of the research show that there is a high correlation between 

managerial skills of the heads and the teachers OCB. Managerial skills of the heads have 

good effect on teachers’ OCB and hence the efficiency of the teachers also gets 

enhanced. It not only creates a congenial environment of the institution but also helps in 

producing good results in academic achievement of the students.  

Fannye, Jessica and Zhang, (2003) studied the relation between the personality 

and organizational citizenship behavior in groups where harmony is high/low and its 

impact on the organizational performance. In the group with high Harmony, the 

correlation between proactive personality and organizational citizenship behavior was 

significant; whereas in the group with low Harmony, this correlation was not significant.  

Proactive personality had no significant correlation with job performance. People are 

dedicated and proactive to their work in a homogeneous group, which interacts positively 

and help each others to solve problems. Those people scores high on proactive 

personality but if their interpersonal relationships are not harmonious in the group; would 

notate high on Organizational Citizenship Behavior. 

Eran and Larissa, (2007) through a longitudinal study found a positive correlation 

between feedback, goal setting, and employees’ formal and informal performances at job, 

and Organizational citizenship behavior. Their research concludes that clear and more 
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challenging goal enhances formal performance or individuals and increases the overall 

productivity, belonging to the organization. They worked out a correlation between 

organizational citizenship behavior and goal setting, feedback methods encourage 

employees to engage with these helping behaviors. Research of Todd and Kent (2006) 

showed a positive correlation between organizational citizenship behavior and task 

significance. On the other hand Chien and Su (2009) came with the conclusion that there 

was a positive correlation between autonomy, task identity and task significance.  

Krishnan et. al. (2010) where they showed positive correlation between the support from 

administrative staff and OCB of subordinates. The sample of their study was comprised 

on 125 institutions of higher education from government sector in Malaysia. 

Organ et, al. (2006) made the argument that if employees are provided with the 

autonomy, it will increase their willingness to accomplish their task. The employees who 

enjoy a highly autonomous job are dictated by the nature of work and job rather than 

being directed by their seniors/bosses. Autonomy increases the sense of responsibility of 

the employees regarding the output of work, which causes the ultimate increase in the 

productivity and efficiency.   

Su and Hsiao, (2005) analyzed the correlation between extrinsic and intrinsic job 

satisfaction, job characteristics and Organizational citizenship behavior. They found that 

the correlation was partially mediated by job characteristic, skill variety and task 

significance with organizational citizenship behavior. Anyhow this relation was not 

interceded by extrinsic job satisfaction.  
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According to Todd and Cant, (2006) job satisfaction partially intervene the 

relationship between task significance on organizational citizenship behavior and 

intrinsically satisfying job on organizational citizenship behavior. In another research 

Vein, Chien and Su, (2009) found that there was a positive correlation between the three 

dimensions of job characteristics namely task significance, task identity and autonomy 

with mediating process of job involvement. They further added that all these factors have 

a positive influence on employees’ OCB.    

Gan and Cheung, (2010) reported that there is positive effect of proactive 

personality on organizational citizenship behavior has been widely accepted in the west. 

Jiang, (2007) claimed that the bridge from pro-activity to organizational citizenship 

behavior is employees’ conformity and altruism. If this idea is translated into a research 

hypothesis, it would be hypothesized that personality traits like harmony moderate the 

relation of proactive personality and organizational citizenship behavior. 

Khaola, (2008) examines Organizational citizenship behavior within learning 

Environments. He explores the influence of students, self-esteem and commitment 

toward their institution and its impact on OCB, and the impact of OCB on their academic 

achievement. The results found that both self-esteem and students’ commitment to their 

university are positively correlated with OCB and, in turn, OCB would be positively 

correlated with academic achievement of students.  Results also shows that students show 

low extent of organizational citizenship behavior or rate of student’s engagement with 

these behaviors are low. Need for institutions is here to encourage students to show or 

engage with the behaviors. If they practice this altruistic behavior in their learning 
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institute then it would also help them in their career. It also improves their work 

performance as well as the academic performances. 

Vigoda and Larisa, (2007) through a longitudinal study found the relationship 

between Organizational citizenship behavior, formal and informal job performance, 

feedback and goal setting. They came to conclusion that clear and more challenging goal 

enhances formal performance or individuals and increases the overall productivity of the 

organization. They also found that a correlation existed between Organizational 

citizenship behavior and goal setting, feedback methods encourage employees to engage 

with these helping behaviors.  

Kaufman, Stamper, and Tesluk, (2001) found the positive and significant 

association between organizational support and organizational citizenship behaviors.  

This association between organizational support and organizational citizenship behaviors 

has also been confirmed by Randall, Cropanzano, Bormann and Birjulin (1999) 

indicating that employee looks for balance in his/her exchanges with the organization. 

This means that citizenship behaviors exhibited by the employees are in proportion to the 

amount of support received by them from their organization. 

The research regarding associations between management styles and 

organizational citizenship behaviors is much more conclusive in comparison to other 

three categories of antecedents. Transformational leadership style, transactional 

leadership style, path goal theory of leadership and leader member exchange theory have 

significant and positive associations with organizational citizenship behaviors (Podsakoff 

et al., 2000). 
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Also Todd, (2003) found indirect associations between task characteristics and 

organizational citizenship behaviors. According to him, intrinsically satisfying task and 

task autonomy were significantly related to job satisfaction which in turn predicted 

organizational citizenship behavior. 

Stamper and Dyne (2001) concluded that employees who are involuntarily 

working as part  time workers means that they want to work as full time employee but 

due to whatever reason (opportunity etc) cannot work as full time employees, exhibit a 

low citizenship behavior. So besides considering the voice (suggestions) or help 

(assistance of coworkers), organizations should also consider the preference of employee 

for his job (full time or part time). For permanent employees commitment towards their 

teams was the main motivator of OCB, whereas for contractual employees trust is the 

motivator for OCB.  Contingent employees have more negative behavior towards their 

work places and they show a lower rate of OCB, for permanent employees, procedural 

justice is an important factor that predicts OCB (Gilder, 2003).  For many contingent 

workers team commitment is the main reason of showing OCB (Glider, 2003) 

Van Dyne, (2000) stated that organizational justice and procedural fairness in an 

organization have a strong impact on OCB, when employees are satisfied with the 

management then they agree upon the improvement of OCB along with the formal 

performance.  According to Robinson and Morrison, (1995) organizational justice plays 

an important role in OCB of employees, when employees feel that their terms and 

conditions of job contact are being full filled by the employer then they will exhibit a 

positive behavior known as OCB, the fulfillment of this contract will lead the employee 
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towards a strong psychological contract, but if employees feel cheated and betrayed then 

they will exhibit low OCB. Moreover perceived organizational justice is an important 

antecedent of OCB, it has a stronger influence on OCB than formal job (role-in behavior) 

(Cohen & Kol, 2004).  If employees feel that procedural justice and fairness is not 

prevailing in the organization then the relationship between job satisfaction and OCB 

becomes very weak, it means that for more effective OCB behavior organizations should 

have fairness in procedures, procedural justice is very important for OCB.  Perceived 

procedural justice is a determinant of extra role behavior of manager and in continuance 

the citizenship behavior of manager leads to OCB of employees (Tepper & Tayhlor, 

2003).  Thus in sum, perceived organizational justice/ fairness are positively and 

significantly related with organizational citizenship behavior (Messer & Whit, 2006). 

Gadot, (2006) found that organizational politics have a negative impact on OCB.  

Organizational politics is one of the strong predictors of OCB, the relationship between 

peer support and supervisory relationship is based upon the level of politics in the 

organization, if there is a low level of organizational politics then there will be a high 

level of OCB in the organization, where as if the level of organizational politics is high 

then OCB will be low. Poon, (2006) stated that trust is an important determinant of OCB, 

it increases the level of OCB, if there is lower level of politics in the organization and the 

level of trust is high then OCB will increase. 
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Chapter 3 

 RESEARCH METHODOLOGY  

This chapter portrays methods and procedures adopted for conducting the study. 

The study was designed to find the relationship between managerial practices of the 

heads of educational institutions and the organizational citizenship behavior of teachers. 

The research was descriptive in nature and survey was conducted to materialize it. This 

chapter includes nature of research study, population and sample of the study, 

construction of research instrument, validity and reliability of research instrument, time 

horizon, and method of data collection, data analysis and interpretation. This chapter is 

subdivided into three sections namely research design, process of data collection and 

the procedure used for data analysis.  

3.1 Design of the Study 

 The study was descriptive and analytical in nature. According to Gall, et al. 

(1996) “descriptive research is a type of quantitative research that involves making 

careful descriptions of educational phenomena…Descriptive studies are concerned 

primarily with determining what exists” (p. 374).  Aim of this study was investigate the 

relationship between managerial practices of the heads of educational institutions and 

the organizational citizenship behavior of teachers. Following were the research 

questions for the study.  

1. How do heads of the secondary schools exercise their managerial 

practices with regard to Dominance, Influence, Steadiness and 

Conscientiousness?  
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2. How do the teachers of secondary schools play their role in the context 

of Altruism, Conscientiousness/Generalize compliance, Sportsmanship Courtesy 

and Civic Virtue? 

3. What is the relationship between managerial practices of Secondary 

school heads and OCB of teachers? 

3.2 Population 

Main focus of the study was to investigate the relationship between the 

managerial practices of the heads of the educational institutions and the organizational 

citizenship behavior of teachers. Therefore all the secondary school teachers and head 

of schools serving in Khyber Pakhtunkhwa province formulated the population for this 

study. 

Total number of schools in the province of KPK are one thousand six hundred 

and eighteen (1618), hence same is the number of school heads. While total number of 

teachers, teaching at secondary school is twenty-one thousand seven hundred and eighty 

(21780). 

Source: (Govt. of Pakistan 2010-11 EMIS Section) 

3.2.1 Sample 

Multistage sampling technique was used. There are six divisions in the province 

Khyber Pakhtunkhwa. Divisional headquarter of each division was selected as sample. 

From each district thirty four (Ten male urban, ten female urban, seven male rural and 

seven female rural) were chosen as a sample. In this way total sample for the study was 

204 schools from six districts. Furthermore three teachers from each school were 
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selected for the purpose of data collection. As a result 204 heads and 612 teachers with 

(1:3) ratio were included in the ssample.  For which the details is given in the following 

figure. 

Figure 3.1: Sample of Study 
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Table 3.1 Total No. of Secondary Schools 

Sr. No. Divisional Headquarter Total No. of Schools 

  M F Total 

1.  D.I. Khan 69 30 99 

2.  Hazara (Abbottabad) 62 29 91 

3.  Kohat 44 14 58 

4.  Malakand (Swat) 67 20 87 

5.  Mardan 69 33 102 

6.  Peshawar 67 30 97 

 Total 378 156 534 

 

 Table 3.2 Sample of the Secondary School Heads 

 

Sr. No. 

 

Divisional Headquarter 

Sample  

Total Urban Rural 

M F M F  

7.  D.I. Khan 10 10 07 07 34 

8.  Hazara (Abbottabad) 10 10 07 07 34 

9.  Kohat 10 10 07 07 34 

10.  Malakand (Swat) 10 10 07 07 34 

11.  Mardan 10 10 07 07 34 

12.  Peshawar 10 10 07 07 34 

 Total 60 60 42 42 204 
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Table 3.3 Total No. of Secondary School Teachers 

Sr. No. Divisional 

Headquarter 

Total No. of Secondary Schools 

Teachers 

  Male Female Total 

1.  D.I. Khan 848 338 1186 

2.  Hazara (Abbottabad) 922 372 1294 

3.  Kohat 663 187 850 

4.  Malakand (Swat) 1123 268 1391 

5.  Mardan 1152 344 1496 

6.  Peshawar 1023 447 1470 

 Total 5731 1956 7687 

 

Table 3.4 Sample of the Secondary School Teachers 

 

Sr. No 

 

Divisional Headquarter 

Sample  

Total 
Urban Rural 

  M F M F  

7.  D.I. Khan 30 30 21 21 102 

8.  (Abbottabad) 30 30 21 21 102 

9.  Kohat 30 30 21 21 102 

10.  Malakand (Swat) 30 30 21 21 102 

11.  Mardan 30 30 21 21 102 

12.  Peshawar 30 30 21 21 102 

 Total 180 180 126 126 612 
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3.3 Tools of Research 

For the purpose of collection of data two questionnaires were developed, one 

each for the head of the institutions and other for the teachers. Both questionnaires had 

forty five items. The questionnaire for head was divided in to four managerial skills. 

Dominance aspect consisted of twelve (12) items, while influence, steadiness and 

conscientiousness each contained eleven (11) items. On the other hand questionnaire for 

the teachers also consisted forty five (45) items. These items were further subdivided in 

to five group namely altruism, Conscientiousness, sportsmanship, courtesy and civic 

virtue, each group had nine (9) items. 

Table 3.5 Questionnaires for Heads 

S. No. Types   No of items  Percentage 

1. Dominance   12   27 

2. Influence    11  24 

3. Steadiness 11  24 

4. Conscientiousness  11  24 

Table 3.6        Questionnaires for Teachers 

1. Altruism   9  20 

2. Conscientiousness      9  20 

3. Sportsmanship 9  20 

4. Courtesy  9  20 

5. Civic virtue 9  20 
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Five point Likert-scale was used to find out the relationship between managerial 

practices of the heads of educational institutions and the organizational citizenship 

behavior of teachers. According to Gay (1997) Likert scale is most suitable to use in the 

questionnaires in quantitative research. It helps in finding the intensity of individual’s 

responses. Responses on Likert scale can be quantified easily for the purpose of 

analysis. Meredith, (2003) gave four reasons for using Likert scale: It is the best one-

dimensional approach for a questionnaire, it allows people to choose, they may be more 

discriminating, more thoughtful and it Eliminates possible misinterpretation.  

Lynch, (2007) Hogg et al., (2006) William, (2006) Darden (2006) used five point 

Likert scale for their co relational researches. Following intensity level was used in 

Likert scale. To quantify the responses on each item values are given below: 

a) Strongly agree (S.A)              = 5 

b) Agree (A)     = 4 

c) Undecided (UD)    = 3 

d) Disagree (D.A)    = 2 

e) Strongly disagree (S.D.A)   = 1  

3.4 Validity  

Validity of questionnaires was confirmed by a group of experts along 

with the supervisor of the research (See Appendix. D). The questionnaires were 

sent to nine experts in the field of education and three school teachers. Among 
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these there were six prominent university teachers and three principals of the 

secondary schools. All of these were PhD degree holders and have a vast 

experience in field of educational research. The respondents were requested to 

express their opinion regarding each and every item. They were also asked to 

suggest new items and indicate the duplication as well as ambiguity in the 

existing items. After getting feed-back from these experts the questionnaires 

were amended and improved in the light of their observations and suggestions. 

Moreover on the basis of their expert opinion some items were deleted, detail is 

given in the subsequent section. The main objective of this practice was to 

determine the effectiveness of research instruments. The observations, 

comments, suggestions and views of this group regarding language, contents, 

and areas of interest and different aspects of the questionnaires were considered 

and incorporated before final launching. 

3.4.1 Deleted or Corrected Items 

 On the basis of pilot testing and recommendations of the experts following items 

were modified, corrected or deleted from the initial questionnaires in order to collect the 

data. 

1. I try to translate the objectives of national education policies in to school 

level programme and activities 

2. I evaluate the results of the students for decision making for the next year to 

improve the school system. 

3. I receive information about Government rules, policies and regulations from 

various departments. 
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4. I ensure regular classes and students’ assignments marked and checked by 

teaching staff. 

5. I check and analyze the school results.  

6. I evaluate the internal and external effectiveness of the school programme 

quarterly.  

7. I am much concerned about record of stores, equipments of schools and 

physical checking of the items. 

8. I want to contribute for the enhancement of literacy rate of my country as per 

the requirement of Education for All programme. 

9. I invest more hours per day in my job, than do other people whose job is not 

related to education. 

10. I try to involve my students in their subject activities for the improvement of 

their learning. 

11. I spend my free time at night and or on weekends planning students learning 

experiences. 

12. I help out students with severe learning/ behavioral difficulties in their 

school work. 

3.4.2   Pilot Testing of Research Instruments  

Research instrument is an essential prerequisite for data collection. All the data 

analysis, interpretation, findings and conclusions of the research depend upon 

the instrument. Therefore the pilot testing of the instrument is necessary before 

launching it to the selected sample. To check its pros and cons and subsequent 

rectification if needed. Johnson and Christenson, (2000) recommended that 
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research instrument should be tested to determine its effectiveness and 

usefulness. The research instruments (questionnaires) were pilot tested on the 10 

heads and 30 teachers taken from the population but not included in the sample.   

3.4.3  Reliability 

To calculate reliability of questionnaires, Cronbach's alpha (α) was used 

(Develles, 1991). Reliability of the questionnaire for heads was calculated on the 

basis of constructs (Dominance = 0.79, Influence = 0.82 Steadiness = 0.83 and 

Conscientiousness = 0.80). Thus overall reliability of questionnaire for the heads 

of secondary schools was 0.81. On the other hand the reliability of questionnaire 

for the Teachers of Secondary Schools was (Altruism = 0.87, Conscientiousness 

= 0.84, Sportsmanship = 0.82, Courtesy = 0.88 and Civic Virtue = 0.84). Hence 

the overall reliability for the teachers’ questionnaire was 0.85. 

 3.5  Collection of Data 

The researcher aimed to collect data from the secondary schools 

(including male, female, rural and urban) of six divisional headquarters (district) 

of the province KPK. Therefore the Executive District Officers (Education) 

male and District Education Officer female of the relevant districts were 

requested to permit the researcher to collect the data. After getting the formal 

permission from the concerned authorities the researcher personally visited each 

and every sample school for the distribution of questionnaire. At first visit the 

researcher distributed two hundred four (204) questionnaires among the head of 

schools and six hundred twelve (612) questionnaires among the teacher of said 

schools. Some of the questionnaires were collected in the same visit while 
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majority of the questionnaires were collected in second visit to the relevant 

schools. Remaining questionnaires were collected by the friends of the 

researcher.   

