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Abstract 
 

The present research entitled a study of self perceptions of leadership role of 

the secondary schools heads towards the improvement of standard of education. This 

study was designed to check the efficiency of secondary schools heads belonging to 

Punjab province. 

Title: A study of self perceptions of leadership role of the secondary schools 

heads towards the improvement of standard of education 

Pages:  141 

Researcher: Khair Muhammad Khan  

Roll No. 084 

Supervisor: Prof. Dr. Ehsan-Ullah Khan (Ex. Director I.E.R.  

  Punjab University, Lahore) 

University: University of Education, Lahore. 

Year:   2007 

Subject area: Education 

Degree: Ph.D 

 The objectives of the study were to evaluate the efficiency of schools heads 

with their attributes (age, administrative experience, professional, qualification, staff 

strength, budgeting, financing). The study also focused on the efficiency of students 

performance, teachers out put and dealing with various groups.  

Assumptions were formulated using sample survey, data regarding attributes, 

situational factors were collected from 200 schools heads through demographic 

variable information performa (DVIP). Data regarding thesis were obtained through 

questionnaire of leadership behavior analysis.  
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The questionnaire was responded by 181 schools heads (urban male 50) 

(urban female 48) (rural male 40) (rural female 43) opinion was sought on 5 point 

rating scale (Likert Scale). Most of the statements given in questionnaire were 

accepted by all the respondents. No significant different among the perception of head 

teachers was seen and all the respondents accepted the problems related to teaching 

staff and other physical facilities. 

Lack of communication friction among staff, political pressure, substandard 

equipment, curricular and co-curricular activities centralization of power, lack of 

proper supervision, lack of cooperation from localities, unsatisfactory instructional 

material, It was revealed that senior heads in age were less flexible and more effective 

in their assigned work. The study also explored that the heads with higher 

professional qualifications were more efficient.  

The study further indicated that the performance of the teachers of those 

institutions where schools heads applied sharing leadership style was significantly 

higher than those of the teachers working under the other leadership style i.e. telling, 

selling and delegating.  

 The situational approach recognized the effective leadership is more complex 

than that captured by the trait as behaviour approach. 

The study revealed that effective management contributes to effective 

education. schools heads are important components in education system and their 

leadership style is one of the stimulants to make the system more effective. This 

research, assessed the efficiency of the heads. 

 The study provides information whether the schools heads modify their 

leadership style according to the maturity level and also remains a source of 

inspiration for the practicing educators. The study provides guide lines for deciding  
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alternative courses of action for improving the standard and quality of education 

through school heads as they have perceived and they are considered first time 

leaders. Of course management competencies of schools heads are directly related to 

school improvement.  This study describes that gender of the heads did not effect the 

school effectiveness, while professional qualification of school heads and 

management courses attended by school heads were more supportive for improving 

school education system. 

 Keeping in view the findings of the study in-service training programme 

should be designed for schools heads, included objectives of programme, content for 

management training, training methodologies, evaluation procedure and tentative 

schedule of training programme should be improved. It is hoped that conclusion of 

this research will be helpful in future planning of education policies in Pakistan. It is 

not a final conclusion however, future researchers can use this as a beginning point 

for their research.  
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Chapter 1 

Introduction 

Education occupies a pre-eminent position in every human society. It keeps 

alive the society which it serves and creates conditions and means for its development. 

Survival and development are two basic activities of life and both depend education for 

their continuation and completion. (Hussain, 1997) 

As far as the matter of education in Pakistan is concerned Government of 

Pakistan (1960) explained that the development of education in Pakistan is confronted 

with just about all the problems that can be found elsewhere in the world and perhaps 

by a few that are unique, when the British struck a deal and departed the Indian 

Subcontinent in 1947. Pakistan came out on the short end by the hard struggle of the 

Muslims. As the larger of the two countries carved out of the jewel in the crown of the 

British Empire, India received the lion’s share of everything. Under the influence of 

Macaulay’s objectives British Government for the first time established secondary 

schools at Calcutta, Mumbai and Madras and the position and status of head ship 

appeared on the education scene, soon the secondary school appeared in some towns 

and cities, with the passage of time a number of secondary schools were established by 

the public efforts. (Qureshi 1975) 

  India also received the bulk of the skilled man power due in large measure to the 

fact that most industry, commercial institutions and the Government were on Indian 

side of the border. Pakistan got few educational institutions with scarce leadership. 

Leadership is one of the world’s back words preoccupation. It has occupied the mind 

and imagination of a man since the birth of the world. The understanding of leadership 

has figured strongly in the quest for knowledge. 

In regard to this Bass (1990) very rightly quoted Napoleon. Who expressed his 
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feelings about the importance of leadership, in his remarks that he would rather have an 

army of rabbits led by a lion than an army of lions led by a rabbit. The message conveys 

the meaning that leaders with courage and vision do make a great difference in their 

institutes where as weak leaders cannot exploit the potential of their talented 

subordinates and cannot contribute something impressively towards effectiveness of 

the institutes. 

A successful leader inspires his subordinates in such a way that they work 

efficiently with zest and zeal and complete the assigned duty within stipulated time. 

Anderson (1972) stated that the quality of accomplishment of any organization is 

related to the nature of its leadership, and education is no exception. It is considered that 

leadership is the solution to all the problems. But it cannot bear fruit without hard work 

commitment, and cooperation of subordinates. It is the central problem of leadership. In 

educational, institutions, industrial and military settings and in social movement 

leadership plays a critical role, and as such it is an important subject for further study 

and research. The long history of reliance on great men theories naturally led to the 

traits of leadership and theories of traits.  