3.6 Analysis and Interpretation of Data 

The data collected through questionnaires was scored. Subsequent to scoring the 

questionnaires, data was divided into different categories like dominance, influence, 

steadiness and conscientiousness etc. MS-Excel and SPSS version 16 were used for data 

analysis. 

Details for the procedure, adopted for analysis are as follow: 

(i) Data was fed into the computer 

(ii) Checked and counter checked the values of data for any error or out of 

range data. This procedure is called data clinic. 

(iii) The data transformation technique was applied to compute the total 

score. 

(iv) The statistics on the scores of questionnaires were calculated/computed 

by following procedure: 

(a)       Calculation of mean/average and standard deviation. 

(b) Pearson coefficient of correlation was computed to find out the 

relationship between the different managerial practices of the managers (head 

of educational institutions) and factors of teachers organizational citizenship 

behavior. 
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(c) One way ANOVA was applied by taking managerial skills as 

independent variable and teachers OCB as dependent variable while 

gender and locality as predictor constants.  

(d) Finally the regression test was also applied. 

 

3.6.1 Interpretation of Coefficient of correlation “r” 

According to Garrett, (1983) following interpretations of the coefficient of 

correlation can be taken to describe it: 

The range of coefficient of correlation is from -1 to +1 

(i) 0.00 to + 0.25 denotes low relationship 

(ii) + 0.26 to +0.50 denotes moderate relationship 

(iii) +0.51 to + 0.75 denotes high relationship 

(iv) +0.76 to + 1.00 denotes very high correlation 

(v) 0.00 to − 0.25 denotes negative low relationship 

(vi) − 0.26 to − 0.50 denotes negative moderate relationship 

(vii)  − 0.51 to − 0.75 denotes high but negative relationship 

(viii)  − 0.76 to − 1.00 denotes very high but negative correlation 

 

Following statistical formulae were used for data analysis: 

Percentage 

Percentage of an element = 
Number of units possesing an element

Total Number of elements
 × 100 

Arithmetic mean/average for un-grouped data                           
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 �̅�  =  
(∑X)

N
                          

  Chaodhry (1992) 

Arithmetic mean/average for grouped data 

�̅�  =  
(∑fX)

∑f
                        

Where �̅�= Arithmetic mean for non-grouped data  

 ∑X = Sum of all the values/quantities 

N    = Total number of values/quantities 

fX   = Product of the frequencies and values           

Chaodhry (1992) 

Standard Deviation             

                                

ơ   = Standard Deviation. 

Xі = Each Value of data set.    

�̅�= Arithmetic Mean.  

N   = Total Number. 

∑ (Xі−X̅)² = The summation of the square of the difference between each value of data 

set and the mean (Khan, 1990). 
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Coefficient of Correlation 

 

Where,  n  = Total Number of Values 

X = First Score (Scores of Managers/Head of Institutions in DISC) 

Y = Second Score (Scores of Teachers in OCB) 

∑X = Summation First Scores 

∑Y = Summation Second Scores 

ΣXY = Summation of First and Second Scores’ Product  

∑X² = Summation of Squares of First Score 

∑Y² = Summation of Square of Second Scores       

Gay (1997) 

ANOVA 

SStotal = SSbetween + SSwithin    

SStotal = ∑X2 −  
(∑X)2

N
 

SSbetween =  
(∑X1)²

n1 
 +  

(∑X2)²

n2 
 +   

(∑X3)²

n3 
 +……..+…… −  

(∑X)²

N 
 

We use the formula K – 1 for degree of freedom in between terms, where K stands for 

number of groups. 
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On the other hand N – K is used for degrees of freedom for within terms, where N 

denotes the total sample size and K is used for number of treatment. 

Mean Square = 
Sum of Squares

Degrees of freedom
  

F = 
MSB

MSw
                                                    

Gay (1997) 

In case F calculated > F tabulated, then the null the null hypothesis is rejected and there 

is a significant difference among the means. 

On the other hand the null hypothesis accepted if tabulated value of F > F calculated 

and no significant difference among the means.   

P value 

A null hypothesis is rejected if the value of “p” is less than the 0.05 and accepted if it is 

greater than 0.05 (Gay, 1997) 
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CHAPTER 4 

DATA ANALYSIS AND INTERPRETATION 

 

This chapter deals with tabulation, analysis and interpretation of data collected 

through Questionnaires for the Heads and Teachers of Government Secondary Schools. 

The data was collected from six divisional headquarters including 204 heads and 612 

teachers of public schools of Khyber Pukhtun khwa. For data analysis researcher used 

different statistical tools such as frequency, percentage, coefficient of correlation, 

regression and ANOVA etc.  

This chapter is divided into following sections. The detail of the sections is given 

as under. 

1. General Information (Section “A”) 

General information about the respondents i.e. teachers and heads of the 

sample Government Secondary Schools (Table 4.1.1 to Table 4.1.6). 

2. Managerial practices of the Heads and Secondary School Teachers’ OCB 

(Section “B”). 

Managerial practices of the heads of secondary schools with regard to 

dominance, influence, steadiness and conscientiousness and organizational 

citizenship behavior of teachers (Table 4.2.1 and Table 4.2.2). 

3. Relationship between heads’ different managerial skills (Disc Model) and 

teachers’ OCB (Section “C”) 
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i. Relationship between heads’ dominance skill and teachers’ OCB (Table 

4.3.1 to Table 4.3.5). 

ii. Relationship between heads’ influence skills and teachers’ OCB (Table 

4.4.1 to Table 4.4.5).  

iii. Relationship between heads’ steadiness skills and teachers’ OCB (Table 

4.5.1 to Table 4.5.5).   

iv. Relationship between heads’ conscientiousness skills and teachers’ OCB 

(Table 4.6.1 to Table 4.6.5). 

v. Relationship between heads managerial skills and teachers’ OCB (Table 

4.7.1 to Table 4.7.4). 

4. Overall Correlation (Section “D”).  

Correlation between heads’ managerial skills and factors of OCB (Table 

4.8.1 to 4.8.6). 
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4.1 General information about the teachers and heads of the sample schools 

Table 4.1.1  

Gender wise /Locality wise distribution of Secondary School’ Heads 

S.No                              Gender Percentage 

1 
Male (Urban) 60 

29.41 

2 
Male (Rural) 42 

20.59 

3 Female (Urban) 60 29.41 

4  Female(Rural) 42 20.59 

 Total  204 100 

 

Table 4.1.1 indicates that sixty (29.41%) male heads included in the sample 

belonged to urban areas, forty two (20.59%) to rural areas of Khyber Pakhtun khawa, 

similarly sixty (29.41%) female heads belonged to urban and forty two (20.59%) to rural 

areas of Khyber pakhtun khawa 
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Table 4.1.2  

Gender wise /Locality wise distribution of Secondary School’ Teachers 

S.No                              Gender Percentage 

1 
Male (Urban) 180 

29.41 

2 
Male (Rural) 126 

20.59 

3 Female (Urban) 180 29.41 

4  Female(Rural) 126 20.59 

 Total  612 100 

 

Table 4.1.2 indicates that one hundred and eighty (29.41%) male teachers 

included in the sample belong to urban areas, one hundred and twenty six (20.59%) to 

rural areas of Khyber Pakhtunkhwa, similarly one hundred and eighty (29.41%) female 

teachers belong to urban and one hundred and twenty six (20.59%) to rural areas of 

Khyber pakhtunkhwa 
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Table 4.1.3  

Academic and Professional Qualification Wise Distribution of Secondary 

School Heads 

S.No   Academics Qualification  Professional Qualification 

1 BA/B.Sc 10 B.Ed/BS.Ed 60 

2 MA/M.Sc 180 M.Ed/MAEd 120 

3 M.Phil/MS 12 M.Phil/MS  20 

4 PhD 02 Ph.D 4 

 Total                             204                       204 

 

Table 4.1.3 indicates that ten heads both male and female included in the sample 

have an academic qualification of BA/BSc, one hundred and eighty are MA/M Sc, twelve 

are M Phil /MS and two heads have an academic qualification of PhD, similarly sixty 

heads both male and female included in the sample have a professional qualification of B 

Ed/BS Ed, one hundred and twenty are M Ed/MA Ed, twenty are M Phil /MS and four 

heads have a professional qualification of PhD. 
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Table 4.1.4  

Academic and Professional Qualification Wise Distribution of Secondary 

School’ Teachers 

No   Academics Qualification  Professional Qualification 

1 BA/B.Sc 100 B.Ed/BS Ed 210 

2 MA/M.Sc 486 M.Ed/MAEd 375 

3 M.Phil/MS 20 M.Phil/MS    20 

4 PhD 06 Ph.D    07 

 Total                             612                                       612 

 

Table 4.1.4 indicates that one hundred  teachers both male and female included in 

the sample have an academic qualification of BA/B Sc, four hundred and eighty six are 

MA/M Sc, twenty are M Phil /MS and six teachers have an academic qualification of 

PhD, whereas  two hundred and ten teachers both male and female included in the sample 

have a professional qualification of B Ed/BS Ed, three hundred and seventy five are 

MEd/MA Ed, twenty are M Phil /MS and seven teachers have a professional qualification 

of Ph D. 
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Table 4.1.5 

Experience wise Distribution of Secondary School Heads 

S.No   Teaching experience(in Years)  Managerial experience (in Years) 

1 0-5 45 0-5 114 

2 6-10 90 6-10   55 

3 11-15 50 11-15   30 

4 16-20 12 16-20     5 

5 21 and above  07 21 and above      0 

               Total                         204                                 204 

 

Table 4.1.5 indicates that forty five  heads both male and female included in the 

sample have a teaching experience of 0-5 years, ninety have an experience of 6-10, fifty 

have 11-15 years teaching experience, twelve heads have an experience of 16-20 years, 

and seven have teaching experience of 21 and above years, whereas  one hundred and 

fourteen  heads both male and female included in the sample have managerial experience 

of 0-5 years, fifty five have an experience of 6-10, thirty have 11-15 years experience, 

five heads have a managerial experience of 16-20 years, and there was no head who have 

a managerial experience of 21 and above years. 
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Table 4.1.6 

Experience Wise Distribution of Secondary School Teachers 

S. No   Teaching experience(Years)  Managerial experience (Years) 

1 0-5 112 0-5 20 

2 6-10 200 6-10 05 

3 11-15 85 11-15 0 

4 16-20 185 16-20 0 

5 21 and above  30 21 and above 0 

      Total                                   612                                   25 

 

Table 4.1.6 indicates that one hundred and twelve teachers both male and female 

included in the sample have a teaching experience of 0-5 years, two hundred have an 

experience of 6-10, eighty five have 11-15 years teaching experience, one hundred and 

eighty five teachers have an experience of 16-20 years, and thirty have teaching 

experience of 21 and above years, whereas twenty teachers both male and female 

included in the sample have a managerial experience of 0-5 years, five have an 

experience of 6-10, zero have 11-15 years experience, zero teachers have a managerial 

experience of 16-20 years, and there was no teacher who have a managerial experience of 

21years and above. 
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4.2 Managerial practices of the Heads and Secondary School Teachers’ OCB.  

Table 4.2.1 

Managerial practices of the Heads of Secondary Schools with Regard to 

Dominance, Influence, Steadiness and Conscientiousness.  

District 

Means 

Dominance Influence Steadiness Conscientiousness Cumulative 

D I Khan 15.67 14.75 16.02 13.78 15.10 

Abbottabad  23.16 22.56 24.32 20.11 22.54 

Kohat 16.70 15.88 16.32 17.12 16.51 

Swat 11.04 12.11 10.80 13.32 11.82 

Mardan 13.23 14.36 11.43 12.78 12.95 

Peshawar 22.17 23.21 20.40 24.58 22.59 

Overall/Total     16.99     17.15      15.55           16.95       16.92 

 

Table 4.2.1 shows the following 

(i) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 15.67, 14.75, 16.02, 13.78 

and 15.10 respectively in district D.I.Khan. 

(ii) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 23.16, 22.56, 24.32, 20.11 

and 22.54 respectively in district Abbottabad. 
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(iii) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 16.70, 15.88, 16.32, 17.12 

and 16.51 respectively in district Kohat. 

(iv) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 11.04, 12.11, 10.80, 13.32 

and 11.82 respectively in district Swat. 

(v) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 13.23, 14.36, 11.43, 12.78 

and 12.95 respectively in district Mardan. 

(vi) Mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 22.17, 23.21, 20.40, 

24.58, and 22.59 respectively in district Peshawar. 

(vii) Overall mean of the managerial practices regarding dominance, influence, 

steadiness, conscientiousness and cumulative is 16.99, 17.15, 15.55, 

16.95, and 16.92 respectively. 
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Table 4.2.2  

Organizational Citizenship Behaviour of the Secondary School Teachers 

Regarding Altruism, Conscientiousness, Sportsmanship, Courtesy and Civic Virtue. 

District 

Means 

Alt: Conscient: Spor Cour: C.V Cumulative 

D I Khan 12.23 13.14 11.78 13.64 10.50 12.26 

Abbottabad 17.36 16.97 17.31 18.80 15.74 17.24 

Kohat 11.75 13.42 12.54 10.71 12.35 12.15 

Swat 8.75 9.23 10.30 9.98 7.86 9.22 

Mardan 8.76 7.34 9.39 10.10 9.89 9.10 

Peshawar 16.64 18.72 19.48 20.13 17.94 18.58 

Overall/Total 12.58 13.14 13.47 13.89 12.38 13.10 

 

Table 4.2.2 depicts the following figures: 

(i) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 12.23, 13.14, 11.78, 

13.64, 10.50, and 12.26 respectively in district D.I.Khan. 

(ii) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 17.36, 16.97, 17.31, 

18.80, 15.74 and 17.24 respectively in district Abbottabad. 
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(iii) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 11.75, 13.42, 12.54, 

10.71, 12.35 and 12.15 respectively in district Kohat. 

(iv) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 8.75, 9.23, 10.30, 

9.98, 7.86 and 9.22 respectively in district Swat. 

(v) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 8.76, 7.34, 9.39, 

10.10, 9.89 and 9.10 respectively in district Mardan. 

(vi) Mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 16.64, 18.72, 19.48, 

20.13, 17.94 and 18.58 respectively in district Peshawar. 

(vii) Overall mean of the teachers’ OCB regarding Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative is 12.58, 13.14, 13.47, 

13.89, 12.38 and 13.10 respectively. 

 

 

 

 

 

 

 



 
 

96 
 

4.3 Relationship between Heads’ Dominance Skill and Teachers’ OCB 

 

Table 4.3.1 Correlation between Heads’ Dominance Skill Score and Teachers’ 

Altruism Scores 

Respondents 

r p 

 Head   Teacher   

Urban Males Urban Male 0.620 0.000 

Rural Male Rural Male 0.730 0.000 

Urban Female  
 

Urban Female 0.751 0.000 

Rural Female 
 

Rural Female 0.612 0.000 

Table 4.3.1 indicates that: 

1. There is a strong relationship between dominance skills scores of urban male 

heads and altruism scores of urban male teachers. The value of r (0.620) at p 

(0.000) also proved it. 

2. There is a high co-relation between dominance skills scores of rural male heads 

and altruism scores of rural male teachers. The value of r (0.730) at P (0.000) also 

reflected it. 

3. There is significant relationship between dominance skills scores of urban female 

heads and altruism scores of urban female teachers. The values of r (0.751) at p 

(0.000) also proved it. 
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4. There is a very high co-relation between dominance skills scores of rural female 

heads and altruism scores of rural female teachers. The values of r (0.612) at p 

(0.000) also proved it. 

Table 4.3.2  

Correlation between Heads Dominance Skills Scores and Teachers 

Conscientiousness scores  

Respondents 

r P 

 Head   Teacher   

Urban Male  Urban Male 0.702 0.000 

Rural Male Rural Male 0.710 0.000 

Urban Female Urban Female 0.630 0.000 

Rural Female Rural Female   0.780 0.000 

Table 4.3.2 indicates that: 

1. There is a strong relationship between dominance skills scores of urban male 

heads and conscientiousness scores of urban male teachers. The value of r (0.702) 

at p (0.000) also proved it. 

2. There is a high co-relation between dominance skills scores of rural male heads 

and conscientiousness scores of rural male teachers. The value of r (0.710) at P 

(0.000) also reflected it. 
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3. There is significant relationship between dominance skills scores of urban female 

heads and conscientiousness scores of urban female teachers. The values of r 

(0.630) at p (0.000) also proved it. 

4. There is a very high co-relation between dominance skills scores of rural female 

heads and conscientiousness scores of rural female teachers. The values of r 

(0.780) at p (0.000) also proved it. 

Table 4.3.3  

Correlation between Heads Dominance Skills Scores and Teachers 

Sportsmanship Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.810 0.000 

Rural male 
 

Rural male 0.601 0.000 

Urban female  Urban female  0.638 0.000 

Rural female  Rural female 0.732 0.000 

Table 4.3.3 indicates that: 

1. There is a strong relationship between dominance skills scores of urban male 

heads and sportsmanship scores of urban male teachers. The value of r (0.810) at 

p (0.000) also proved it. 
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2. There is a high co-relation between dominance skills scores of rural male heads 

and sportsmanship scores of rural male teachers. The value of r (0.601) at P 

(0.000) also reflected it. 

3. There is significant relationship between dominance skills scores of urban female 

heads and sportsmanship scores of urban female teachers. The values of r (0.638) 

at p (0.000) also proved it. 

4. There is a very high co-relation between dominance skills scores of rural female 

heads and sportsmanship scores of rural female teachers. The values of r (0.732) 

at p (0.000) also proved it. 

 

Table 4.3.4  

Correlation between Heads Dominance Skills Scores and Teachers courtesy 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.805 0.000 

Rural male 
 

Rural male 0.523 0.001 

Urban female  Urban female  0.725 0.000 

Rural female  Rural female 0.869 0.000 
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Table 4.3.4 indicates that: 

1. There is a high relationship between dominance skills scores of urban male heads 

and courtesy scores of urban male teachers. The value of r (0.805) at p (0.000) 

also proved it. 

2. There is a moderate co-relation between dominance skills scores of rural male 

heads and courtesy scores of rural male teachers. The value of r (0.523) at P 

(0.000) also reflected it. 

3. There is high relationship between dominance skills scores of urban female heads 

and courtesy scores of urban female teachers. The values of r (0.725) at p (0.000) 

also proved it. 

4. There is a high co-relation between dominance skills scores of rural female heads 

and courtesy scores of rural female teachers. The values of r (0.869) at p (0.000) 

also proved it. 
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Table 4.3.5  

Correlation between Heads Dominance Skills Scores and Teachers civic virtue 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.823 0.000 

Rural male 
 

Rural male 0.579 0.001 

Urban female  Urban female  0.913 0.000 

Rural female  Rural female 0.684 0.000 

Table 4.3.5 indicates that: 

1. There is a strong relationship between dominance skills scores of urban male 

heads and civic virtue scores of urban male teachers. The value of r (0.823) at p 

(0.000) also proved it. 

2. There is a moderate co-relation between dominance skills scores of rural male 

heads and civic virtue scores of rural male teachers. The value of r (0.579) at P 

(0.000) also reflected it. 

3. There is very strong relationship between dominance skills scores of urban female 

heads and civic virtue scores of urban female teachers. The values of r (0.913) at 

p (0.000) also proved it. 
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4. There is a moderate co-relation between dominance skills scores of rural female 

heads and civic virtue scores of rural female teachers. The values of r (0.684) at p 

(0.000) also proved it. 

4.4 Relationship between Heads Influence Skills and Teachers OCB  

Table 4.4.1 Correlation between Heads Influence Skills Scores and Teachers 

Altruism Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.630 0.000 

Rural male 
 

Rural male 0.680 0.000 

Urban female  Urban female  0.781 0.000 

Rural female  Rural female 0.557 0.000 

Table 4.4.1 indicates that: 

1. There is a moderate relationship between influence skills scores of urban male 

heads and altruism scores of urban male teachers. The value of r (0.630) at p 

(0.000) also proved it. 

2. There is a high co-relation between influence skills scores of rural male heads and 

altruism scores of rural male teachers. The value of r (0.680) at P (0.000) also 

reflected  it. 
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3. There is significant relationship between influence skills scores of urban female 

heads and altruism scores of urban female teachers. The values of r (0.781) at p 

(0.000) also proved it. 

4. There is a moderate co-relation between influence skills scores of rural female 

heads and altruism scores of rural female teachers. The values of r (0.557) at p 

(0.000) also proved it. 

Table 4.4.2  

Correlation between Heads Influence Skills Scores and Teachers Conscientiousness 

Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.712 0.000 

Rural male 
 

Rural male 0.558 0.000 

Urban female  Urban female  0.622 0.000 

Rural female  Rural female 0.790 0.000 

Table 4.4.2 indicates that: 

1. There is a strong relationship between influence skills scores of urban male heads 

and conscientiousness scores of urban male teachers. The value of r (0.712) at p 

(0.000) also proved it. 
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2. There is a high co-relation between influence skills scores of rural male heads and 

conscientiousness scores of rural male teachers. The value of r (0.558) at P 

(0.000) also reflected it. 

3. There is moderate relationship between influence skills scores of urban female 

heads and conscientiousness scores of urban female teachers. The values of r 

(0.622) at p (0.000) also proved it. 

4. There is a high co-relation between influence skills scores of rural female heads 

and conscientiousness scores of rural female teachers. The values of r (0.790) at p 

(0.000) also proved it. 

Table 4.4.3  

Correlation between Heads Influence Skills Scores and Teachers 

Sportsmanship Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.920 0.000 

Rural male 
 

Rural male 0.618 0.000 

Urban female  Urban female  0.548 0.000 

Rural female  Rural female 0.618 0.000 
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Table 4.4.3 indicates that: 

1. There is a very strong relationship between influence skills scores of urban male 

heads and sportsmanship scores of urban male teachers. The value of r (0.920) at 

p (0.000) also proved it. 

2. There is a moderate co-relation between influence skills scores of rural male 

heads and sportsmanship scores of rural male teachers. The value  of  r (0.618) at 

P (0.000) also reflected  it. 

3. There is moderate relationship between influence skills scores of urban female 

heads and sportsmanship scores of urban female teachers. The values of r (0.548) 

at p (0.000) also proved it. 

4. There is a high co-relation between influence skills scores of rural female heads 

and sportsmanship scores of rural female teachers. The values of r (0.618) at p 

(0.000) also proved it. 
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Table 4.4.4  

Correlation between Heads Influence Skills Scores and Teachers courtesy 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.761 0.000 

Rural male 
 

Rural male 0.582 0.000 

Urban female  Urban female  0.636 0.000 

Rural female  Rural female 0.642 0.000 

Table 4.4.4 indicates that: 

1. There is a strong relationship between influence skills scores of urban male heads 

and courtesy scores of urban male teachers. The value of r (0.761) at p (0.000) 

also proved it. 

2. There is a high co-relation between influence skills scores of rural male heads and 

courtesy scores of rural male teachers. The value of r (0.582) at P (0.000) also 

reflected it. 

3. There is significant relationship between influence skills scores of urban female 

heads and courtesy scores of urban female teachers. The values of r (0.636) at p 

(0.000) also proved it. 
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4. There is a very high co-relation between influence skills scores of rural female 

heads and courtesy scores of rural female teachers. The values of r (0.642) at p 

(0.000) also proved it. 

Table 4.4.5  

Correlation between Heads Influence Skills Scores and Teachers civic virtue 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.862 0.000 

Rural male 
 

Rural male 0.763 0.000 

Urban female  Urban female  0.698 0.000 

Rural female  Rural female 0.682 0.000 

Table 4.4.5 indicates that: 

1. There is a strong relationship between influence skills scores of urban male heads 

and civic virtue scores of urban male teachers. The value of r (0.862) at p (0.000) 

also proved it. 

2. There is a high co-relation between influence skills scores of rural male heads and 

civic virtue scores of rural male teachers. The value of r (0.763) at P (0.000) also 

reflected it. 



 
 

108 
 

3. There is significant relationship between influence skills scores of urban female 

heads and civic virtue scores of urban female teachers. The values of r (0.698) at 

p (0.000) also proved it. 

4. There is a high co-relation between influence skills scores of rural female heads 

and civic virtue scores of rural female teachers. The values of r (0.682) at p 

(0.000) also proved it. 
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4.5 Relationship between Heads Steadiness Skills and Teachers OCB 

Table 4.5.1 Correlation between Heads Steadiness Skills Scores and Teachers 

Altruism Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.623 0.000 

Rural male 
 

Rural male 0.748 0.000 

Urban female  Urban female  0.772 0.000 

Rural female  Rural female 0.639 0.000 

Table 4.5.1 indicates that: 

1. There is a moderate relationship between steadiness skills scores of urban 

male heads and altruism scores of urban male teachers. The value of r (0.623) 

at p (0.000) also proved it. 

2. There is a high co-relation between steadiness skills scores of rural male heads 

and altruism scores of rural male teachers. The value of r (0.748) at P (0.000) 

also reflected it. 

3. There is significant relationship between steadiness skills scores of urban 

female heads and altruism scores of urban female teachers. The values of r 

(0.772) at p (0.000) also proved it. 
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4. There is a moderate co-relation between steadiness skills scores of rural 

female heads and altruism scores of rural female teachers. The values of r 

(0.639) at p (0.000) also proved it. 

Table 4.5.2  

Correlation between Heads Steadiness Skills Scores and Teachers 

Conscientiousness Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.705 0.000 

Rural male 
 

Rural male 0.638 0.000 

Urban female  Urban female  0.720 0.000 

Rural female  Rural female 0.768 0.000 

Table 4.5.2 indicates that: 

1. There is a strong relationship between steadiness skills scores of urban male heads 

and conscientiousness scores of urban male teachers. The value of r (0.705) at p 

(0.000) also proved it. 

2. There is a high co-relation between steadiness skills scores of rural male heads 

and conscientiousness scores of rural male teachers. The value of r (0.638) at P 

(0.000) also reflected it. 
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3. There is moderate relationship between steadiness skills scores of urban female 

heads and conscientiousness scores of urban female teachers. The values of r 

(0.720) at p (0.000) also proved it. 

4. There is a high co-relation between steadiness skills scores of rural female heads 

and conscientiousness scores of rural female teachers. The values of r (0.768) at p 

(0.000) also proved it. 

 Table 4.5.3  

Correlation between Heads Steadiness Skills Scores and Teachers 

Sportsmanship Scores 

Respondents 

r p 

 Head   Teacher   

Male Urban  Male Urban  0.810            0.000 

Male Rural  Male Rural 0.703            0.000 

Female Urban  Female Urban  0.630            0.000 

Female Rural   Female Rural   0.669            0.000 

Table 4.5.3 indicates that: 

1. There is a very high relationship between steadiness skills scores of urban 

male heads and sportsmanship scores of urban male teachers. The value of r 

(0.810) at p (0.000) also proved it. 
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2. There is a moderate co-relation between steadiness skills scores of rural male 

heads and sportsmanship scores of rural male teachers. The value of r (0.703) 

at P (0.000) also reflected it. 

3. There is a moderate relationship between steadiness skills scores of urban 

female heads and sportsmanship scores of urban female teachers. The values 

of r (0.630) at p (0.000) also proved it. 

4. There is a high co-relation between steadiness skills scores of rural female 

heads and sportsmanship scores of rural female teachers. The values of r 

(0.669) at p (0.000) also proved it. 

Table 4.5.4  

Correlation between Heads Steadiness Skills Scores and Teachers courtesy 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.750 0.000 

Rural male 
 

Rural male 0.674 0.000 

Urban female  Urban female  0.559 0.002 

Rural female  Rural female 0.822 0.000 
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Table 4.5.4 indicates that: 

1. There is a strong relationship between steadiness skills scores of urban male heads 

and courtesy scores of urban male teachers. The value of r (0.750) at p (0.000) 

also proved it. 

2. There is a moderate co-relation between steadiness skills scores of rural male 

heads and courtesy scores of rural male teachers. The value of r (0.674) at P 

(0.000) also reflected it. 

3. There is moderate relationship between steadiness skills scores of urban female 

heads and courtesy scores of urban female teachers. The values of r (0.559) at p 

(0.000) also proved it. 

4. There is a high co-relation between steadiness skills scores of rural female heads 

and courtesy scores of rural female teachers. The values of r (0.822) at p (0.000) 

also proved it. 
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Table 4.5.5  

Correlation between Heads Steadiness Skills Scores and Teachers civic virtue 

Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.610 0.001 

Rural male 
 

Rural male 0.609 0.000 

Urban female  Urban female  0.830 0.000 

Rural female  Rural female 0.738 0.000 

Table 4.5.5 indicates that: 

1. There is a moderate relationship between steadiness skills scores of urban male 

heads and civic virtue scores of urban male teachers. The value of r (0.610) at p 

(0.000) also proved it. 

2. There is a moderate co-relation between steadiness skills scores of rural male 

heads and civic virtue scores of rural male teachers. The value of r (0.609) at P 

(0.000) also reflected it. 

3. There is significant relationship between steadiness skills scores of urban female 

heads and civic virtue scores of urban female teachers. The values of r (0.830) at 

p (0.000) also proved it. 
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4. There is a high co-relation between steadiness skills scores of rural female heads 

and civic virtue scores of rural female teachers. The values of r (0.738) at p 

(0.000) also proved it. 
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4.6 Relationship between Heads’ Conscientiousness Skills and Teachers’ OCB 

Table 4.6.1 Correlation between Heads Conscientiousness Skills Scores and 

Teachers Altruism Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.615 0.001 

Rural male 
 

Rural male 0.712 0.000 

Urban female  Urban female  0.813 0.000 

Rural female  Rural female 0.533 0.001 

 

Table 4.6.1 indicates that: 

1. There is a moderate relationship between conscientiousness skills scores of urban 

male heads and altruism scores of urban male teachers. The value of  r (0.615) at 

p (0.000) also proved it. 

2. There is a high co-relation between conscientiousness skills scores of rural male 

heads and altruism scores of rural male teachers. The value of r (0.712) at P 

(0.000) also reflected it. 

3. There is significant relationship between conscientiousness skills scores of urban 

female heads and altruism scores of urban female teachers. The values of r 

(0.813) at p (0.000) also proved it. 
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4. There is a moderate co-relation between conscientiousness skills scores of rural 

female heads and altruism scores of rural female teachers. The values of r (0.533) 

at p (0.000) also proved it. 

Table 4.6.2  

Correlation between Heads Conscientiousness Skills Scores and Teachers 

Conscientiousness Scores  

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.725 0.000 

Rural male 
 

Rural male 0.667 0.000 

Urban female  Urban female  0.642 0.001 

Rural female  Rural female 0.775 0.000 

Table 4.6.2 indicates that: 

1. There is a strong relationship between conscientiousness skills scores of urban 

male heads and conscientiousness scores of urban male teachers. the value  of  r 

(0.725) at p (0.000) also proved it 

2. There is a high co-relation between conscientiousness skills scores of rural male 

heads and conscientiousness scores of rural male teachers. the value  of  r (0.667) 

at P (0.000) also reflected  it 
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3. There is moderate relationship between conscientiousness skills scores of urban 

female heads and conscientiousness scores of urban female teachers. The values 

of r (0.642) at p (0.000) also proved it. 

4. There is a high co-relation between conscientiousness skills scores of rural female 

heads and conscientiousness scores of rural female teachers. The values of r 

(0.775) at p (0.000) also proved it. 

Table 4.6.3  

Correlation between Heads Conscientiousness Skills Scores and Teachers 

Sportsmanship Scores 

Respondents 

r p 

 Head   Teacher   

Male Urban  Male Urban  0.870 0.000 

Male Rural  Male Rural 0.602 0.001 

Female Urban  Female Urban  0.719 0.001 

Female Rural   Female Rural   0.702 0.000 

Table 4.6.3 indicates that: 

1. There is a very high relationship between conscientiousness skills scores of urban 

male heads and sportsmanship scores of urban male teachers. The value of r 

(0.870) at p (0.000) also proved it. 



 
 

119 
 

2. There is a moderate co-relation between conscientiousness skills scores of rural 

male heads and sportsmanship scores of rural male teachers. The value of r 

(0.602) at P (0.000) also reflected it. 

3. There is moderate relationship between conscientiousness skills scores of urban 

female heads and sportsmanship scores of urban female teachers. The values of r 

(0.719) at p (0.000) also proved it. 

4. There is a high co-relation between conscientiousness skills scores of rural female 

heads and sportsmanship scores of rural female teachers. The values of r (0.702) 

at p (0.000) also proved it. 
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Table 4.6.4 

Correlation between Heads Conscientiousness Skills Scores and Teachers 

Courtesy Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.554 0.000 

Rural male 
 

Rural male 0.725 0.000 

Urban female  Urban female  0.636 0.001 

Rural female  Rural female 0.425 0.01 

Table 4.6.4 indicates that: 

1. There is a moderate relationship between conscientiousness skills scores of urban 

male heads and courtesy scores of urban male teachers. The value of r (0.554) at p 

(0.000) also proved it. 

2. There is a high co-relation between conscientiousness skills scores of rural male 

heads and courtesy scores of rural male teachers. The value of r (0.725) at P 

(0.000) also reflected it. 

3. There is moderate relationship between conscientiousness skills scores of urban 

female heads and courtesy scores of urban female teachers. The values of r 

(0.636) at p (0.000) also proved it. 
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4. There is a low co-relation between conscientiousness skills scores of rural female 

heads and courtesy scores of rural female teachers. The values of r (0.425) at p 

(0.000) also proved it. 

Table 4.6.5  

Correlation between Heads Conscientiousness Skills Scores and Teachers Civic 

Virtue Scores 

Respondents 

r p 

 Head   Teacher   

Male Urban  Male Urban  0.782 0.000 

Male Rural  Male Rural 0.698 0.000 

Female Urban  Female Urban  0.612 0.001 

Female Rural   Female Rural   0.756 0.000 

Table 4.6.5 indicates that: 

1. There is a strong relationship between conscientiousness skills scores of urban 

male heads and civic virtue scores of urban male teachers. The value of r (0.782) 

at p (0.000) also proved it. 

2. There is a moderate co-relation between conscientiousness skills scores of rural 

male heads and civic virtue scores of rural male teachers. The value of r (0.698) at 

P (0.000) also reflected it. 
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3. There is moderate relationship between conscientiousness skills scores of urban 

female heads and civic virtue scores of urban female teachers. The values of r 

(0.612) at p (0.000) also proved it. 

4. There is a high co-relation between conscientiousness skills scores of rural female 

heads and civic virtue scores of rural female teachers. The values of r (0.756) at p 

(0.000) also proved it. 
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4.7         Relationship between Heads managerial Skills and Teachers OCB. 

 

Table 4.7.1 Correlation between Heads Dominance Skills Scores and Teachers OCB 

Scores  

Respondents’ Type  

r p 

 Head   Teacher   

Male Urban  Male Urban  0.863          0.000 

Male Rural  Male Rural 0.757          0.000 

Female Urban  Female Urban  0.752         0.000 

Female Rural   Female Rural   0.689         0.001 

Table 4.7.1 indicates that: 

1. There is a strong relationship between dominance skills scores of urban male 

heads and OCB scores of urban male teachers. The value of r (0.863) at p (0.000) 

also proved it. 

2. There is a high co-relation between dominance skills scores of rural male heads 

and OCB scores of rural male teachers. the value  of  r (0.757) at P (0.000) also 

reflected  it. 