Leadership is basic element of educational administration, the term describes 

the relation between persons, where one person affects another person or group in such 

a way that common direction is given to their efforts. Stogdill (1948) thought of 

leadership to be working relationship among members of a group, where the leader 

acquires status through active participation and demonstration of his capacity for 

carrying co-operative tasks through co-operation, the strength of educational system 

and the contribution. 

It can be said that the economic, social, intellectual and cultural development of 

a nation depends, to a large extent, on the vitality of its institutions of higher learning. 
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There has evolved tremendous need for strong leadership with the skills necessary to 

effectively administered higher educational organizations. The educational leaders 

must instill purpose in the faculty and assist in enhancing motivation, the challenges for 

educational administration is to provide visionary leadership for their institutions that 

embodies expertise, commitment creativity and mobilizes the commitment of others to 

bring the vision to reality. 

 Leadership is important indeed no other position has greater potential for 

maintaining and improving quality of institutions. These assertions are bolstered by 

fallings that emerge from research and from more informal observation of successful 

schools. It is clear that when schools are functioning especially well and school 

achievement is high much of the credit typically belongs to the principal.  

According to a study about the principals in U.S.A In the many way the school 

principal is the most important and influential individual in school. It is his leadership 

that sets the tone of the school climate, the level of the profession and morale of 

teachers and the degree of concern for what students may or may not become. If a 

school is vibrant innovation, child centered place. If it has a reputation for excellence in 

teaching, if students are performing to the best of their ability one can almost always 

point to the principal’s leadership as the key success. In the opinion of (Sergiovanni, 

1991) in other words it would be heartening to learn that effective principles are not 

necessarily born with the control and traits. They can be trained for performing certain 

keys, administrative skills. Leadership can be most effective when knowledge and 

learned behaviors are used along with the initiative insight in sensing needs and 

providing leadership in a given situation. As far as the matter for improving 

professional qualification is concerned  (Mehmood, 1995) has pointed out that the 

professional qualification and training in management for practicing secondary schools 
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heads are intended to foster positive changes in both patterns of  behaviours (task 

oriented and relations oriented)  Enhancing faculty job satisfaction is major challenge 

for higher education administrators for identification of those factors, which lead to 

increase job satisfaction within academic settings, have extreme importance and path 

goal theory provides useful frame work to know the factors affecting job satisfaction. 

Leadership provides its subordinates facilities as Anderson (1972) purported 

that the quality of accomplishment of any organization is related to the nature of its 

leadership, and education is no accepted.  

Campbell and his associates (1983) considered leadership as the solution to all 

problems. But leadership cannot exist without followers. Gaining the commitment and 

cooperation of others is the central problem of leadership. They had also mentioned the 

leadership is a behavior that enables and assists others to achieve planned goal.  

In educational scenario leadership, however is considered to be a behavioral 

process through which an individual (school head as the leader) secures the cooperation 

of others (subordinates as followers) towards goal of school effectiveness. Schools are 

currently undergoing a period of upheaval and change as they adopt new requirement 

and altered circumstances. This phase of rapid and accelerating change is a 

characteristic of organizational life as we move towards the 21st century and it presents 

novel and unprecedented challenges to those charged with management of public 

(Government) schools. The World Bank 1991 reported that in educational sector 

teachers are often poorly motivated and lack good management skills. Federal Public 

Commission reported on education is also not satisfactory. The contingency view, 

therefore shows, that public education through public school is at risk. If this trend 

continues, public education certainly will pay the price of an educated citizenry so the 

situation speaks of the complexity of the challenges for educational practitioners. 



5 
 

 
 

 Despite the knowledge importance plowed upon schools head’s leadership 

behaviuor, their attributes and situational context of the schools in explaining school 

heads leadership effectiveness, relatively little attention has been devoted to scientific 

study for establishing relationship among these factors until very recent years in 

Pakistan. 

 It has become increasingly apparent that researchers must involve the teachers 

to perceive how their school head actually behave, while managing the things as an 

educational leader and how they stimulate environmental robustness of the school. It is 

school like, other organizations where the leadership is defined and exercised. The 

school head’s immediate interaction is with the school faculty. As teachers work daily 

with them, therefore, the teachers are the best evaluators of the schools head’s 

behaviour dimension and schools effectiveness towards achieving planned goals and 

the improvement of standard of education as they are entrusted to school heads in 

national educational policy. 

 The secondary stage in the educational ladder is universally recognized to be 

the critical in determining the effectiveness of a national system of education and 

current school reform movements in Western Europe & U.S.A. are concentrating most 

of their attention on it. It is the stage where most of the skilled manpower of a nation 

will be trained, where the quality of the future university students will be determined, 

where character building and quality of leadership can be developed, it comes at a time, 

when child is in his most impressionable and formative adolescent years, when the 

features of the future man, woman and citizens are beginning to appear and require full 

encouragement, scope and sympathetic help in their development.(Govt. of Pakistan 

Ministry of education,1960)  

The spirit of patriotism, the respect for national ideology and culture, and spirit 
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of social service grows through cooperative activities in different aspects of school life. 

To achieve this it is necessary to have good facilities, excellent teachers, and adequate 

supplies of equipments. But crucial to all instructional activities is the skill with which 

the principal plays his role as an educational leader.  

The secondary schools of the sub-continent have long been the subject of deep 

concern. We inherited the secondary school administrations bequeathed by the British 

rule in India. The British Government was least interested in the improvement of Indian 

people through education. School system was primarily designed for a purpose of 

merely getting a steady supply of clerks and subordinate, servants for running the 

machinery of their administration. (Chagla, M.C. Education & the Nation. 1966) 

 According to Government of Pakistan (1960) a nation’s fate lies in the abilities 

and strengths of character of its citizen. Education is the instrument which it uses to 

equip its people to lead productive and full personal lives according to their talents and 

interests. Institutions called schools are established to serve this purpose.  