3. There is significant relationship between dominance skills scores of urban female 

heads and OCB scores of urban female teachers. The values of r (0.752) at p 

(0.000) also proved it. 
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4. There is a very high co-relation between dominance skills scores of rural female 

heads and OCB scores of rural female teachers. The values of r (0.689) at p 

(0.000) also proved it. 

Table 4.7.2  

Correlation between Heads Influence Skills Scores and Teachers OCB Scores  

Respondents’ Type  

r p 

 Head   Teacher   

Male Urban  Male Urban  0.899          0.000 

Male Rural  Male Rural 0.811          0.000 

Female Urban  Female Urban  0.805          0.000 

Female Rural   Female Rural   0.701          0.000 

Table 4.7.2 indicates that: 

1. There is a strong relationship between influence skills scores of urban male heads 

and OCB scores of urban male teachers. The value of r (0.899) at p (0.000) also 

proved it. 

2. There is a high co-relation between influence skills scores of rural male heads and 

OCB scores of rural male teachers. The value of r (0.811) at P (0.000) also 

reflected it. 
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3. There is significant relationship between influence skills scores of urban female 

heads and OCB scores of urban female teachers. The values of r (0.805) at p 

(0.000) also proved it. 

4. There is a very high co-relation between influence skills scores of rural female 

heads and OCB scores of rural female teachers. The values of r (0.701) at p 

(0.000) also proved it. 

Table 4.6.3  

Correlation between Heads Steadiness Skills Scores and Teachers OCB Scores  

Respondents’ Type  

r p 

 Head   Teacher   

Male Urban  Male Urban  0.935          0.000 

Male Rural  Male Rural 0.790         0.000 

Female Urban  Female Urban  0.723         0.000 

Female Rural   Female Rural   0.902         0.000 

Table 4.7.3 indicates that: 

1. There is a strong relationship between steadiness skills scores of urban male heads 

and OCB scores of urban male teachers. the value  of  r (0.935) at p (0.000) also 

proved it 
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2. There is a high co-relation between steadiness skills scores of rural male heads 

and OCB scores of rural male teachers. the value  of  r (0.790) at P (0.000) also 

reflected  it 

3. There is significant relationship between steadiness skills scores of urban female 

heads and OCB scores of urban female teachers. the values of  r (0.723) at p 

(0.000) also proved it 

4. There is a very high co-relation between steadiness skills scores of rural female 

heads and OCB scores of rural female teachers. the values of  r (0.902) at p 

(0.000)  also proved it 

Table 4.7.4  

Correlation between Heads Conscientiousness Skills Scores and Teachers OCB 

Scores  

Respondents’ Type  

r p 

 Head   Teacher   

Male Urban  Male Urban  0.790          0.000 

Male Rural  Male Rural 0.752          0.000 

Female Urban  Female Urban  0.764          0.000 

Female Rural   Female Rural   0.906          0.000 
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Table 4.7.4 indicates that: 

1. There is a strong relationship between conscientiousness skills scores of urban 

male heads and OCB scores of urban male teachers. the value  of  r (0.790) at p 

(0.000) also proved it 

2. There is a high co-relation between conscientiousness skills scores of rural male 

heads and OCB scores of rural male teachers. the value  of  r (0.752) at P (0.000) 

also reflected  it 

3. There is significant relationship between conscientiousness skills scores of urban 

female heads and OCB scores of urban female teachers. the values of  r (0.764) at 

p (0.000) also proved it 

4. There is a very high co-relation between conscientiousness skills scores of rural 

female heads and OCB scores of rural female teachers. the values of  r (0.906) at 

p (0.000)  also proved it 

 

 

 

 

 

 

 



 
 

128 
 

4.8 Correlation between Heads’ Managerial Skills and Factors of OCB. 

Table 4.8.1 Correlation between Heads Total Managerial Skills Scores and 

Teachers Total Altruism Scores  

Respondents 

r P 

 Head   Teacher   

Male Urban  Male Urban  0.632 0.001 

Male Rural  Male Rural 0.740 0.000 

Female Urban  Female Urban  0.780 0.000 

Female Rural   Female Rural   0.643 0.001 

Table 4.8.1 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total altruism scores of urban male teachers. the value  of  r (0.632) at p 

(0.000) also proved it 

2. There is a high co-relation between total managerial skills scores of rural male 

heads and total altruism scores of rural male teachers. the value  of  r (0.740) at P 

(0.000) also reflected  it 

3. There is significant relationship between total managerial skills scores of urban 

female heads and total altruism scores of urban female teachers. the values of  r 

(0.780) at p (0.000) also proved it 
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4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total altruism scores of rural female teachers. The values of r 

(0.643) at p (0.000) also proved it. 

Table 4.8.2 

Correlation between Heads Total Managerial Skills Scores and Teachers Total 

Conscientiousness Scores  

Respondents 

r p 

 Head   Teacher   

Male Urban  Male Urban  0.718           0.000 

Male Rural  Male Rural 0.733           0.000 

Female Urban  Female Urban  0.560          0.000 

Female Rural   Female Rural   0.779          0.000 

Table 4.8.2 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total conscientiousness scores of urban male teachers. the value  of  r 

(0.718) at p (0.000) also proved it 

2. There is a high co-relation between total managerial skills scores of rural male 

heads and total conscientiousness scores of rural male teachers. the value  of  r 

(0.733) at P (0.000) also reflected  it 
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3. There is significant relationship between total managerial skills scores of urban 

female heads and total conscientiousness scores of urban female teachers. the 

values of  r (0.560) at p (0.000) also proved it 

4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total conscientiousness scores of rural female teachers. The 

values of r (0.779) at p (0.000) also proved it. 

Table 4.8.3 

Correlation between Heads Total Managerial Skills Scores and Teachers Total 

Sportsmanship Scores 

Respondents 

r p 

 Head   Teacher   

Male Urban  Male Urban  0.913          0.000 

Male Rural  Male Rural 0.632          0.002 

Female Urban  Female Urban  0.647          0.001 

Female Rural   Female Rural   0.733          0.000 

Table 4.8.3 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total sportsmanship scores of urban male teachers. The value of r 

(0.913) at p (0.000) also proved it. 
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2. There is a high co-relation between total managerial skills scores of rural male 

heads and total sportsmanship scores of rural male teachers. the value  of  r 

(0.632) at P (0.000) also reflected  it 

3. There is significant relationship between total managerial skills scores of urban 

female heads and total sportsmanship scores of urban female teachers. The values 

of r (0.647) at p (0.000) also proved it. 

4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total sportsmanship scores of rural female teachers. The values 

of r (0.733) at p (0.000) also proved it. 

 

Table 4.8.4 

Correlation between Heads Total Managerial Skills Scores and Teachers Total 

courtesy Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.918          0.000 

Rural male 
 

Rural male 0.682          0.002 

Urban female  Urban female  0.645          0.001 

Rural female  Rural female 0.748          0.000 

 

 



 
 

132 
 

Table 4.8.4 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total courtesy scores of urban male teachers. The value of r (0.918) at p 

(0.000) also proved it. 

2. There is a high co-relation between total managerial skills scores of rural male 

heads and total courtesy scores of rural male teachers. The value of r (0.682) at P 

(0.000) also reflected it. 

3. There is significant relationship between total managerial skills scores of urban 

female heads and Total courtesy scores of urban female teachers. The values of r 

(0.645) at p (0.000) also proved it. 

4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total courtesy scores of rural female teachers. The values of r 

(0.748) at p (0.000) also proved it. 
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Table 4.8.5 

Correlation between Heads Total Managerial Skills Scores and Teachers Total 

Civic Virtue Scores 

Respondents 

r p 

 Head   Teacher   

Urban male  Urban male 0.890 0.000 

Rural male 
 

Rural male 0.581 0.002 

Urban female  Urban female  0.592 0.001 

Rural female  Rural female 0.712 0.000 

Table 4.8.5 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total civic virtue scores of urban male teachers. The value of r (0.890) 

at p (0.000) also proved it. 

2. There is a high co-relation between total managerial skills scores of rural male 

heads and total civic virtue scores of rural male teachers. The value of r (0.581) at 

P (0.000) also reflected it. 

3. There is significant relationship between total managerial skills scores of urban 

female heads and total civic virtue scores of urban female teachers. The values of 

r (0.592) at p (0.000) also proved it. 
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4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total civic virtue scores of rural female teachers. The values of r 

(0.712) at p (0.000) also proved it. 

Table 4.8.6 

Correlation between Heads Total Managerial Skills Scores and Teachers Total 

OCB Scores  

Respondents’ Type  

r p 

 Head   Teacher   

Male Urban  Male Urban  0.757           0.000 

Male Rural  Male Rural 0.865           0.000 

Female Urban  Female Urban  0.689          0.000 

Female Rural   Female Rural   0.935          0.000 

Table 4.8.6 indicates that: 

1. There is a strong relationship between total managerial skills scores of urban male 

heads and total OCB scores of urban male teachers. the value  of  r (0.757) at p 

(0.000) also proved it 

2. There is a high co-relation between total managerial skills scores of rural male heads 

and total OCB scores of rural male teachers. The value of  r (0.865) at P (0.000) also 

reflected it. 
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3. There is significant relationship between total managerial skills scores of urban 

female heads and total scores of urban female teachers. the values of  r (0.689) at p 

(0.000) also proved it 

4. There is a very high co-relation between total managerial skills scores of rural 

female heads and total OCB scores of rural female teachers. The values of r (0.935) 

at p (0.000) also proved it. 
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4.9 Relationship between Heads’ Managerial Practices and Teachers’ OCB 

 

Table 4.9.1 Correlation between Heads’ Dominance Skill Score and Elements of 

Teachers’ OCB Scores  

             Respondents 

r p 

 Head   Teacher   

 

Dominance 

(D.I.Khan) 

Altruism 0.53 0.000 

Conscientiousness 0.56           0.001 

Sportsmanship 0.59 0.000 

Courtesy 0.44 0.001 

Civic Virtue 0.38 0.000 

 

Dominance 

(Abbottabad) 

Altruism 0.721 0.000 

Conscientiousness 0.743          0.000 

Sportsmanship 0.673          0.000 

Courtesy 0.59          0.001 

Civic Virtue 0.554 0.000 

Dominance 

(Kohat) 

Altruism 0.654 0.000 

Conscientiousness 0.439           0.000 

Sportsmanship 0.678           0.000 

Courtesy 0.611          0.000 

Civic Virtue 0.77 

0.000 
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Dominance 

(Swat) 

Altruism 0.43 0.003 

Conscientiousness 0.321           0.004 

Sportsmanship 0.235           0.02 

Courtesy 0.312           0.004 

Civic Virtue 0.243 0.04 

 

Dominance 

(Mardan) 

Altruism 0.662 0.000 

Conscientiousness 0.631           0.000 

Sportsmanship 0.572           0.000 

Courtesy 0.52           0.001 

Civic Virtue 0.653 0.000 

 

Dominance 

(Peshawar) 

Altruism 0.754 0.000 

Conscientiousness 0.691           0.000 

Sportsmanship 0.792           0.000 

Courtesy 0.562           0.000 

Civic Virtue 0.681 0.000 

 

Table 4.9.1 shows that: 

(a) The calculated values of r, are (0.53), (0.56) and (0.59) for altruism, 

conscientiousness and sportsmanship respectively. On the other hand the calculated 

values of r, are (0.44) and (0.38) for courtesy and civic virtue respectively. This 

indicates that there is a high relationship between dominance skill score of heads and 

teachers’ altruism, conscientiousness and sportsmanship whereas a moderate 
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correlation exists between heads’ dominance and teachers’ courtesy and civic virtue 

in government secondary schools of district DI Khan. 

(b) Calculated values of r, are (0.721), (0.743), (0.673), (0.59) and (0.554) for altruism, 

conscientiousness, sportsmanship, courtesy and civic virtue respectively. It depicts 

that there is a high relationship between dominance skill score of heads and teachers’ 

OCB scores in the government secondary schools of district Abbottabad. 

(c) There is a high relationship between dominance skills scores of heads and teachers’ 

altruism, sportsmanship and courtesy scores in district Kohat as the calculated values 

of r, are (0.654), (0.678) and (0.611). While there is very high correlation between 

dominance of heads and civic virtue of the teachers with the calculated value of r 

(0.77). On the other hand there is a moderate correlation between dominance skill 

score of heads and conscientiousness of teachers in Kohat with r (0.439). 

(d) There is a low relationship between dominance skill score of heads and teachers’ 

sportsmanship and civic virtue scores in district Swat (Malakand) with the calculated 

values of r (0.235) and (0.243). On the other hand the relationship between the 

heads’ dominance and teachers’ altruism, conscientiousness and courtesy is 

moderate having calculated values of r (0.43), (0.321) and (0.312) respectively. 

(e) There is a high relationship between dominance skill score of heads and all factors of 

teachers’ OCB scores in district Mardan. The calculated values of r are (0.662), 

(0.631), (0.572), (0.52) and (0.653) for altruism, conscientiousness, sportsmanship, 

courtesy and civic virtue respectively. 

(f) There is a very high relationship between dominance skill score of heads and 

teachers’ altruism and sportsmanship with the calculated values of r (0.754) and 
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(0.792) respectively. Whereas the correlation between heads’ dominance and 

teachers’ conscientiousness, courtesy and civic virtue is high as the calculated values 

of r, are (0.691), (0.562) and (0.681) correspondingly in Peshawar. 
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Table 4.9.2 Correlation between Heads’ Influence Skill Score and Teachers’ OCB  

             Respondents 
r p 

 Head   Teacher   

 

Influence 

(DIKhan) 

Altruism 0.633 0.000 

Conscientiousness 0.662 0.000 

Sportsmanship 0.611 0.000 

Courtesy 0.592 0.000 

Civic Virtue 0.670 0.000 

 

Influence 

(Abbottabad) 

Altruism 0.672 0.000 

Conscientiousness 0.537 0.001 

Sportsmanship 0.472 0.000 

Courtesy 0.731 0.000 

Civic Virtue 0.72 0.000 

Influence 

(Kohat) 

Altruism 
0.232 0.04 

Conscientiousness 
0.683 0.000 

Sportsmanship 
0.581 0.000 

Courtesy 
0.764 0.000 

Civic Virtue 0.592 0.000 
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Influence 

(Swat) 

Altruism 0.452 0.000 

Conscientiousness 0.342 0.000 

Sportsmanship 0.411 0.002 

Courtesy 0.512 0.000 

Civic Virtue 0.301 0.003 

Influence 

(Mardan) 

Altruism 0.331 0.02 

Conscientiousness 0.561 
          

         0.001 

Sportsmanship 0.542 
          

         0.001 

Courtesy 0.221 
           

          0.05 

Civic Virtue 0.34 0.04 

Influence 

(Peshawar) 

Altruism 0.772 0.000 

Conscientiousness 0.692 
          

         0.000 

Sportsmanship 0.434 
          

         0.000 

Courtesy 0.812 
           

         0.000 

Civic Virtue 0.661 0.000 
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Table 4.9.2 indicates that: 

(a)           The calculated values of r are (0.633), (0.662), (0.611), (0.592) and 

(0.670) for altruism, conscientiousness, sportsmanship, courtesy and civic 

virtue respectively which depicts that there is a high relationship between 

influence skill score of heads and teachers’ OCB scores in the government 

secondary schools of district D I Khan. 

(b) The calculated values of r are (0.672), (0.537), (0.731) and (0.72) for 

altruism, conscientiousness, courtesy and civic virtue respectively which 

indicates high relationship between influence skill score of heads and teachers’ 

OCB scores in district Abbottabad. While the calculated value of r for 

sportsmanship is (0.472) which shows a moderate relationship between 

influence skill of managers and sportsmanship. 

(c)        There is a high relationship between heads’ influence skill score and 

teachers’ Conscientiousness, sportsmanship and civic virtue score as the 

calculated values of r are 0.683, 0.581 and 0.592 respectively in Kohat. There 

is a very high correlation between heads’ influence skill score and teachers’ 

courtesy score (calculated value of r is 0.764) and low correlation between 

heads’ influence skill score and teachers’ altruism score (calculated value of r 

is 0.232).  

(d) There is a moderate relationship between influence skill score of heads 

and teachers’ altruism, conscientiousness, sportsmanship and civic virtue 

scores with the calculated values of r (0.452), (0.342), (0.411) and (0.301) 
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respectively in district Swat. On the other hand the correlation between the 

heads’ influence skill score and teachers’ courtesy is slightly high having value 

of r (0.512).  

(e)          There is a high relationship between influence skill score of heads and 

teachers’ conscientiousness and sportsmanship scores in district Mardan with 

calculated values of r (0.561) and (0.542). While the correlation between 

heads’ influence skill and teachers’ altruism and civic virtue is moderate 

having calculated values of r (0.331) and (0.34). On the other hand correlation 

between influence and courtesy is low as the calculated value of r is (0.221).  

(f)  There is a very high relationship between influence skill score of heads   

and teachers’ altruism and courtesy as the calculated values of r are (0.772) and 

(0.812) correspondingly. Whereas there is a high relationship between the 

heads’ influence and the teachers’ conscientiousness and civic virtue with the 

calculated values of r (0.692) and (0.661) respectively. On the other hand the 

relationship between influence and teachers’ sportsmanship scores in district 

Peshawar is moderate with calculated values of r (0.434). 
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Table 4.9.3 Correlation between Heads’ Steadiness Skill Score and Teachers’ OCB  

             Respondents 
r p 

 Head   Teacher   

 

Steadiness 

 (DIKhan) 

Altruism 0.69 0.000 

Conscientiousness 0.71 
          

         0.000 

Sportsmanship 0.63 
          

         0.000 

Courtesy 0.66 
           

         0.000 

Civic Virtue 0.76 0.000 

 

Steadiness 

(Abbottabad) 

Altruism 0.68 0.000 

Conscientiousness 0.561 
          

         0.000 

Sportsmanship 0.73 
          

         0.000 

Courtesy 0.762 
           

         0.000 

Civic Virtue 0.43 0.002 

Steadiness 

(Kohat) 

Altruism 
0.679 0.000 

Conscientiousness 
0.451 

          

         0.003 

Sportsmanship 
0.721 

          

         0.000 

Courtesy 
0.56 

           

         0.001 

Civic Virtue 0.632 0.000 
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Steadiness 

 (Swat) 

Altruism 0.67 0.000 

Conscientiousness 0.45 
          

         0.002 

Sportsmanship 0.334 
          

         0.003 

Courtesy 0.224 
           

         0.02 

Civic Virtue 0.592 0.000 

Steadiness 

(Mardan) 

Altruism 0.281 0.06 

Conscientiousness 0.563 
          

         0.001 

Sportsmanship 0.483 
          

         0.02 

Courtesy 0.711 
           

         0.000 

Civic Virtue 0.34 0.02 

Steadiness 

(Peshawar) 

Altruism 0.631 0.000 

Conscientiousness 0.421 
          

         0.002 

Sportsmanship 0.542 
          

         0.001 

Courtesy 0.213 
           

            0.2 

Civic Virtue 0.311 0.04 
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Table 4.9.3 reveals that:  

(a) The calculated values of r are (0.69), (0.71), (0.63), (0.66) and (0.76) for altruism, 

conscientiousness, sportsmanship, courtesy civic virtue of teachers respectively. 

This shows that there is a high relationship between steadiness skill score of heads 

and teachers’ OCB scores, while a very high correlation exists between steadiness 

of heads and teachers’ civic virtue of government secondary schools of district 

D.I. Khan.  

(b) The calculated values of r are (0.68), (0.561), (0.73), (0.762) and (0.43) for 

altruism, conscientiousness, sportsmanship, courtesy and civic virtue respectively. 

Which is an indication of a high relationship between steadiness skills scores of 

heads and teachers’ altruism, conscientiousness and sportsmanship. While there is 

very high correlation between mangers’ steadiness and teachers courtesy score. 

On the other hand the relationship between steadiness and civic virtue is moderate 

in the government secondary schools of Abbottabad.  

(c) There is a high relationship between steadiness skill score of heads and teachers’ 

for altruism, sportsmanship, courtesy and civic virtue scores as the calculated 

values of r are (0.679), (0.721), (0.56) and (0.632) respectively in Kohat. On the 

other hand the relationship between heads’ steadiness score and teachers’ 

conscientiousness is moderate as the calculated value of r (0.451). 

(d) There is a high relationship between steadiness skill score of heads’ and teachers’ 

altruism and civic virtue scores having calculated values of r (0.67) and (0.592) 

respectively in Swat. On the other hand the correlation between heads’ steadiness 
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skill score and teachers’ conscientiousness and sportsmanship is moderate as the 

calculated values of r are (0.45) and (0.334). While there was a low correlation 

between heads’ steadiness and teachers’ courtesy having a calculated value of r 

(0.224). 

(e) There is a high relationship between steadiness skill score of heads and teachers’ 

conscientiousness and courtesy as the calculated values of r are (0.563) and 

(0.711). While there was a moderate correlation between heads’ steadiness and 

teachers’ altruism, sportsmanship and civic virtue with calculated values of r 

(0.281), (0.483) and (0.34) respectively in Mardan. 

(f) There is a high relationship between steadiness skill score of heads and teachers’ 

altruism and sportsmanship with corresponding values of r (0.631) and (0.542). 

Whereas a moderate correlation exists among the heads’ steadiness and teachers’ 

conscientiousness and civic virtue with the calculated values of r (0.421) and 

(0.311) respectively in Peshawar. On the other hand correlation between 

steadiness and courtesy is low with the r (0.213). 
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Table 4.9.4  Correlation between Heads’ Conscientiousness and Teachers’ OCB  

             Respondents 
r p 

 Head   Teacher   

 

Conscientiousness     

(D.I.Khan) 

Altruism 0.774 0.000 

Conscientiousness 0.673 
          

         0.000 

Sportsmanship 0.714 
          

         0.000 

Courtesy 0.751 
           

         0.000 

Civic Virtue 0.73 0.000 

 

Conscientiousness 

(Abbottabad) 

Altruism 0.452 0.000 

Conscientiousness 0.78 
          

         0.000 

Sportsmanship 0.58 
          

         0.000 

Courtesy 0.712 
           

         0.000 

Civic Virtue 0.491          0.002 

 

Conscientiousness 

(Kohat) 

Altruism 
0.721 0.000 

Conscientiousness 
0.532 

          

         0.001 

Sportsmanship 
0.453 

          

         0.002 

Courtesy 
0.712 

           

         0.000 

Civic Virtue 0.67 0.000 
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Conscientiousness 

(Swat) 

Altruism 0.712 0.000 

Conscientiousness 0.561 
          

         0.000 

Sportsmanship 0.34 
          

         0.003 

Courtesy 0.65 
           

         0.000 

Civic Virtue 0.73 0.002 

 

Conscientiousness 

(Mardan) 

Altruism 0.223 0.2 

Conscientiousness 0.57 
          

         0.000 

Sportsmanship 0.371 
          

         0.000 

Courtesy 0.211 
           

            0.2 

Civic Virtue 0.652 0.000 

 

Conscientiousness 

(Peshawar) 

Altruism 0.672 0.000 

Conscientiousness 0.721 
          

         0.000 

Sportsmanship 0.562 
          

         0.000 

Courtesy 0.65 
           

         0.000 

Civic Virtue 0.452 0.002 
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Table 4.9.4 reveals that:  

(a) The calculated values of r (0.673), (0.714) and (0.73) for conscientiousness, 

sportsmanship and civic virtue respectively. Which predicts a high relationship 

between conscientiousness skill score of heads and teachers’ conscientiousness, 

sportsmanship and civic virtue scores while there was a very high relation between 

conscientiousness skill of heads and teachers’ altruism and courtesy with calculated 

values of r (0.774) and (0.751) respectively of government secondary schools of 

district D.I. Khan.  

(b) The there is a very high relationship between the heads and teachers’ 

conscientiousness scores in district Abbottabad as the calculated value of r is (0.78). 

The relationship between heads’ conscientiousness and teachers’ sportsmanship and 

courtesy is high as the calculated values of r are (0.58) and (0.712) respectively. On 

the other hand the altruism and civic virtue of teachers have a moderate relationship 

with   conscientiousness of heads as the calculated values of r are (0.452) and 

(0.491) respectively. 

(c) There is a high relationship between conscientiousness skill score of heads and 

teachers’ altruism, conscientiousness, courtesy and civic virtue scores as the 

calculated values of r are(0.721), (0.532), (0.712) and (0.67) respectively in district 

Kohat. While the correlation between conscientiousness skill score of heads and 

teachers’ sportsmanship is moderate with the (0.453) value of r. 

(d) There is a high relationship between conscientiousness skill score of heads and 

teachers’ altruism, conscientiousness, courtesy and civic virtue scores as the 
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calculated values of r are (0.712), (0.561), (0.65) and (0.73) in district Swat. On the 

other hand the correlation between conscientiousness and sportsmanship was 

moderate having r (0.34). 

(e) There is a low correlation between heads conscientiousness skills and teachers’ 

altruism and courtesy as the calculated values of r are (0.223) and (0.211) 

respectively. Whereas there is a high relationship between the conscientiousness of 

heads and teachers’ conscientiousness and civic virtue with the calculated values of 

r (0.57) and (0.652) respectively. On the other hand a moderate relationship exists 

between conscientiousness and teachers’ sportsmanship with value of r (0.371). 

(f) There is a high relationship between heads’ conscientiousness skills and teachers’ 

altruism, conscientiousness, sportsmanship and courtesy as the calculated values of 

r are (0.672), (0.721), (0.562) and (0.65) respectively in district Peshawar. Whereas 

there is a moderate relationship between the conscientiousness of heads and 

teachers’ civic virtue with the calculated values of r (0.452). 
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Table 4.10 District Wise Abstract of the Correlation between Managerial Skills (DISC 

Model) and Teachers OCB 

Managerial 

Skills 

Teacher OCB D.I.Khan Abbottabad Kohat Swat Mardan Peshawar 

Dominance 

Altruism 0.53  0.721  0.654 0.43 0.662 0.754 

conscientiousness 0.44 0.743 0.439 0.321 0.631 0.691 

sportsmanship 0.56 0.673 0.678 0.235 0.572 0.792 

Courtesy 0.38  0.59 0.611 0.312 0.52 0.562 

civic virtue  0.59 0.554 0.77 0.243 0.653 0.681 

 

Influence 

Altruism 0.633 0.672 0.232 0.452 0.331 0.772 

conscientiousness 0.662 0.537 0.683 0.342 0.561 0.692 

sportsmanship 0.611 0.472 0.581 0.411 0.542 0.434 

Courtesy 0.592 0.731 0.764 0.512 0.221 0.812 

civic virtue  0.670 0.720 0.592 0.301 0.34 0.661 

 

Steadiness 

Altruism 0.69 0.68 0.679 0.67 0.281 0.631 

conscientiousness 0.71 0.561 0.451 0.45 0.563 0.421 

Sportsmanship 0.63 0.73 0.721 0.334 0.483 0.542 

Courtesy 0.66 0.762 0.56 0.224 0.711 0.213 

civic virtue  0.76 0.43 0.632 0.592 0.34 0.311 

 

Conscientiou

sness 

Altruism 0.774 0.452 0.721 0.712 0.223 0.672 

Conscientiousness 0.663 0.78 0.532 0.561 0.57 0.721 

Sportsmanship 0.714 0.58 0.453 0.34 0.371 0.562 

Courtesy 0.751 0.712 0.712 0.65 0.211 0.65 

civic virtue  0.730 0.491 0.67 0.73 0.652 0.452 
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Table 4.11 Gender and Area Wise Abstract of the Correlation between Managerial 

Skills (DISC Model) and Teachers’ OCB 

Managerial 

Skills 

Teacher OCB Urban 

male 

Rural 

male 

Urban 

Female 

Rural 

Female 

Dominance 

Altruism 0.620 0.730 0.751 0.612 

conscientiousness, 0.702 0.710 0.630 0.780 

Sportsmanship 0.810 0.601 0.638 0.732 

Courtesy 0.805 0.523 0.725 0.869 

civic virtue  0.823 0.579 0.913 0.684 

 

Influence 

Altruism 0.630 0.680 0.781 0.557 

conscientiousness, 0.712 0.558 0.622 0.790 

Sportsmanship 0.920 0.618 0.548 0.618 

Courtesy 0.761 0.582 0.636 0.642 

civic virtue  0.862 0.763 0.698 0.682 

 

Steadiness 

Altruism 0.623 0.748 0.772 0.639 

Conscientiousness 0.705 0.638 0.720 0.768 

Sportsmanship 0.810 0.703 0.630 0.669 

Courtesy 0.750 0.674 0.559 0.822 

civic virtue  0.610 0.609 0.830 0.738 

 

conscientiousness 

Altruism 0.615 0.712 0.813 0.533 

Conscientiousness 0.725 0.667 0.642 0.775 

Sportsmanship 0.870 0.602 0.719 0.702 

Courtesy 0.554 0.725 0.636 0.425 

civic virtue  0.782 0.698 0.612 0.756 

 

Dominance 

Total OCB 

 

0.863 0.757 0.752 0.689 

Influence 0.899 0.811 0.805 0.701 

Steadiness 0.935 0.790 0.723 0.902 

conscientiousness 0.790 0.752 0.764 0.906 

Total Managerial 

 

Total 

    

Altruism 0.632 0.740 0.780 0.643 

Conscientiousness 0.718 0.733 0.560 0.779 

Sportsmanship 0.913 0.632 0.647 0.733 

Courtesy 0.918 0.682 0.645 0.748 

civic virtue  0.890 0.581 0.592 0.712 

OCB 0.757 0.865 0.689 0.935 
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CHAPTER 5 

SUMMARY, FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

5.1 Summary 

This research study was aimed to examine the relationship between managerial 

practices (dominance, influence, steadiness and conscientiousness) of the heads of the 

educational institutions and the organizational citizenship behavior (altruism, 

conscientiousness, sportsmanship, courtesy and civic virtue) of teachers. The study was 

carried out to achieve the following objectives: (a) to analyze the existing managerial 

practices of Secondary School Heads. (b) to study the organizational citizenship 

behavior (OCB) of teachers of secondary schools. (c) to investigate the relationship 

between managerial practices and OCB of secondary school teachers. 

  In order to achieve set objectives, following research questions were designed   

1. How do Heads of the secondary schools exercise their managerial practices with 

regard to Dominance, Influence, Steadiness and Conscientiousness?  

2. How do the teachers of secondary schools play their role in the context of 

Altruism, Conscientiousness/Generalize compliance, Sportsmanship Courtesy and Civic 

Virtue? 

3. What is the relationship between managerial practices of secondary school heads 

and OCB of teachers? 
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The population of the study was comprised of all Heads (1618) of Secondary 

Schools of KPK, and all Teachers (21780) teaching in the Secondary Schools of KPK. 

As for as sample of study is concerned, stratified sampling technique was used.  Six 

divisional headquarters were chosen as a sample including 204 heads and 612 teachers. 

For the purpose of collection of data two questionnaires based on five points Likert 

scale were developed, one each for heads and one for teachers. These questionnaires 

were comprised of forty five (45) items covering necessary aspects of managerial and 

teaching practices of heads and teachers. Findings of the study show that there is a 

strong relationship between total managerial skills scores of heads and total OCB scores 

of teachers. On the bases of research findings, it has been concluded that the Heads of 

the secondary schools perform four basic managerial functions i.e. dominance, 

influence, steadiness and conscientiousness while interacting with Teachers’ OCB, in 

order to execute different administrative as well as teaching tasks. At the end, the 

researcher made some recommendations.  
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5.2    Findings 

The findings of the study were as followed: 

5.2.1 Findings Related to basic information about Heads and Teachers 

1. In the given sample, sixty (29.41%) male heads belong to urban areas, forty two 

(20.59%) to rural areas of Khyber Pakhtun khawa, similarly sixty (29.41%) female 

heads belonged to urban and forty two (20.59%) to rural areas of Khyber pakhtun 

khawa (Table 4.1.1). 

2. In the given sample, one hundred and eighty (29.41%) male teachers belong to 

urban areas, one hundred and twenty six (20.59%) to rural areas of Khyber 

Pakhtunkhwa, similarly one hundred and eighty (29.41%) female teachers belong to 

urban and one hundred and twenty six (20.59%) to rural areas of Khyber pakhtunkhwa 

(Table 4.1.2). 

3. In the given sample, ten  heads both male and female have an academic 

qualification of BA/B Sc, one hundred and eighty are MA/M Sc, twelve are M Phil /MS 

and two heads have an academic qualification of Ph D, similarly  sixty  heads both male 

and female included in the sample have a professional qualification of B Ed/BS Ed, one 

hundred and twenty are M Ed/MA Ed, twenty are M Phil /MS and four heads have a 

professional qualification of Ph D (Table 4.1.3) 

4. In the given sample, one hundred  teachers both male and female have an 

academic qualification of BA/B Sc, four hundred and eighty six are MA/M Sc, twenty 

are M Phil /MS and six teachers have an academic qualification of Ph D, whereas  two 

hundred and ten teachers both male and female included in the sample have a 
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professional qualification of B Ed/BS Ed, three hundred and seventy five are M Ed/MA 

Ed, twenty are M Phil /MS and seven teachers have a professional qualification of Ph D 

(Table 4.1.4) 

5. In the given sample, forty five  heads both male and female have a teaching 

experience of 0-5 years, ninety have an experience of 6-10, fifty have 11-15 years 

teaching experience, twelve heads have an experience of 16-20 years, and seven have 

teaching experience of 21 and above years, whereas  one hundred and fourteen  heads 

both male and female included in the sample have managerial experience of 0-5 years, 

fifty five have an experience of 6-10, thirty have 11-15 years experience, five heads 

have a managerial experience of 16-20 years, and there was no head who have a 

managerial experience of 21 and above years (Table 4.1.5) 

6. In the given sample, one hundred and twelve teachers both male and female 

have a teaching experience of 0-5 years, two hundred have an experience of 6-10, 

eighty five have 11-15 years teaching experience, one hundred and eighty five teachers 

have an experience of 16-20 years, and thirty have teaching experience of 21 and above 

years, whereas  twenty teachers both male and female included in the sample have a 

managerial experience of 0-5 years, five have an experience of 6-10, while others have 

no managerial experience (Table 4.1.6). 
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5.2.2 Findings Related Managerial Practices of the Heads and Secondary School 

Teachers’ OCB 

Objective 1: 

To analyze the existing managerial practices of Secondary School Heads. 

1. Fifty percent (50%) of the managerial skills are being exercised by the heads 

working in district D.I.Khan with calculated mean of the dominance, influence, 

steadiness, conscientiousness and cumulative is 15.67, 14.75, 16.02, 13.78 and 15.10 

respectively (Table 4.2.1). 

2. Seventy five (75%) of the managerial skills are being exercised by the heads 

working in Abbottabd having mean value of dominance, influence, steadiness, 

conscientiousness and cumulative is 23.16, 22.56, 24.32, 20.11 and 22.54 respectively 

(Table 4.2.1). 

3. Fifty five (55%) of the managerial skills are being exercised by the heads 

working in district Kohat with the calculated mean of the dominance, influence, 

steadiness, conscientiousness and cumulative is 16.70, 15.88, 16.32, 17.12 and 16.51 

respectively(Table 4.2.1). 

4. Thirty nine (39%) of the managerial skills are being exercised by the heads 

working in district Swat having mean value of dominance, influence, steadiness, 

conscientiousness and cumulative is 11.04, 12.11, 10.80, 13.32 and 11.82 respectively 

(Table 4.2.1). 