 Society has created schools as basic instruments producing the kind of citizens 

it desires. It has then placed the direction the operation of these schools largely in the 

hands of educational administrators. Such administrator becomes more than 

professional technicians or specialists. They are actually engineers of mankind upon 

who rests much on the responsibility for the preparation and refinement of the society 

in which they function. (Hick, H.J, 1956)  

The architects of the Islamic republic Pakistan soon realized the importance of 

education and felt the need for its reorganization and reorientation in accordance with 

the spiritual and material needs and aspiration of the nascent state. Fazul-e-Rehman 

(1953), minister of education while addressing to the first Pakistan education 

conference November 1947 said “it is therefore a matter profound satisfaction to me, as 
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it must be to you, that we have now before us the opportunity of reorienting our entire 

education policy to correspond closely with the need of the times and to reflect the 

ideology for which Pakistan as an Islamic state stands” this emphasizes the need of 

tailoring the education to be imparted to the new generation of Pakistan. 

The education system in Pakistan is classified into three main stages 

elementary, secondary and higher. This stages have no doubt, distinguish unique place 

while secondary education occupies extremely important position in the structure of 

our education system. It plays a role of spinal cord in the life of national economy as it 

develops human resources for speedy and balanced development of country. 

According to good (1973) “secondary education is a period of education 

planned specially for young people of age approximately 12 to 17 in which emphasis 

tends to shift on mastering basic tools of learning, expression and understanding to use 

and extension of these tools in exploring areas of thoughts and living and in exploring 

and acquiring information, concepts, intellectual skills, attitude, social, physical and 

intellectual ideas and hobbits understanding and appreciation” this illustrate that’s 

secondary level education equips the youth to perform a constructive and productive 

roll in the society. 

The roll of secondary school heads become important if the head is fully 

equipped with competency. In Pakistan secondary education has been the responsibility 

of high school. After successful completion of 10 years education the students join 

intermediate and degree colleges for further education. According to education policy 

(1979) the present four tier system namely primary, secondary, college and university 

will be replaced by a three tier system of elementary (1-8) secondary (9-12) and 

university education in a phased manner the interest of the college will be protected. In 

the first phase class nine and ten will be added to all the intermediate colleges and class 
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11 and 12 will be added to select high schools and existing lecturers of intermediate 

colleges will be shifted to degree colleges in a phased manner and new teachers will be 

recruited in 12 years school system. 

  The existing practice for the promotion/selection of a secondary school head in 

Pakistan is on the basis of seniority as a teacher or direct selection through public 

service commission. Generally the selection is not based on criteria of professional 

competence in organizational matter or management aspects. The head’s acquiring of 

professional competence on the job itself is the process trial and error. Due to lack of 

training to secondary school heads on appropriate competencies, some heads 

disproportionately spent large part of their time in routine work, some preferred to do 

public relation job, some believe that they have come to school for administrative 

supervision only. 

Secondary Education is facing many changes regarding Education Sector 

Reforms 2001. It requires continuous efforts on the part of education workers to keep 

pace with changes. There is little chance for principal as an educational administrator to 

rest on his oars unless he chooses to go down stream. (Anderson; S. & Van Dyke, L.A 

1963) No other single person is influential in determining the quality of living for our 

youth as the secondary school administrator. More than any individual, he provides the 

chance for the individuals to prepare themselves as responsible and resourceful citizen 

in the society. As an administrator of basic social institution, the secondary school 

administrator is our most important public administrator. Without his leadership and 

help, no significant improvement can occur in the area of education. No matter how 

creative the faculty, no matter how helpful the community. In fact the principal is the 

only person who sets the tone of the building. (Funce .R.C 1971). So far as efficiency is 

concerned it is a performance, for the completion of assigned work within stipulated 
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time. Walker (1990) has found the efficiency indicators in the skill areas of problems 

analysis, organizational ability, and competence for oral and written communication, 

decisiveness, leadership sensitivity, stress, tolerance, motivation, and creativity.  

Sandra, et al (1971) has founded those principals who are able to change 

character of their schools gain reputation for efficiency. They are imbued with a sense 

of purpose and dedication to the realization of the goal of the school. In achieving these 

goals, they are inspired by their personal beliefs and values. But they also believe in the 

importance of hard school ideology. Outstanding principals are also innovative and 

visionary, in this connection Karala (1997) explained that The efficient head performs 

the following duties as obligatory, 

The principal creates an efficient administration for the improvement of school. 

Actually he has two functions to perform, executive and supervisory. In the history of 

headship the executive function frequently has been conceived too narrowly. In a 

research by (Rorer1960), regarding administrative and supervisory function. He 

concludes that ‘There is no clear cut distinction between administration and 

supervision, They are both coordinate, correlative, and complementary function of 

education, having as their common purpose the provision of all means and conditions 

favourable to teaching and learning. 