5. Forty three (43%) of the managerial skills are being exercised by the heads 

working in district Mardan with calculated mean dominance, influence, steadiness, 
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conscientiousness and cumulative is 13.23, 14.36, 11.43, 12.78 and 12.95 respectively 

(Table 4.2.1). 

6. Seventy five percent (75%) of the managerial skills are being exercised by the 

heads working in district Peshawar with calculated mean of the dominance, influence, 

steadiness, conscientiousness and cumulative is 22.17, 23.21, 20.40, 24.58, and 22.59 

respectively (Table 4.2.1). 

7. Fifty six percent (56%) of the managerial skills are being exercised by the Heads 

of educational institutions with the calculated mean dominance, influence, steadiness, 

conscientiousness and cumulative is 16.99, 17.15, 15.55, 16.95, and 16.92 respectively 

(Table 4.2.1). 
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 Objective 2: 

To study the organizational citizenship behavior (OCB) of teachers of secondary 

schools. 

1. Forty nine percent (49%) of OCB related practices are being observed by the 

secondary school teachers of district D.I.Khan along with their normal responsibilities 

having calculated means of Altruism, Conscientiousness, Sportsmanship, Courtesy, 

Civic Virtue and cumulative are 12.23, 13.14, 11.78, 13.64, 10.50, and 12.26 

respectively (Table 4.2.2). 

2. Sixty nine percent (69%) of OCB related practices are being observed by the 

secondary school teachers of district Abbottabad along with their normal 

responsibilities having calculated means of Altruism, Conscientiousness, 

Sportsmanship, Courtesy, Civic Virtue and cumulative are 17.36, 16.97, 17.31, 18.80, 

15.74 and 17.24 respectively (Table 4.2.2). 

3. Forty eight percent (48%) of OCB related practices are being observed by the 

secondary school teachers of district Kohat beside their normal responsibilities having 

calculated means of Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic 

Virtue and cumulative are 11.75, 13.42, 12.54, 10.71, 12.35 and 12.15 respectively 

(Table 4.2.2). 

4. Thirty seven percent (37%) of OCB related practices are being observed by the 

secondary school teachers of district Swat beside their normal responsibilities having 

calculated means of Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic 
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Virtue and cumulative is 8.75, 9.23, 10.30, 9.98, 7.86 and 9.22 respectively (Table 

4.2.2). 

5. Thirty six percent (36%) of OCB related practices are being observed by the 

secondary school teachers of district Mardan beside their normal responsibilities having 

calculated means of Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic 

Virtue and cumulative is 8.76, 7.34, 9.39, 10.10, 9.89 and 9.10 respectively (Table 

4.2.2). 

6. Seventy four percent (74%) of OCB related practices are being observed by the 

secondary school teachers of district Peshawar beside their normal responsibilities 

having calculated means of Altruism, Conscientiousness, Sportsmanship, Courtesy, 

Civic Virtue and cumulative is 16.64, 18.72, 19.48, 20.13, 17.94 and 18.58 respectively 

(Table 4.2.2). 

7. Overall Fifty two percent (52%) of OCB related practices are being observed by 

the secondary school teachers beside their normal responsibilities having calculated 

means of Altruism, Conscientiousness, Sportsmanship, Courtesy, Civic Virtue and 

cumulative is 12.58, 13.14, 13.47, 13.89, 12.38 and 13.10 respectively (Table 4.2.2). 
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Objective 3: 

To investigate the relationship between managerial practices and OCB of secondary 

school teachers. 

5.2.3 Findings Related to Correlation Between Managerial Practices Male 

Heads’ and Teachers’ OCB in Urban Area  

1. There is a high relationship between dominance and altruism scores of male 

managers and teachers with (r = 0.620) (Table 4.3.1). 

2. There is a high relationship between Dominance and Conscientiousness scores of 

managers and teachers (r=0.702) (Table 4.3.2). 

3. There is a very high relationship between Dominance and Sportsmanship scores of 

managers and teachers (r = 0.910) (Table 4.3.3). 

4. There is a very high relationship between dominance and courtesy scores of male 

managers and teachers (r =0.805) (Table 4.3.4). 

5. There is a very high relationship between dominance and civic virtue scores of 

managers and teachers (r=0.823) (Table 4.3.5). 

6. There is a high relationship between influence and Altruism scores of managers and 

teachers (r =0.630) (Table 4.4.1). 

7. There is a high relationship between influence and Conscientiousness scores of 

managers and teachers (r =0.712) (Table 4.4.2). 

8. There is a very high relationship between influence and Sportsmanship scores of 

managers and teachers(r =0.920) (Table 4.4.3). 
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9. There is a very high relationship between influence and courtesy scores of managers 

and teachers(r =0.761) (Table 4.4.4). 

10. There is a very high relationship between influence scores of male managers of 

urban area and civic virtue scores of urban male teachers(r =0.862) (Table 4.4.5) 

11. There is a high relationship between Steadiness and Altruism scores of managers 

and teachers (r=0.623) (Table 4.5.1). 

12. There is a high relationship between Steadiness and Conscientiousness scores 

managers and teachers (r =0.705) (Table 4.5.2). 

13. There is a very high relationship between Steadiness and Sportsmanship scores 

managers and teachers (r =0.810) (Table 4.5.3). 

14. There is a strong relationship between Steadiness and courtesy scores of managers 

and teachers (r =0.750) (Table 4.5.4). 

15. There is a high relationship between Steadiness and civic virtue scores of managers 

and teachers (r =0.610) (Table 4.5.5).  

16. There is a high relationship between Conscientiousness and Altruism scores of 

managers and teachers(r =0.615) (Table 4.6.1). 

17. There is a high relationship between Conscientiousness and Conscientiousness 

scores of managers and teachers(r =0.725) (Table 4.6.2). 

18. There is a very high relationship between Conscientiousness and Sportsmanship 

scores of managers and teachers(r =0.870) (Table 4.6.3). 

19. There is a high relationship between Conscientiousness and courtesy scores of 

managers and teachers (r =0.554) (Table 4.6.4). 
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20. There is a very high relationship between Conscientiousness and civic virtue scores 

of managers and teachers (r =0.782) (Table 4.6.5). 

21. There is a very high relationship between dominance and OCB scores of managers 

and teachers (r =0.863) (Table 4.7.1). 

22. There is a very high relationship between influence and OCB scores of managers 

and teachers (r =0.899) (Table 4.7.2). 

23. There is a very high relationship between Steadiness and OCB scores of managers 

and teachers (r =0.935) (Table 4.7.3). 

24. There is a very high relationship between Conscientiousness and OCB scores of 

managers and teachers (r =0.790) (Table 4.7.4). 

25. There is a high relationship between Total Managerial and Total Altruism scores of 

managers and teachers (r =0.632) (Table 4.8.1). 

26. There is a high relationship between Total Managerial and Total Conscientiousness 

scores of managers and teachers(r =0.718) (Table 4.8.2). 

27. There is a very high relationship between Total Managerial and total Sportsmanship 

scores of managers and teachers(r =0.913) (Table 4.8.3). 

28. There is a very high relationship between Total Managerial and Total courtesy 

scores of managers and teachers (r =0.918) (Table 4.8.4). 

29. There is a very high relationship between Total Managerial and Total civic virtue 

scores of managers and teachers (r =0.890) (Table 4.8.5). 

30. There is a very high relationship between Total managerial and Total OCB scores of 

managers and teachers (r =0.757) (Table 4.8.6). 
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5.2.4 Findings Related to Male Heads’ Managerial Practices and Teachers’ OCB 

in Rural Area  

1. There is a high relationship between dominance and altruism scores of managers 

and teachers (r = 0.730) (Table 4.3.1). 

2. A high correlation exists between Dominance and Conscientiousness score of 

managers and teachers as the value of r (0.710) (Table 4.3.2). 

3. A high correlation exists between Dominance and Sportsmanship scores of 

managers and teachers (r= 0.601) (Table 4.3.3). 

4. A moderate correlation exists between dominance and courtesy scores of managers 

and teachers (r=0.523) (Table 4.3.4). 

5. A moderate relationship between dominance and civic virtue scores of managers 

and teachers (r =0.579) (Table 4.3.5). 

6. A high correlation was recorded between influence and Altruism scores of managers 

and teachers (r =0.680) (Table 4.4.1). 

7. A high correlation between influence areas and Conscientiousness scores of 

managers and teachers (r =0.558) (Table 4.4.2). 

8. A moderate correlation between influence and Sportsmanship scores of managers 

and teachers (r =0.618) (Table 4.4.3). 

9. A high correlation between influence and courtesy scores of managers and teachers 

(r =0.582) (Table 4.4.4). 

10. A high correlation between influence and civic virtue scores of managers and 

teachers (r =0.763) (Table 4.4.5). 
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11.   A high correlation between Steadiness and Altruism scores of managers and 

teachers (r =0.748) (Table 4.5.1).  

12.   A high correlation between Steadiness and Conscientiousness scores of managers 

and teachers (r =0.638) (Table 4.5.2). 

13. A moderate correlation between Steadiness and Sportsmanship scores of managers 

and teachers (r =0.703) (Table 4.5.3). 

14.  A moderate correlation between Steadiness and courtesy scores of managers and 

teachers (r =0.674) (Table 4.5.4). 

15. A moderate correlation between Steadiness and civic virtue scores of managers and 

teachers (r =0.609) (Table 4.5.5). 

16. A high correlation between Conscientiousness and Altruism score of managers and 

teachers (r =0.712). (Table 4.6.1). 

17. A high correlation between Conscientiousness and Conscientiousness scores of 

managers and teachers (r =0.667) (Table 4.6.2).  

18.  A moderate correlation between Conscientiousness and Sportsmanship score of 

managers and teachers (r =0.602) (Table 4.6.3). 

19.   A high correlation between Conscientiousness and courtesy scores of managers 

and teachers (r =0.725) (Table 4.6.4).  

20. A moderate correlation between Conscientiousness and civic virtue scores of 

managers and teachers (r =0.698) (Table 4.6.5). 

21. A high correlation between dominance and OCB scores of managers and teachers (r 

=0.757) (Table 4.7.1).  
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22.   A high correlation between influence and OCB scores of managers and teachers (r 

=0.811) (Table 4.7.2). 

23. A high correlation between Steadiness and OCB scores of managers and teachers (r 

=0.790) (Table 4.7.3). 

24. A high correlation between Conscientiousness and OCB scores of managers and 

teachers (r =0.752) (Table 4.7.4).  

25. A high correlation between Total Managerial and Total Altruism score of managers 

and teachers (r =0.740) (Table 4.8.1).  

26. A high correlation between Total Managerial and Total Conscientiousness scores of   

managers and teachers (r =0.733) (Table 4.8.2).  

27. A high correlation between Total Managerial and Total Sportsmanship scores of   

managers and teachers (r =0.632) (Table 4.8.3). 

28. A high correlation between Total Managerial and Total courtesy score of managers 

and teachers (r =0.682) (Table 4.8.4).  

29. A high correlation between Total Managerial and Total civic virtue scores of 

managers and teachers (r =0.581) (Table 4.8.5).  

30. A high correlation between Total managerial and Total OCB scores of managers 

and teachers (r =0.865) (Table 4.8.6).  
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5.2.5 Findings Related to Female Heads’ Managerial Practices and Teachers’ 

OCB in Urban Area  

1. A very high correlation exists between Dominance and Altruism scores of 

managers and teachers (r = 0.751) (Table 4.3.1). 

2. High relationship was recorded between Dominance and Conscientiousness scores 

of managers and teachers (r = 0.630) (Table 4.3.2). 

3. High relationship was recorded between Dominance and Sportsmanship scores of 

managers and teachers (r = 0.638) (Table 4.3.3).  

4. A high relationship exists between dominance and courtesy scores of managers and 

teachers (r=0.725) (Table 4.3.4). 

5. There is a very high relationship between dominance and civic virtue scores of 

managers and teachers (r =0.913) (Table 4.3.5). 

6. There is a highly significant relationship between influence and Altruism scores of 

managers and teachers (r =0.781) (Table 4.4.1).  

7. There is a moderate relationship between influence and Conscientiousness scores of 

managers and teachers (r =0.622) (Table 4.4.2).  

8.  There is a moderate relationship between influence and Sportsmanship scores of 

managers and teachers (r =0.548) (Table 4.4.3). 

9. There is a high relationship between influence and courtesy scores of managers and 

teachers (r =0.636) (Table 4.4.4). 

10. There is a high relationship between influence and civic virtue scores of managers 

and teachers (r =0.698) (Table 4.4.5). 
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11. There is high relationship between Steadiness and Altruism scores of managers and 

teachers (r =0.772) (Table 4.5.1).  

12. There is high relationship between Steadiness and Conscientiousness scores of 

managers and teachers (r =0.720) (Table 4.5.2).  

13.  A high relationship is recorded between Steadiness and Sportsmanship scores of 

managers and teachers (r =0.630) (Table 4.5.3).  

14. There is a high relationship between Steadiness and courtesy scores of managers 

from and teachers (r =0.559) (Table 4.5.4).  

15. There is a high relationship between Steadiness and civic virtue scores of managers 

and teachers (r =0.830) (Table 4.5.5). 

16. There is a very high relationship between Conscientiousness and Altruism scores of 

managers and teachers (r =0.813) (Table 4.5.1).  

17. There is a high relationship between Conscientiousness and Conscientiousness 

scores of managers and teachers (r =0.642) (Table 4.6.2). 

18. A high relationship between Conscientiousness and Sportsmanship scores of 

managers and teachers (r =0.719) (Table 4.6.3).  

19. A moderate relationship between Conscientiousness and courtesy scores of 

managers and teachers (r =0.636) (Table 4.6.4). 

20. There is a high relationship between Conscientiousness and civic virtue scores of 

managers and teachers (r =0.612) (Table 4.6.5). 

21. There is a very high relationship between dominance and OCB scores of managers 

and teachers (r =0.752) (Table 4.7.1).  
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22.  There is a very high relationship between influence and OCB scores of managers 

and teachers (r =0.805) (Table 4.7.2).   

23. There is a very high relationship between Steadiness and OCB scores of managers 

and teachers (r =0.723) (Table 4.7.3). 

24. There is a very high relationship between Conscientiousness and OCB scores of 

managers and teachers (r =0.764) (Table 4.7.4).  

25. There is a very high relationship between Total Managerial and Total Altruism 

scores of managers and teachers (r =0.78) (Table 4.8.1).  

26. A significant relationship between Total Managerial and Total Conscientiousness of 

managers and teachers (r =0.560) (Table 4.8.2).  

27. A significant relationship between Total Managerial and Total Sportsmanship 

scores of managers and teachers (r=0.647) (Table 4.8.3).  

28. A significant relationship between Total Managerial and Total courtesy scores of 

managers (r =0.645) (Table 4.8.4).  

29. A significant relationship between Total Managerial and Total civic virtue scores of 

managers and teachers (r=0.630) (Table 4.8.5).  

30. There is a very high a significant relationship between Total managerial and Total 

scores of managers and teachers (r =0.689) (Table 4.8.6).   
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5.2.6 Findings Related to Female Heads’ Managerial Practices and Teachers’ 

OCB in Rural area. 

1. There is a high relationship between Dominance and Altruism scores of 

managers and teachers (r=0.612) (Table 4.3.1). 

2. There is a high relationship between Dominance skills and Conscientiousness 

scores heads and teachers (female) (r = 0.780) (Table 4.3.2). 

3. There is a high relationship between Dominance skills and Sportsmanship scores 

heads and teachers (female) (r = 0.732) (Table 4.3.3). 

4. There is a very high relationship between dominance and courtesy scores of 

heads and teachers (r =0.869) (Table 4.3.4). 

5. There is a high relationship between dominance skills and civic virtue scores of 

rural female heads obtained by female teachers (r =0.684) (Table 4.3.5). 

6. There is a high relationship between influence skills and Altruism scores of 

heads and teachers(r =0.557) (Table 4.4.1). 

7. There is a very high relationship between influence skills and Conscientiousness 

scores of heads and teachers (r =0.790) (Table 4.4.2). 

8. There is a high relationship between influence skills and Sportsmanship scores 

of heads and teachers (r =0.618) (Table 4.4.3). 

9. There is a high relationship between influence skills and courtesy scores of 

heads and teachers (r =0.642) (Table 4.4.4). 

10. There is a high relationship between influence skills and civic virtue scores of 

heads and teachers (r =0.682) (Table 4.4.5). 



 
 

172 
 

11. There is a high relationship between Steadiness skills and Altruism scores of 

heads and teachers ( r =0.639) (Table 4.5.1).  

12. There is a very high relationship between Steadiness skills and 

Conscientiousness scores of heads and teachers (r =0.768) (Table 4.5.2). 

13. There is a high relationship between Steadiness skills and Sportsmanship scores 

of heads and teachers (r =0.669) (Table 4.5.3). 

14.  There is a very high relationship between Steadiness skills scores of rural 

female heads and courtesy scores obtained by rural teachers (female)(r =0.822) 

(Table 4.5.4). 

15. There is a high relationship between Steadiness skills scores of rural female 

heads and civic virtue scores obtained by rural teachers (female)(r =0.738) 

(Table 4.5.5). 

16. There is a high relationship between Conscientiousness skills scores of rural 

female heads and Altruism scores obtained by rural teachers (female)(r=0.533) 

(Table 4.6.1). 

17. There is a high relationship between Conscientiousness skills scores of rural 

female heads and Conscientiousness scores obtained by rural teachers (female) 

(r =0.775) (Table 4.6.2). 

18. There is a high relationship between Conscientiousness skills scores of rural 

female heads and Sportsmanship scores obtained by rural teachers (female)( r 

=0.702) (Table 4.6.3). 



 
 

173 
 

19. There is a moderate relationship between Conscientiousness skills scores of 

rural female heads and courtesy scores obtained by rural teachers (female) ( r 

=0.425) (Table 4.6.4). 