  The modern concept of supervision implies a process which is dynamic and 

ongoing in its outlook towards releasing the creative ability of children teacher and the 

community for the development of the best possible educational progress. This concept 

of supervision stresses that the basic function of supervision is to improve the learning 

situation for children. Of all those who have responsibility for improvement of 

instruction, the school head hold a unique position. 
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In the opinion of Kochhar (1990) He is involved in the ongoing day to day work 

of the school. He is knowledgeable about problems of teachers, students in the school 

and aspirations and desires of parents. He plans to meet the parents needs and schedules 

weekly meeting with parents,  He also solves the problems faced by the students, such 

as guiding for developing good study habits. They also need to be helped to explore 

educational possibilities beyond their present educational level, like courses and 

careers, stipends and scholarship, available competitive and entrance examination, so 

that their journey ahead become smooth and profitable. Principal is aware of their 

moral activities, their health, vocation, avocation, and their social life (Lewis, 1961) 

The most vital programme is faculty meeting in which principal reviews the 

truant teachers and their efficiency. But it requires high quality of skill competency of 

principal, As Faunce (1969) points out that the school principal who sets out to improve 

the school, Participation of the teachers in the planning and decision making process is 

desirable from at least two stands points; first appropriate participation provides a way 

by which the contribution of all members come to identify with the purpose of the 

organization. The school principal has an important role in this regard. (Yauch, 1960) 

  The principal is expected to assume leader ship in planning the physical 

facilities for the total educational programme, school building, ground, instructional 

equipment, Hicks pointed out that it is desirable for the principal to think of the school 

building in relation to the nature of its surrounding in order to ensure a reasonable 

element of coherence. This may involve the type of material used as walls the 

architectural design; the major thing is to keep the school building and ground safe, 

sanitary attractive, and readiness for teaching and learning process. 

 So far as the auxiliary services are concerned these services of any school are 

established or organized to enhance instruction and they should meet some of the 
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special needs of students; Those are health services, library services, guidance 

services., Otto points out that the school is concerned with the whole some normal 

physical development of each child, this requires an adequate, properly balanced diet , 

freedom from remediable defects, accidents, illness and injurious environmental 

influence, a healthy organism undergoing normal psychological development a healthy 

personality, which encompasses mental, emotional, moral and social health, and the 

gradual acquisition of habits attitude and knowledge, which will fortify the person 

individual and community living throughout his life.               

It means that as an administrator of social institution, the secondary school head 

is most important figure in the institution. Who is responsible for the uplift and down 

fall of the institution and dropout rate; To run the institutions according to the ever 

changing scenario Williams (1964) sought some other role competencies and qualities 

in secondary school administrator as he stated, “Secondary School administrator is 

forever seeking new goals for the secondary schools, working towards the solution of 

annoying problems and showing great concern over the ability of the school to meet the 

needs of the individual student entrusted to its care.” 

 The school is built for all who feel its influence – administrators, teachers, 

pupils, parents, society, indeed the nation. As Soaches (1966) described that the 

administrator becomes conversant with the goals towards which, all whom he meets, 

strive, as he observes the quality of their interaction, he becomes better able to 

understand the kinds of interaction in which he himself must engage in order to achieve 

greater effectiveness for them and for himself.  

 The emphasis in this statement is on the responsibility of secondary school 

heads, for providing the leadership required to give direction to education programme. 

If the programme is to have perspective, he must have perspective, plus the ability to 
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stimulate and coordinate the efforts of the various groups who have a responsible voice 

in the direction of education.  

Secondary schools heads face with many tasks of administrating in their 

schools. They are executives or administrators, they may function in one way, while as 

educational experts they may be called upon to serve one another. Their overall 

responsibility for the administration of their school may be defined as “the art and 

science of creatively integrating ides, materials and persons into an organic, 

harmonious working unit for the achievement of desired goal. (Lewis., & Williams 

1961). Secondary Schools heads have to focus attention on the advancement of the 

group towards more insight, better understanding and clearer definitions of educational 

goals, plus the initiating of action activities that promise reasonable achievement of the 

goals. They know the true nature of leadership as they become sensitive to and ready 

for certain techniques and device for producing results. They are able to recognize 

when to use other people’s skills in response to changing conditions and when to exert 

personal leadership in the overall education programme of their school. (Shuster & 

Wtzeller 1971) 

 Actually the administrators are the real power to enhance the activity of 

educational institution, introducing improved curriculum in the institution, developing 

the relations with public. The areas of administration will be to monitor institutions to 

evaluate the students and teachers to upgrade the institution in the shape of maintaining 

the discipline, showing good output of the institution. All the educational institutions 

may be maintained by the administrators if they achieve valid data and research finding 

relating to the factors of improving the institutions, which are not available in our 

country. So the researcher feels that this area requires more research.  
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1.1 Statement of the Problem 

It is generally assumed that the perception of behavior of Secondary Schools 

Heads to improve the standard of education depends upon leadership role at secondary 

level. 

 In the light of above mentioned facts this study is designed under the title of “a 

study of self perceptions of leadership role of the secondary schools heads towards the 

improvement of standard of education” 

 

1.2 Significance of the Study 

Education is a complex specialized field and its efficient administration requires 

technical competency, administrative ability and an understanding of educational 

development. On the professional side the educational administrator must be familiar 

with the specialized skills required in instruction, specialized knowledge needed for 

sound curriculum development and accurate evaluation of teachers and students and 

have an intimate knowledge of operation of the educational system.  

 The sticking features of Education in Pakistan, like many other developing 

countries, are the deterioration of educational standard, a high rate of dropout of pupils, 

students unrest, petty wrangling over interpretation of rules and regulations, poor 

quality of human relationships, and lack of cooperation and mutual understanding 

among the individuals involved in its processes. Such problems are in fact a great 

challenge for the heads of secondary schools.  

Heads of the secondary schools, because of their professional position, 

understand the personnel, guide, direct and encourage at every opportunity and 

promote conditions favorable to individual achievement to the limits of their ability. 

They work for, through and with others.  
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Their success lies not in organization, in position, or in power, but upon the 

practice of those concepts of their administrative role which form the basis of all 

satisfactory human relationships and maximum educational achievement. Being 

functional leaders, the role of the heads ought to be acknowledged and accepted by their 

staff and supervisors. 

i. All Secondary schools heads of educational institutions in attracting their 

attention towards perceiving their roles and the inadequacies to improve the 

standard and quality of institutions and supervision. 

ii. Provide knowledge to the research scholars, how do the heads of secondary 

schools perceive of their leadership role and way if it differs from their insight. 

iii The teachers of educational institutions may be able in providing the necessary 

guidelines for seeking guidance from their heads to improve the teaching 

learning process in their class rooms. 

iv. Educational authorities as the disparities between their expectations and 

situational practices. 

v. The competencies desired of and practices would be made known enabling the 

management to put the right persons in the right job.  

 

I.3 Objectives of the Study 

Main objectives of research were as under: 

1. To identify and analyze the aspect of secondary schools head’s role.  

2. To determine and analyze, how the secondary schools heads perceive the 

leadership role for the enhancement of standard of education. 

3. To know the perception of heads about the standard of education.  

4. To find out the relationship between the perception of leadership role of head 
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and the standard of education. 

The most important aspects of Secondary schools head’s role are as follows: 

i. Improving supervision of instruction. 

ii. Developing personal and professional role with 

a) Faculty. 

b) Pupils 

c) Non-teaching Staff 

d) Community. 

iii. Providing adequate physical facilities. 

iv. Managing Auxiliary services for the students. 

v. Effectiveness of the school programme and the development of human and 

professional relations within building as well as with community, depend 

largely on the quality of perception of the heads, teachers, and supervisors, 

regarding the above mentioned aspects of secondary school heads’ role 

 

1.4  Assumptions 

The study was based on the following assumptions: 

1) Success with which heads of secondary schools perceive their role, determines 

in large part the success of the school organization and consequently the 

success, the heads themselves.  

2) Nature of perception of head’s role (as perceived by the teachers, supervisors, 

and heads) play a vital role in determining human relationships, mutual concern 

and educational achievement.  

3) Nature of professional qualification, age, experience, parent’s education and in 

service training in educational administration have an effect on the role 
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perception.  

4) Differences in role perception create obstacles in the smooth running and 

efficiency of schools administration.  

 

1.5 Delimitations of the study 

This study was delimited to the province of Punjab(Pakistan).  

1.6 Population 

The population of the study consisted of 4466 (male and female) heads of 

secondary school belonging to Punjab province. The total number of male was 3924 

(585 urban and 2339 rural) and female was 1542 (516 urban and 1026 rural). 

 

1.7 Sample  

200 hundred heads of secondary schools were selected as sample among them 

181 heads (90 male and 91 female) responded the survey questionnaire. 

 

1.8     Sampling Method 

Sample was taken on the basis of high literacy rate from various districts 

schools. Which were selected through stratified random sampling on the basis of male, 

female, urban, rural. 

 

1.9       Tool for the research 

 After studying the content related, one draft of questionnaire was developed on 

5 point rating scale (Likert scale) to collect the data. 

  

 



17 
 

 
 

1.10     Administration of the tool 

The list of the heads and the addresses of their institutions were obtained from 

(DPI) office. Survey through questionnaire was conducted. Personal contacts were also 

used where ever possible to receive the quick response. Questionnaire is given in 

appendix (B). 
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Chapter 2 

Review of Related Literature 

It is an admitted fact that leadership plays an important role in the rise and fall of 

education. Allah Almighty has sent approximately 124000 Prophets for the guidance 

and leadership of human beings. As a Muslim we believe that the Holy Prophet 

(PBUH) has displayed the best leadership style according to guidelines laid by the 

creator of this whole system in the Holy Quran. Almighty Allah has guided the way for 

building leadership the only criterion is “Taqwa” (Arshad, 1999) 

 This is a fact that the fortune of a man through the ages have been determined 

largely by their leaders. The dreams and aspirations of each generation have sought 

substance in their occupying positions of responsibility. The successor security has 

seemed to rest largely on the motives, wisdom and efforts of those to whom he has 

entrusted leadership. The role of leader then may be one of society’s most effective 

instruments for achievement or one of its most destruction enemies, Hicks stressed that 

the role of a leader in education is particularly important. Society has created schools as 

basic instruments production the kind of Citizens it desires. Leadership remains a topic 

of deep interest and it is indeed proving to be a complex matter.  

It has been the subject of much research as witnessed by Stogdill (1974) 

analyzed of some 3000 selected inquires in the early 1970 and Bass’s (1981) addition of 

2000 more selected inquiries for his analysis. Oxford English Dictionary (1933) noted 

that the appearance of the word “Leader” in the English language as early as the year 

1300 and it refers to the central or focal person who integrates the group. Leadership is 

a universal phenomenon that has been defined and studied at great lengths from a wide 

variety of perspective and disciplinary approach (Yukl, 1981). As a result there are 

currently many definitions of the term. 



 
 

 

19

Leadership as well as many different theories by which leadership issues can be 

explained Gary Johns (1996) said that “Leadership occurs when particular individual 

exerts influence upon the goal achievement of others man organizational setting by 

enhancing the productivity, innovation satisfaction and commitment of the work force   

(P. 309) 

Weithrich & koontz (1997) stated, leadership as the art or process of influencing 

people so that they will share willingly and enthusiastically towards the achievement of 

group goals. And the leadership acts to help a group attain objectives through the 

maximum application of up to capabilities. They place themselves before the group as 

they facilitate progress and inspire the group to accomplish organizational goal. (P. 

490)   

Similarly Bovee  (1993) described that "Leadership" is the ability to influence 

and to motivate others to achieve organizational goals (p, 468)." 