20. There is a very high relationship between Conscientiousness skills scores of 

rural female heads and civic virtue scores obtained by rural teachers (female)(r 

=0.756) (Table 4.6.5). 

21. There is a high relationship between dominance skills scores of rural female 

heads and OCB scores obtained by rural teachers (female)(r =0.689) (Table 

4.7.1). 

22. There is a high relationship between influence skills scores of rural female heads 

and OCB scores obtained by rural teachers (female)(r =0.701) (Table 4.7.2). 

23. There is a very high relationship between Steadiness skills scores of rural female 

heads and OCB scores obtained by rural teachers (female)(r =0.902) (Table 

4.7.3). 

24. There is a very high relationship between Conscientiousness skills scores of 

rural female heads and OCB scores obtained by rural teachers (female)(r 

=0.906) (Table 4.7.4). 

25. There is a high relationship between Total Managerial skills scores of rural 

female heads and Total Altruism scores obtained by rural teachers (female)(r 

=0.643) (Table 4.8.1). 
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26. There is a high relationship between Total Managerial skills scores of rural 

female heads and total Conscientiousness scores obtained by rural teachers 

(female)(r =0.779) (Table 4.8.2). 

27. There is a high relationship between Total Managerial skills scores of rural 

female heads and total Sportsmanship scores obtained by rural teachers (female) 

(r =0.733) (Table 4.8.3). 

28. There is a high relationship between Total Managerial skills scores of rural 

female heads and Total courtesy scores obtained by rural teachers (female)(r 

=0.748) (Table 4.8.4). 

29. There is a high relationship between Total Managerial skills scores of rural 

female heads and Total civic virtue scores obtained by rural teachers (female) (r 

=0.712) (Table 4.8.5). 

30. There is a very high relationship between Total managerial skills scores of rural 

female heads and total OCB scores obtained by rural teachers (female) (r 

=0.935)(Table 4.8.6). 

31. There is a significant difference in means of both independent variables and 

dependent variable OCB (F= 4.64) (Table 4.9). 

32. There is significant difference between mean values of male and female, urban 

and rural with respect to dominance, steadiness, conscientiousness and overall 

managerial scores (t=3.93,2.64,2.35, 2.69,3.02,3.82) (Table 4.10) 
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5.2.7 Correlation between Heads’ Dominance Skill and Elements of Teachers’ 

OCB. 

1. There is a high relationship between dominance skill score of heads and teachers’ 

altruism, sportsmanship and civic virtue with calculated values of r (0.53), (0.56) 

and (0.59) respectively. Whereas a moderate correlation exists between heads’ 

dominance and teachers’ conscientiousness and courtesy having calculated values of 

r (0.44), (0.38) respectively in district D.I.Khan (Table 4.9.1). 

2. There is a high relationship between dominance skill score of heads and teachers’ 

OCB scores. The calculated values of r are (0.721), (0.743), (0.673), (0.59) and 

(0.554) for altruism, conscientiousness, sportsmanship, courtesy and civic virtue 

respectively in Abbottabad (Table 4.9.1). 

3. There is a high relationship between dominance skills scores of heads and teachers’ 

altruism, sportsmanship and courtesy scores due to the calculated values of r are 

(0.654), (0.678) and (0.611). While there is very high correlation between 

dominance of heads and civic virtue of the teachers with the calculated value of r 

(0.77). On the other hand there is a moderate correlation between dominance skill 

score of heads and conscientiousness of teachers with r (0.439) in Kohat (Table 

4.9.1). 

4. Low relationship was found between dominance skill score of heads and teachers’ 

sportsmanship and civic virtue scores with the calculated values of r (0.235) and 

(0.243). On the other hand the relationship between the heads’ dominance and 
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teachers’ altruism, conscientiousness and courtesy is moderate having calculated 

values of r (0.43), (0.321) and (0.312) respectively in Swat (Table 4.9.1). 

5. High relationship between dominance skill score of heads and all factors of 

teachers’ OCB scores was found. The calculated values of r are (0.662), (0.631), 

(0.572), (0.52) and (0.653) for altruism, conscientiousness, sportsmanship, courtesy 

and civic virtue respectively in Mardan (Table 4.9.1). 

6. A very high relationship was found between dominance skill score of heads and 

teachers’ altruism and sportsmanship with the calculated values of r (0.754) and 

(0.792) respectively. Whereas the correlation between heads’ dominance and 

teachers’ conscientiousness, courtesy and civic virtue is high as the calculated 

values of r are (0.691), (0.562) and (0.681) correspondingly in Peshawar (Table 

4.9.1). 
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5.2.8 Correlation between Heads’ Influence Skill and Elements of Teachers’ 

OCB. 

1. There is a high relationship between influence skill score of heads and teachers’ 

OCB scores. The calculated values of r are (0.633), (0.662), (0.611), (0.592) and 

(0.67) for altruism, conscientiousness, sportsmanship, courtesy and civic virtue 

respectively in D.I.Khan (Table 4.9.2). 

2. There is a high relationship between influence skill score of heads and teachers’ 

OCB scores. The calculated values of r are (0.672), (0.537), (0.731) and (0.72) for 

altruism, conscientiousness, courtesy and civic virtue respectively, whiles the 

calculated value of r for sportsmanship is (0.472). This shows a moderate 

relationship between influence skill of managers and sportsmanship in Abbottabad 

(Table 4.9.2). 

3. There is a high relationship between heads’ influence skill score and teachers’ 

Conscientiousness, sportsmanship and civic virtue score as the calculated values of r 

are 0.683, 0.581 and 0.592 respectively. There is a very high correlation between 

heads’ influence skill score and teachers’ courtesy score (calculated value of r is 

0.764) and low correlation between heads’ influence skill score and teachers’ 

altruism score (calculated value of r is 0.232) (Table 4.9.2).  

4. Moderate relationship occured between influence skill score of heads and teachers’ 

altruism, conscientiousness, sportsmanship and civic virtue scores with the 

calculated values of r (0.452), (0.342), (0.411) and (0.301) respectively. On the 
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other hand the correlation between the heads’ influence skill score and teachers’ 

courtesy is slightly high having value of r (0.512) in Swat (Table 4.9.2). 

5. There is a high relationship between influence skill score of heads and teachers’ 

conscientiousness and sportsmanship scores with calculated values of r (0.561) and 

(0.542). While the correlation between heads’ influence skill and teachers’ altruism 

and civic virtue is moderate having calculated values of r (0.331) and (0.34). On the 

other hand correlation between influence and courtesy is low as the calculated value 

of r is (0.221) in Mardan (Table 4.9.2). 

6. There is a very high relationship between influence skill score of heads and 

teachers’ altruism and courtesy as the calculated values of r are (0.772) and (0.812) 

correspondingly. Whereas there is a high relationship between the heads’ influence 

and the teachers’ conscientiousness and civic virtue with the calculated values of r 

(0.692) and (0.661) respectively. On the other hand the relationship between 

influence and teachers’ sportsmanship scores is moderate with calculated values of r 

(0.434) in Peshawar (Table 4.7.2). 
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5.2.9 Correlation between Heads’ Steadiness Skill and Elements of Teachers’ 

OCB. 

1. There is a high relationship between steadiness skill score of heads and teachers’ 

OCB scores. The calculated values of r are (0.71), (0.63), (0.66) and (0.743) for 

altruism, conscientiousness, sportsmanship and courtesy respectively. While very 

high correlation exists between steadiness of heads and civic virtue of teachers (r = 

0.774) in D.I.Khan (Table 4.9.3). 

2. There is a high relationship between steadiness skills scores of heads and teachers’ 

altruism, conscientiousness and sportsmanship. While there is very high correlation 

between mangers’ steadiness and teachers courtesy score. On the other hand the 

relationship between steadiness and civic virtue is moderate. The calculated values 

of r are (0.68), (0.561), (0.73), (0.762) and (0.43) for altruism, conscientiousness, 

sportsmanship, courtesy and civic virtue respectively in district Abbottabad (Table 

4.9.3). 

3. High relationship was found between steadiness skill score of heads and teachers’ 

altruism, sportsmanship, courtesy and civic virtue scores because the calculation of 

correlation coefficient “r” are (0.679), (0.721), (0.56) and (0.632) respectively. On 

the other hand the relationship between heads’ steadiness score and teachers’ 

conscientiousness is moderate as the calculated value of r (0.451) in Kohat (Table 

4.9.3). 

4. There is a high relationship between steadiness skill score of heads’ and teachers’ 

altruism and civic virtue scores having calculated values of r (0.67) and (0.592) 
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respectively. On the other hand the correlation between heads’ steadiness and 

teachers’ conscientiousness and sportsmanship is moderate as the calculated values 

of r are (0.45) and (0.334). While there was a low correlation between heads’ 

steadiness and teachers’ courtesy having a calculated value of r (0.224) in Swat 

(Table 4.9.3). 

5. There is a high relationship between steadiness skill score of heads and teachers’ 

conscientiousness and courtesy as the calculated values of r are (0.563) and (0.711). 

While there was a moderate correlation between heads’ steadiness and teachers’ 

altruism, sportsmanship and civic virtue with calculated values of r (0.281), (0.483) 

and (0.34) respectively in Mardan (Table 4.9.3). 

6. There is a high relationship between steadiness skill score of heads and teachers’ 

altruism and sportsmanship with corresponding values of r (0.631) and (0.542). 

Whereas a moderate correlation exists among the heads’ steadiness and teachers’ 

conscientiousness and civic virtue with the calculated values of r (0.421) and 

(0.311) respectively. On the other hand correlation between steadiness and courtesy 

is low with the r (0.213) in Peshawar (Table 4.9.3). 
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5.2.10 Correlation between Heads’ Conscientiousness Skill and Elements of 

Teachers’ OCB. 

1. High relationship was found between conscientiousness skill score of heads and 

teachers’ conscientiousness, sportsmanship and civic virtue scores having calculated 

values of r (0.673), (0.714) and (0.73) respectively. On the other hand there was a 

very high relation between conscientiousness skill of heads and teachers’ altruism 

and courtesy with calculated values of r (0.762) and  (0.751) respectively in 

D.I.Khan (Table 4.9.4). 

2. There is a very high relationship between the heads’ and teachers’ conscientiousness 

scores as the calculated value of r is (0.78). The relationship between heads’ 

conscientiousness and teachers’ sportsmanship and courtesy is high because the 

calculated values of r are (0.58) and (0.712) respectively. On the other hand the 

altruism and civic virtue of teachers have a moderate relationship with 

conscientiousness of heads as the calculated values of r are (0.452) and (0.491) 

respectively in Abbottabad (Table 4.9.4). 

3. Relationship was high between conscientiousness skill score of heads and teachers’ 

altruism, conscientiousness, courtesy and civic virtue scores as the calculated values 

of r are (0.721), (0.532), (0.712) and (0.67) respectively. While the correlation 

between conscientiousness skill score of heads and teachers’ sportsmanship is 

moderate with the (0.453) value of r in Kohat (Table 4.9.4). 

4. High relationship between heads’ conscientiousness and teachers’ altruism, 

conscientiousness, courtesy and civic virtue scores as the calculated values of r are 
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(0.712), (0.561), (0.65) and (0.73). On the other hand the correlation between 

conscientiousness and sportsmanship was moderate having r in Swat (0.34) (Table 

4.9.4). 

5. There is a low correlation between heads conscientiousness skills and teachers’ 

altruism and courtesy as the calculated values of r are (0.223) and (0.211) 

respectively. Whereas a high relationship was recorded between the 

conscientiousness of heads and teachers’ conscientiousness and civic virtue with the 

calculated values of r (0.57) and (0.652) respectively. On the other hand a moderate 

relationship exists between conscientiousness and teachers’ sportsmanship with 

value of r (0.371) in Mardan (Table 4.9.4). 

6. A high relationship was recorded between heads’ conscientiousness skills and 

teachers’ altruism, conscientiousness, sportsmanship and courtesy as the calculated 

values of r are (0.672), (0.721), (0.562) and (0.65) respectively. Whereas a moderate 

relationship between the conscientiousness of heads and teachers’ civic virtue with 

the calculated values of r (0.452) in Peshawar (Table 4.9.4). 
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5.3 Conclusions 

On the bases of the findings of this research study about the relationship between 

Heads’ Managerial Skills and Teachers’ Organizational Citizenship Behavior, 

following conclusions have been drawn. 

 It was concluded that heads of the secondary schools practice upon four basic 

managerial skills namely dominance, influence, steadiness and conscientiousness 

while performing their duties in order to execute different administrative as well as 

teaching tasks. 

 It was also concluded that the secondary school teachers show organizational 

citizenship behavior like altruism, conscientiousness, sportsmanship, courtesy and 

civic virtue during their teaching and performing other related tasks. 

 The dominance factor of urban male heads has strong correlation with OCB of 

urban male teachers, while rural heads’ dominance practices have a high 

relationship with rural teachers. 

 The dominance factor of urban female heads have significant relationship with OCB 

of urban female teachers, while rural heads’ dominance practices have a very high 

impact on the rural teachers. 

 The Influence of urban male heads has strong effect on OCB of Urban male 

teachers, while rural heads’ influence has a high impact on the rural teachers. 

 The Influence of urban female heads has significant effect on OCB of urban female 

teachers, while rural heads’ influence has a very high impact on the rural teachers. 
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 The trait Steadiness of urban male heads has strong effect on OCB of urban male 

teachers, while rural heads’ steadiness trait has a high impact on the rural teachers. 

 The quality of steadiness of urban female heads has significant effect on OCB of 

urban female teachers, while rural heads’ steadiness has a very high impact on the 

rural teachers. 

 The characteristic conscientiousness of urban male heads has strong effect on OCB 

of urban male teachers, while rural heads’ conscientiousness trait has a high impact 

on the rural teachers. 

 The quality of conscientiousness of urban female heads has significant effect on 

OCB of Urban female teachers, while rural heads’ conscientiousness has a very high 

impact on the rural teachers. 

 The overall effect of managerial practices of urban male heads on OCB of male 

teachers from urban area was very high, while rural heads’ have a high impact on 

the rural teachers. 

 The quality of overall managerial practices of urban female heads have considerable 

effect on OCB of Urban female teachers, while rural heads’ managerial practices 

have a very high impact on the rural teachers. 

 

 High correlation exists between heads’ dominance skill and teachers’ altruism, 

sportsmanship and civic virtue while moderate with conscientiousness and courtesy. 

Influence, steadiness and conscientiousness of heads have high correlation with all 

factors of teachers’ OCB in D I Khan. 
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 Correlation between heads’ dominance and influence is high with all factors of 

teachers OCB in district Abbottabad. Steadiness and conscientiousness of heads 

have high correlation with teachers’ altruism, conscientiousness, courtesy and 

sportsmanship while moderate with civic virtue. 

 Dominance and steadiness skills of heads have high relationship with teachers 

altruism, sportsmanship, courtesy and civic virtue while moderate relationship with 

conscientiousness in district Kohat. Influence and conscientiousness of heads have 

high correlation with teachers’ conscientiousness, civic virtue and courtesy while 

moderate and low with sportsmanship and altruism respectively. 

 Moderate correlation exists between dominance and influence skills of heads and 

teachers’ altruism, conscientiousness and sportsmanship, while low with civic virtue 

and courtesy. High correlation was recorded between conscientiousness of heads 

and teachers’ altruism, conscientiousness, courtesy and civic virtue, while moderate 

correlation with sportsmanship in district Swat (Malakand). Relationship of heads’ 

steadiness with teachers’ altruism and civic virtue is high. On the other hand it is 

low with courtesy and moderate with conscientiousness and sportsmanship. 

 High correlation exists between heads’ dominance and teachers’ OCB. Influence of 

heads has high correlation with teachers’ conscientiousness and sportsmanship, 

while moderate with altruism and civic virtue and low with courtesy in district 

Mardan. Their steadiness has a high relationship with consciousness and courtesy 

while moderate with altruism, sportsmanship and civic virtue. Conscientiousness of 



 
 

186 
 

heads is high with teachers’ conscientiousness and civic virtue, moderate with 

sportsmanship and low with altruism and courtesy. 

 The dominance skill of the heads in district Peshawar is highly correlated with OCB 

of the teachers. Their influence is high in relationship with altruism, 

conscientiousness, courtesy and civic virtue of teachers while moderate with 

sportsmanship. Steadiness skill of the heads is high in correlation with teachers’ 

altruism and sportsmanship, moderate with conscientiousness and civic virtue and 

low with courtesy. The conscientiousness of heads is highly related to teachers’ 

altruism, conscientiousness, sportsmanship and courtesy while moderate with civic 

virtue  
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5.4 Discussion 

In this Research study twenty nine percent male heads belong to urban areas, 

twenty one percent to rural areas similarly twenty nine percent female heads belong to 

urban and twenty one belong to rural areas of Khyber pakhtun khawa. Academic 

qualification of the head of institutions in percentage was five graduates, eighty-eight 

masters, six M.Phil and one Ph.D. While professional qualification of the head of 

institution in percentage was twenty-nine graduate, fifty-nine masters, ten M.Phil and 

two Ph.D. Maximum and minimum teaching experience of heads was twenty-one and 

five years respectively. 

This research was to find the relationship between heads managerial practices 

and teachers OCB. Heads managerial practices were based upon the DISC model of 

management (Dominance, Influence, Steadiness and Conscientiousness) while OCB 

included Altruism, Conscientiousness, sportsmanship, courtesy and civic virtues. 

There was strong correlation between dominance skills of heads and altruism (part of 

OCB) of the teachers in all the four cases (rural and urban, male and female). Similar 

results were given by Krishnan et. al. (2010) where they showed positive correlation 

between the support from administrative staff and OCB of subordinates.  

There was strong correlation between dominance skills of heads and 

conscientiousness of OCB of the teachers in all the four cases (rural and urban, male 

and female).  