Starke, Gary (1997) has viewed leadership in the following words. "Leadership 

is both a process and a property, the process of leadership is the use of non-coercive 

influence to direct and coordinate the activities of the members of an organized group 

towards the accomplishment of group objectives. As a property leadership is a set of 

qualities or characteristics attributed to those who are perceived to successfully employ 

such influence", (p. 223) 

It can be said that a leader is a person who has the ability to get others to do 

willingly what the leader desires to be done. A leader motivates others to action. 

Thus, it is the motivation of others and their actions that defines a successful leader. 

In the words of Fresno & Jackson (1996) leadership is the art and science of 

getting others to perform and achieve a vision. Therefore, leadership is not only 

reflected in performance, no matter how good that performance is, but in 
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accomplishment. Education occupies a pre-eminent position in every human society. 

It keeps alive the society which it serves and creates conditions and means for its 

development. Survival and development are two basic activities of life and both 

depend upon education for their continuation and completion. 

A nation's fate lies in the abilities and strengths of character of its citizens. The 

education is the instrument, which it uses to equip all its people to lead productive and 

full personal lives according to their talents and interests. Institutions called, schools are 

established, to serve this purpose. 

The secondary stage in the educational ladder is universally recognized to be the 

critical one in determining the effectiveness of a national system of education and 

current school reform movement in Western Europe, U.S.A. are concentrating most of 

their attention on it. Shuster & Wetzler (1971) described that It is the stage where most 

of the skilled manpower of a nation will be trained, where the quality of the future 

university students will be determined, where character building and quality of 

leadership can be developed. It comes at a time, when child is in his most 

impressionable and formative adolescent years when the features of the future man, 

woman and citizens are beginning to appear and require full encouragement scope and 

sympathetic help to their development. Government of Pakistan (1960) 

In other words the spirit of patriotism, the respect for national ideology and 

culture, and spirit of social service grows through co-operative activities in different 

aspects of school life. The national objective if they are to be realized through 

education, must find expression in the personalities of boys and girls who are the 

greatest and the most valuable of national assets. Each one of them has before his 

inking possibilities and any one of them may make valuable contributions to the 

national life that may change its future.  
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  The secondary school head has a critical role to play in the substantial 

improvement of nation-building attitudes among young people, the citizens of 

tomorrow. Education becomes meaningless and has no significance if it does not train 

the citizens to work for certain targets, certain goals, certain ideas. The process of 

growth through which the children pass during school days must be fully appreciated so 

that the tasks assigned to them at different levels of this growth suit their intellectual 

and emotional requirements. Chagla (1966) stated, to achieve this, it is necessary to 

have good facilities, excellent teachers, adequate supplies and equipment. But crucial to 

all instructional activities are the skills with which the principals play their role as 

educational leaders. Heads of the schools play  key role in the operation of entire 

schools. Today’s dynamic society demands definite knowledge of their administrative 

role and leadership competencies for maximum educational achievements.  

 For this their responsibilities include leadership in curriculum development and 

implementation, supervision of instruction, relations with faculty, pupils and parents, 

management and maintenance of plant and facilities. But their success depends upon 

the ways as they approach their job and their fellow group participants perceive and 

understand the mechanics of administering the schools. (Flanders, 1967)  

 The colonial system of education, Pakistan inherited from the British rule in 

India has been designed to produce literate man power to assist the colonial masters, 

British government. Fundamentally the British were guided in developing the 

institutions of their imperial holdings by their own interests. British Government was 

least interested in the improvement of Indian people through education.(Government of 

Pakistan (1960) 

They believed that people must be controlled, directed, concerned and 

threatened with punishment to get them to put forth adequate effort towards the 
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achievement of their specific organizational goals. Education was meant only for the 

privileged few who were supposed to govern the masses rather than to serve them. 

Pakistan’s educational leaders have been Herculean in scope which probably accounts 

for the fact that these leaders have brought forth model results. 

Among the many reasons for this in different record burgeoning schools 

populations, limited budget, political instability, erratic planning and continuing 

indecision over educational philosophy and goals.       

 We are passing through a critical period of history. The effort for the 

establishment of welfare Islamic State and reconstruction of Islamic social system are 

being made. These constitute a challenge to our secondary schools. They have an 

important role to play in the promotion of the feelings of Pakistani nationhood, so that 

they can prepare the young generation as true Muslim and devoted Pakistani by 

development of the basic elements in their personality, which is their character in the 

broader sense, i.e. truthfulness, sense of duty, sincerity of purpose, well discipline 

sociable behavior and above all fellow feelings and the spirit of service above self. 

(Govt. of Pakistan national education)  

 All the activities within the walls of the schools should aim at developing these 

traits in the students, so that thinking and acting according to these percepts may 

become spontaneous and natural to them. In this way citizens of tomorrow will be able 

to visualize requirements of the future and meet immediate needs of their society for 

economic development and for cultural and intellectual advancement.   

 It is possible to achieve this target within the walls of the schools, only when the 

heads of the secondary schools would be able to cope with a galaxy of problems in the 

form of large social changes, complex curriculum and instructional programmes, 

differing, increasing. Pressing needs of a great number of pupils and the development 
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of the staff personnel. The old age adapted to education seems even more fitting today; 

“As the headmasters go, so go the schools” No school can do better or worse than the 

quality and type of its educational leader and his relations with his professional staff.  

Almost all education policies in Pakistan stressed the need of competent school 

leader but nothing concrete was outlined in this direction. It is therefore imperative to 

study school management competencies and their relationship with school 

effectiveness.  

The results of the will enable to have knowledge about the management 

competencies of school heads in Pakistan. The research may be helpful to top 

administrators to make intense efforts to improve the management competencies of 

school heads. The result of this research will provide necessary information and more 

understanding about school heads competencies and theory relation with school 

effectiveness. 

According to report of the government of Pakistan ministry of education, the 

arrangement for in service training and continuing education in Pakistan are 

unsystematic, inadequate and mostly without incentives. Pakistan faced with 

multifarious problems in the area in service training for school heads. Frequently and 

countered problems are financial constraint, poor motivation of participants, lack of 

financial incentives for the trainees. In Pakistan directorate of staff development 

presently university of education arranges short training courses for school heads but 

these courses are in adequate to fulfill our present need. There must be one professional 

training program of longer duration available for school heads. It should be field based 

and can be done without disturbing school work. 
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Effective staff development for principals can be enhanced if the development 

programs in Pakistan are systematic, concrete and relevant to the principal’s job, 

including not only but the job is but also what the job should be 

1. On going and personalized 

2. Flexible and adaptable to change as the need arises 

3. Carried out when the participant is not fatigued because of work 

4. An integral of the school policies and supported by adequate 

funds(rebore,1998)  

All administrators’ wonder from time to time about how they will be able to 

continue meeting the multiple challenges of their job, but school principals are 

particularly vulnerable because they are on the frontline. 

Two types of programming can meet the needs of principals. The first is the traditional 

vehicles, which includes workshops, conferences and seminars that usually focus on 

single topic and attempt to transmit a given body of information on such issues as new 

legislation are drug abused for young generation second is a more personalized 

approach to staff development for principals. This second type of program emphasizes 

acquiring skills that either help principals with job or enhance their personal 

development.   

In Pakistan research studies in the field of leadership competencies are scarce. A 

study conducted by the Siddique (1979) for his doctoral dissertation an evaluation of 

leadership styles, traits and competencies of secondary schools heads found the 

following competencies are desirable for secondary schools heads in Pakistan. 

1. Conversance with Pakistan movement and its ideological foundation  

2. Human rationing skills  

3. Counseling techniques 
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4. Creative and innovative faculties 

5. Observance of Islamic sharia 

6. Strategies for diffusing and adopting educational innovations 

A critical review of the research finding revealed that in general for lowing 

competencies are important for effective leadership. These include 

Understanding of group problems solving and decision making 

1. Understanding of group problems solving and decision making 

2. Human relation skill 

3. Conflict resolution skill 

4. Community relation 

5. Communication skill 

6. Creativity and innovation 

7. Understanding the needs of subordinates 

Present study is conducted to measure the competencies level of secondary schools 

heads in Pakistan. Competency assessment is developed by keeping in view the result 

of above mentioned studies but this study specifically follows the competency pattern 

developed by Charles R Allen, job competency school heads is divided into six areas 

Moral, sense of judgment, occupational knowledge, institutional planning, technical 

knowledge and manipulative skills. 

According to Edmond’s five factors are responsible for the effectiveness of schools. 

These factors include style of leadership  

1. Style of leadership to instructional emphasis  

2. School climate 

3. Teacher expectations  
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4. Emphasis on procedures for monitoring students achievement (Bliss, et 

al.1991) 

Another point of view is that an effective school is one in which the conditions are 

such that student achievement data show that all students evidence acceptable 

minimum mastery of those essential oasis skills that are prerequisite to success at the 

next level of schooling. 

Being a complex phenomenon measurement of effectiveness is also a controversial 

issue. Different approaches have been used to measure effectiveness none of them 

proved perfect and encompasses their all aspects. But there are two traditional 

approaches used commonly to measure effectiveness  

1. Goal approach 

2. System resource approach 

 

2.1     Goal approach: 

The goal approach to effectiveness consists of identifying and organizations 

output and assessing how well the organization has attained those goals (Etzion’s , 

1964) goals provide direction and reduce uncertainty for organizational participants 

and present standards for assessment of organization. There are three sets of variables 

which interplay in the planning and organization of an educational institution these are 

generally categorized as in out variables, process and output variables. The output 

variables are in terms of goal achievement such an extent and quality of pupil’s 

achievements retention rates. 

Mann and Lawrence (1984) identified the input variables as: 

 Administrative characteristics and behavior, 

1. School learning climate 
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2. Instructional emphasis  

3. Pupil progress measurement 

An effective school is one where the input variables are carefully planned and 

interplayed through process variables. 

 

2.2       System resource ability of children approach: 

The system resource model directs attention towards the more general capacity 

of the organization to procure assets. The resource system model based on the open 

system concept, places great values on the harmonious operations of the organization 

component (Miscal & Hoy 1991). Both the goal and system resource models share one 

crucial assumption namely that it is possible and desirable to arrive at the single set of 

evaluative criteria, and thus at a single statement of organizational effectiveness 

(Miscal & Hoy 1991). 

Above discussion can be summarized that the influence of time on organization 

can be conceptualized with a continuum of success ranging from short term through 

intermediate to long term(Gibson, ivancevich & Donnelly, 1995). For school 

representatives indicators of short term of effectiveness include student achievement, 

moral job satisfaction and loyalty. Criteria for intermediate success encompass 

addictiveness and development of school organization and instruction programs, career 

advancement of the educators, and success of the formal students. The long term 

criterion is the survival of the organization (Miscal & Hoy 1991). 

The modern concept of supervision employees are process which is dynamic 

and ongoing in its outlook towards releasing the creative, teachers and community for 

the development of the best possible educational program. 
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This concept of supervision stresses that the basic function of supervision is to 

improve the learning situation for children. Of all those who have responsibility for 

improvement of instruction, the schools heads hold a unique position perhaps more 

than any other supervisory personnel, they are involved in the ongoing day to day work 

of the school. They are knowledgeable about the teachers and the staff, the children in 

the school the desires and aspiration of the parents. 