There was a very strong relationship between dominance skill of the heads of male 

urban schools and sportsmanship of male urban teachers as compared to the 
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sportsmanship of rural male and female teachers. Similarly the relationship between 

dominance skill of female rural heads and sportsperson-ship of female rural teachers 

was higher as compared to other two categories. This shows that there is more harmony 

between rural heads and rural teachers and urban heads and urban teachers. Same 

results were shown by the Fanny, Jessica and Zhang, (2003). They found relationship 

between the personality and organizational citizenship behavior in groups where 

harmony was high/low and its impact on the organizational performance. In the group 

with high Harmony, the correlation between proactive personality and organizational 

citizenship behavior was significant; whereas in the group with low Harmony, this 

correlation was not significant. Proactive personality had no significant correlation with 

job performance.  People are dedicated and proactive to their work in a homogeneous 

group, which interact positively and help each others to solve problems.  Those people 

scores high on proactive personality but if their interpersonal relationships are not 

harmonious in the group; would notate high on Organizational Citizenship Behavior. 

There was also a strong relation between the dominance of the heads and 

courtesy of teachers. But it was observed that dominance skill of female rural heads and 

courtesy of female rural teachers has more strong relation as compared to other three 

categories 

An exploratory study conducted by Khaola, (2008) added value in at least two ways. 

First, he showed that OCB is somewhat practiced within population, and that some 

work relevant predictors of OCB may apply in learning environments. Second, he 

showed that all of the DISC elements can be positively and significantly related to OCB  
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The results of this research show high correlation between steadiness of heads 

and the altruism aspect of the OCB. Same results were depicted by Eran and Larissa, 

(2007) through a longitudinal study found the relationship between steadiness and OCB 

of employees in formal and informal job performance. Their study concluded that clear 

and more challenging goal enhances formal performance or individuals and increases 

the overall output of the organization.  A positive relationship also exists between the 

steadiness and OCB, steadiness encourages employees to engage with these helping 

behaviors. 

Results of the study show significantly high correlation between managerial 

skills of the heads (both male and female) and altruism aspect of teachers. Head of 

female urban institutions and teachers of male urban schools has higher correlation as 

compared to other categories. Same results were given by the study of Krishnan et. al. 

(2013) who measured the correlation between job autonomy provided by managers and 

OCB and found that most of the variables were positively and strongly correlated with 

one another having the calculated value of coefficient of correlation more than 0.3. 

Analysis of correlation depicted a notable picture in their research. They concluded that 

OCB is significantly and positively correlated with work engagement and job 

autonomy. There was also a strong and positive correlation between job autonomy and 

work engagement. Their study reveals that the value of variables under consideration 

was 0.8 and above which means a high internal reliability.  

Results of the study show reasonably high correlation between managerial skills 

of the heads and conscientiousness of the teachers. Similarly Kaufman, Stamper and 
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Tesluk, (2001) found the positive and significant association between managerial 

support and organizational citizenship behaviors. This association between managerial 

support and organizational citizenship behaviors has also been confirmed by Randall, 

Cropanzano, Bormann and Birjulin (1999) indicating that employee looks for balance in 

his/her exchanges with the organization. This means that citizenship behaviors 

exhibited by the employees are in proportion to the amount of support received by them 

from their organization. 

  The study shows high correlation between managerial skills of the head of the 

institutions and sportsmanship aspect of OCB. Same type of results were depicted by 

Van Dyne, (2000) in the study of managerial justice and procedural fairness in an 

organization. He found a strong impact of managerial justice on OCB, when employees 

are satisfied with the management then they agree upon the improvement of OCB along 

with the formal performance. According to Robinson and Morrison, (1995) 

organizational justice plays an important role in OCB of employees, when employees 

feel that their terms and conditions of job contact are being full filled by the employer 

then they will exhibit a positive behavior known as OCB, the fulfillment of this contract 

will lead the employee towards a strong psychological contract, but if employees feel 

cheated and betrayed then they will exhibit low OCB. Moreover perceived 

organizational justice is an important antecedent of OCB, it has a stronger influence on 

OCB than formal job (role-in behavior) (Cohen and Kol, 2004).  If employees feel that 

procedural justice and fairness is not prevailing in the organization then the relationship 

between job satisfaction and OCB becomes very weak, it means that for more effective 
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OCB behavior organizations should have fairness in procedures, procedural justice is 

very important for OCB. Messer and Whit, (2006) concluded that perceived procedural 

justice is a determinant of extra role behavior of manager and in continuance the 

citizenship behavior of manager leads to OCB of employees. Tepper and Tayhlor, 

(2003) summed up by concluding that perceived managerial justice/ fairness are 

positively and significantly related with organizational citizenship behavior. 

Results of this study depict that there is a high correlation between managerial 

skills of the head of institutions and teachers’ sportsmanship behavior. Nanayakkara, 

(2013) found the same type of results in his study of conducted on good managers and 

sportsmanship behavior of the teachers. He found a high correlation between 

sportsmanship behavior of institutions’ heads and sportsmanship behavior of the 

teachers. He further concluded that sportsmanship behavior of the institutions’ head not 

only has a strong relation with teachers’ sportsmanship behavior but also has a positive 

effect on the overall environment of institutions and students’ achievement as well.   
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5.5      Recommendations 

Following recommendations are made on the basis of conclusions of the 

research: 

1. The managerial practices of the heads of government Secondary Schools in district 

Swat are not up to the mark. Similarly the teachers of the said district also need 

training related to organizational citizenship behavior. It is therefore recommended 

that the provincial education department may plan and launch formal training 

program for the orientation of the heads of the secondary schools and secondary 

school teachers in Swat district enabling them to accomplish their duties effectively.   

2. The performance of secondary school teachers with reference to OCB is 

comparatively not good in District Mardan. It is therefore recommended that a 

training program relating to different aspects of the OCB may be launched for the 

training for the secondary school teachers in district Mardan.  The training may 

preferably be launched in summer vacations avoiding the academic loss of the 

students. 

3. There is no mechanism to evaluate periodically the managerial practices of the 

Heads of Secondary Schools and the Organizational Citizenship Behaviour of the 

secondary school teaches in Khyber Pakhtunkhawa . It is therefore recommended 

that the concerned provincial education department/ministry may devise a 

mechanism for the performance appraisal of the managerial practices of Heads and 

OCB of secondary school teachers as a regular cycle or may be included as an 
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important components of the evaluation in the Annual Performance Evaluation 

Report. 

4. Good relationship between heads of the institution and the teachers can be 

established through effective managerial skills. These relationships can improve the 

overall environment of the institution which may help in achieving desired 

objectives of the relevant institution. It is therefore recommended that the heads of 

secondary schools in Khyber Pakhtunkhawa may be formally trained to use human 

relations tool while executing their managerial duties. For this purpose an 

orientation of the heads may be planned on the basis of the conclusions of the 

present study. 

5. Since the performance of the heads of secondary schools in Khyber Pakhtunkhawa 

has been studied according to the DISC Model, it is therefore recommended that the 

training of the heads by the concerned provincial educational department and the 

Academy of Educational Planning and Management Islamabad may be arranged on 

the basis of different important components of the DISC Model. 

6. In addition to the inclusion of important component of the DISC Model in the 

training of the heads of secondary schools in Khyber Pakhtunkhawa, there is a need 

to circulate the DISC model of management to the heads of these institutions. It is 

recommended that concerned district educational authorities may make arrangement 

for wide circulation of the DISC model of management  
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7. It is recommended that teachers training institutions may include different elements 

of organizational citizenship behavior in the teachers training programs of 

prospective teachers.  

8. For the working secondary school teaches, it is recommended that provincial 

institute for teacher education (PITE), directorate of curriculum and teacher 

education may arrange some short in-service teachers training workshops to 

introduce OCB in educational institutions. 

 

Recommendations for Further Research: 

1 The study was conducted in six divisional headquarters of Khyber Pakhtun 

Khawa only. It is recommended that the study may further be extended to other 

provinces of the country, with increased population and sample for the generalization of 

result. 

2 Different other researches on the same area may be carried out in other tiers of 

education like primary, elementary, higher secondary and higher education etc. 

3 The private sector in education is contributing a lot at different levels. This kind 

of study may also be conducted in different level of education in private sector 

throughout the country. 

4 Research on impact of managerial practices of the head of educational 

institutions and teachers’ organizational citizenship behavior on students’ achievements 

in different subjects of study may also be carried out. 
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5 Research on the effect of DISC model of management on the performance of 

teachers may be conducted. 
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Appendix-I 

LETTER 

Dear Sir/Madam.         

  Assalam-o-alikam 

 I am a Ph.D Scholar of Education (specialization in Educational Planning & 

Management) at AllamaIqbal Open University Islamabad, and conducting a research on 

topic “Relationship Between Managerial Practices of the Heads of The 

Educational Institutions and the Organizational Citizenship Behavior of 

Teachers”. The data Collected through this questionnaire will be used for research 

purpose; which is a part of my PhD. These statements pertain to your expertise and 

experience in your current job. Your answers will be kept  confidential and will  be used 

for research purposes only, so kindly give an impartial opinion to make this research a 

success. Please return this questionnaire after completion, using the envelope provided 

with it.  

 Your co-operation will be highly appreciated. 

        

Yours Sincerely, 

        Inayat ur Rehman 

        Ph.D Scholar 

Abbottabad Public School 

& College Abbottabad. 
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Appendix-II                            

QUESTIONNAIRE FOR HEADS OF THE INSTITUITIONS 

 Name 

(optional)_____________________________________BPS____________________ 

Qualifications: 

1. Academic           B.A./ B.Sc.       M.A./M.Sc.          M. Phil.        PhD. 

2. Professional  B.Ed.                       M.Ed.                   M. Phil.         PhD. 

3. Name of Institution 

_______________________________________________________ 

4. Location of the Institution :         Rural           Urban      

5. Nature:                 Government       Private 

6. Gender:                  Male           Female         

7. Level of the Institution:            High             Higher Secondary 

8. Experience:    

a. Teachings : ____________(years) 

b. Managerial :___________(years) 

Note:         The statements given below are followed by levels of agreement or 

disagreement as shown below. Please tick the column which best represents your 

opinion. 

 

STATEMENTS SA A UD D SD 

                                                  Dominance 

1.  I implement the decisions of the school management council.        

2.  I support the efforts for full implementation of regular time table 

of different classes. 

     

Strongly agree Agree Undecided Disagree Strongly disagree 

5 4 3 2 1 
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3.  I take initiatives to create and maintain conducive environment in 

my institution. 

     

4.  I guide every staff member about their job description.      

5.  I supervise my teachers for getting good work from them.          

6.  I take corrective measures to resolve conflicts among teachers if 

any. 

     

                                                   Influence 

7.  I develop and manage code of conduct for the school.      

8.  I want to bring my institution among the toper ones.      

9.  I endeavor to involve local community in improving the 

infrastructure of my institution. 

     

10.  I prefer to establish personal linkages with all my staff.      

11.  I want to make my school an exemplary educational institution.       

12.  I involve my teachers effectively to achieve pre- determined 

objectives of my institution. 

     

                                                  Steadiness 

13.  I try to develop harmony among teaching and non-teaching       

staff. 

     

14.  I often participate in organizing social activities in my school.      

15.  I receive information about rules and regulations from higher 

authorities. 

     

16.  I disseminate information regarding required physical facilities.      

17.  I regularly assign different responsibilities to my staff.      

18.  I maintain financial system of my institution in accordance with 

requirements of the department and school management council. 

     

                                            Conscientiousness 

19.  I bother about hygienic and clean environment of the school.      

20.  I have a formal system of information storage and its retrieval.       

21.  I manage and integrate effectively available resources in the      
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institution. 

22.  I plan for the acquisition of relevant financial resources for good 

working of my institution. 

     

23.  I plan to acquire necessary laboratory equipment.      

24.  I have an appropriate procedure of maintaining record of income 

and expenditure of my institution. 

     

                                 Information Related to Teachers 

25.  My teachers are always willing to take time out of busy schedule 

to help other teachers in teaching. 

     

26.  They try to solve problems of their colleagues in the institution.      

27.  They try to develop positive attitude among the local community 

towards the school improvement. 

     

28.  They motivate colleagues to plan the lesson before its delivery.      

29.  They try to facilitate their colleagues in every aspect of their 

teaching. 

     

30.  They impress their colleagues to take teaching profession as 

challenge for their life.   

     

31.  They spend their free time after school in planning students’ 

learning experiences. 

     

32.  They have dedicated themselves to their profession.      

33.  They feel uncomfortable in wasting time.      

34.  They take care to conserve school supplies and look after school 

equipment. 

     

35.  They keep themselves update with developments in education.      

36.  They support colleagues in accomplishing the assignment.      

37.  They keep on counseling their colleagues when they have 

problems. 

     

38.  They provide professional guidance to colleagues.       

39.  They involve students in learning activities.      
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40.  They guide students in their personal problems, if any.      

41.  They discuss with colleagues the measures to improve the 

institution. 

     

42.  They stay in school after working hours to address problems of 

students. 

     

43.  Their involvement in the assigned work is above the norms.      

44.  They express loyalty through hard work towards the institution.      

45.  They prepare the students to become responsible citizens of the 

country. 
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Appendix-III 

QUESTIONNAIRE FOR TEACHERS 

Name 

(optional)_________________________________________BPS__________________ 

Qualifications: 

9. Academic           B.A./ B.Sc.       M.A./M.Sc.           M. Phil.        

 PhD. 

10. Professional  B.Ed.                       M.Ed.                    M. Phil.         

 PhD. 

11. Name of Institution 

_______________________________________________________ 

12. Location of the Institution :         Rural           Urban      

13. Nature:                 Government       Private 

14. Gender:                  Male           Female         

15. Level of the Institution:            High             Higher Secondary 

16. Experience:    

c. Teachings : ____________(years) 

d. Managerial(if any) :___________(years) 

Note:         The statements given below are followed by levels of agreement or 

disagreement as shown below. Please tick the column which best represents your 

opinion. 

 

 STATEMENTS SA A UD D SD 

                                                 Altruism 

1.  I consider teaching as a sacred profession.      

Strongly agree Agree Undecided Disagree Strongly disagree 

5 4 3 2 1 
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2.  I try to make my colleagues realize that they are the 

agents of change in the society. 

     

3.  I try to inculcate a sense of responsibility among my 

colleagues. 

     

4.  I convince my colleagues not to hesitate in asking 

questions. 

     

5.  I help out students in their learning activities.      

                                         Conscientiousness 

6.  I set goals for myself and try to achieve them with zeal.      

7.  I encourage my students to ask questions.      

8.  I teach my students keeping in view their individual 

differences. 

     

9.  I try to bring positive behavioral changes in my             

students. 

     

10.  I take steps for developing good relationship among my 

colleagues and management. 

     

                                         Sportsmanship 

11.  I appreciate my colleagues for their educational 

achievements. 

     

12.  I remain cool and calm in tense situations.      

13.  I do not hesitate to learn new things.      

14.  I actively participate in staff meetings.      

15.  I value and respect my colleagues.      

                                               Courtesy 

16.  I help in maintaining a conducive environment in the 

school. 

     

17.  I enjoy my teaching when students participate actively, 

in learning. 

     

18.  I follow the decisions taken by the Head of the      



 
 

216 
 

institution. 

19.  I invite students at my residence for their help and 

guidance. 

     

20.  I make myself available to help my students in learning 

difficulties. 

     

                                            Civic Virtue 

21.  I rarely take long break(s) for lunch etc.      

22.  I am careful about my behavior for others.      

23.  My teaching profession brings respect for me in my 

community. 

     

24.  I organize activities which involve parents and local 

community to improve working of my institution. 

     

25.  I attend school related events as per academic calendar.      

                            Information Related to Heads 

26.  Students are prepared to become responsible citizens of 

the country. 

     

27.  Discipline matters other than class room management are 

discussed in your school. 

     

28.  Proper reward system is followed in your school.       

29.  To meet the diverse needs of all the students, content 

knowledge and pedagogical practices are applied. 

     

30.  Objectives of national education policies are followed in 

supervising different activities in school. 

     

31.  Regular documentation of financial matters is carried out 

in school. 

     

32.  Curricular and co-curricular activities are planned with 

the consultation of teachers. 

     

33.  Regular meetings are scheduled to follow up the 

performance of staff.  
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34.  Parents are often contacted to guide their children at 

home for their better results. 

     

35.  Parents are involved through Parents Teachers meetings 

for behavioral development of their children. 

     

36.  There is regular interaction with the staff for their active 

participation in the teaching/learning process. 

     

37.  Lesson planning of the teachers is thoroughly checked 

by the head. 

     

38.  Concerned education officers are asked by your head to 

provide   qualified teachers and staff. 

     

39.  Regular attendance of staff and students is ensured by 

head. 

     

40.  Professional guidance is provided to staff at appropriate 

time. 

     

41.  Regular feedback is provided to high ups regarding 

institution’s activities. 

     

42.  Annual reports of school are prepared on regular basis.      

43.  Formal appraisal of all staff, including observation, 

discussion and written reports are conducted. 

     

44.  The results of the students are checked by the head 

before their promotion to the next classes. 

     

45.  Delivery of a comprehensive high quality education 

program is ensured for students. 

     

 

Thanks May Allah Bless You. 
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Appendix-IV 

LIST OF EXPERTS FOR QUESTIONNAIRES 

Following experts were consulted for expert opinion on research instruments. 

They studied the questionnaires and returned with some suggestions which were 

incorporated in the instruments before distributing these to the heads and teachers of the 

sample schools.  

S.No Name 

1 Dr. Syed Manzoor Hussasin Shah 

2 Dr. Aslam Asghar 

3 Dr. Allah Rakha Saghar 

4 Dr. Ayesha Akbar 

5 Dr. Maqsood Alam Bukhari 

6 Dr. Saeed Anwar 

7 Dr. P.A Shami 

8 Dr. Zahid Bashir 

9 Dr. Shafqat Husssain 

10 Dr. Tahir Javed 

11 Mr. Amjad Khan 

12 Mr. M. Shahzad 

13 Mr. Zahid Ali 
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