Mathew studied the perception of supervisors, principals and teachers regarding 

the supervisory role of the principals in the Alabama public schools. The purpose of the 

study was to determine the extent to which selected supervisory services are desired 

and received. He found that general agreement or disagreement with regard to role 

perception and supervisory needs and their fulfillment determine largely the quality and 

effectiveness of teaching learning program of the schools. Vigilant studied the role 

perception of elementary principals and elementary supervisors in the state of Ohio. 

The purpose of study was to analyze and identifies the perception of the elementary 

schools principals and supervisors of their own role and of each other’s role. He found 

significant difference in the perception of each other’s role resulting in the absence of 

mutual concerns. 

The heads of modern secondary schools need to recognize their profound 

responsibility for the physical facilities of their schools, .Hicks in his discussion for 

physical facilities states: Principals have to keep in mind that the schools facilities are 

educational useful to the extent to which they are maintained in suitable conditions for 

use. The condition of physical facilities has a corresponding and direct effect on the 

physical well being of the school. Inhabitants and on the developments habits and 

attitude that are felt to be desirable. For this reason principals need to pay attention for 
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giving ways and means of guaranteeing maximum effectiveness in the maintenance and 

operation of the school facilities.: 

The role of the secondary school head is thus, manifested by his ability to lead 

his faculty in developing a guidance point of view. The staff needs to think together 

concerning their role in helping every child to discover and develop his potentialities. 

Children of courses need experiences in learning in order to face difficult situations and 

to make wise choices and decision themselves. As teacher’s study children and their 

behavior they gain new insights into the factors that are related to good mental health as 

well as to the various other aspects of personality development aspects. 

Creemers (1992, P.110) stated that educational effectiveness is an important 

concept with the educational science the concept of educational effectiveness is a 

welcome addition to educational research in general, and provides program for 

research. Such programs have to address questions about outcomes and criteria for 

effectiveness, inputs, processes and contexts.  

Educational effectiveness deals with the question of why schools with initially 

comparable students differ in the extent to which they achieve their goals. A lot of 

research has been conducted to find out some criteria of an effective school. Most 

important are three recent studies in this area, the results of this recent studies (outlier 

studies, surveys studies & theoretical studies) have been reviewed Creamers and   

Kunwars (1989), Creamers & Lugthar (1989), Rynolds (1989,1991,1992) Levine & 

Lezottc (1990), Scheerns (1990,1992), String field & schaffer(1991), Creemers(1992a) 

and Levine (1992). Sum up factors which differentiate effective and non effectective 

education within schools and class rooms, each for their own countries. The research by 

Levine & Lezotte (1990) is of special interest the produced a list of effective schools 

correlates, based on 400 studies of schools effectiveness. 
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De-Roche states that an effective school is one where parents have an 

understanding of the mission, goals and objectives of the school: where parents are 

informed about their children progress, where school personnel look to parents as 

educators of their children and thus provide help in developing parenting skills, where 

parents are informed to help their children with school work and home work and where 

parents are encouraged to participate in school affairs and to use community resources 

to enrich home and school life. An effective school also makes use of community 

resources and engages in cooperative programs with local agencies and groups.  

According to the Deal and Petersons (1992) school leaders, principals, teachers 

and parents are key to build positive culture so the role of these school leaders is no 

doubt very important and unique. Parents, teachers, principals and students often sends 

something special and undefined about the schools they attend for decade the term 

ethos and climate have been used to capture this operative, illusive, element we call 

culture. 

What is school culture and who shape it? Culture is underground stream of 

norms, values, believes, traditions and rituals that has built up over time as people work 

together, solve problems and confront challenges this set of informal expectations and 

values shapes how people think feel and work in schools. Positive supportive culture is 

such, without which reforms will falter, staff moral and commitment will wither, and 

student learning will slip. Importance of school culture has been emerged in variety of 

ways. In the past several studies has been conducted about school leadership, 

restructuring and culture building, and educators have been consulted to highlight the 

importance of culture, concluding at the fact that positive culture is very powerful. 

Some schools seem to be weak with respect to its culture.      
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These are the schools where purpose of serving students has been lost to the 

goal of serving of adults, where negative values and hopelessness reign (Deals 

Petersons1998, P.28) even good schools often harbor toxic subculture, oppositional 

groups of staff or parents who wants to spread a sense of frustration anemic and 

hopelessness. Toxic schools are places where negativity dominates conversations, 

interactions, and planning; where the only stories recounted are of failure, the only he 

knows are antiheroes. (Ibid, page. 29) No one wants to live and work in these kinds of 

schools. But it takes leadership time and focus to rebuild these festering institutions. 

Happily most schools are not this far-gone, though may have cultural patterns that does 

not staff or student.  

The education authorities are vital in providing essential support for effective 

schooling, proper management of each school and providing all the right conditions for 

improvement (Purkey & Smith, 1983). The higher authorities delegate responsibility to 

the school and staff, manage their own affairs to suit the particular conditions within 

each school (Purkey & Smith, 1983). The higher authorities also take an interest by 

collecting and analyzing students results lighting the areas, where improvement is 

needed as under. 

Strong leadership on the part of schools heads plays a vital role in school 

effectiveness (Purkey & Smith, 1983). He provides a good balance between 

management & instructional skills, framing objectives, setting standard of 

performance, creating a harmonious work environment and motivating teachers 

(Phideltakappa, 1980). The schools heads strong leadership is reflected in their 

speeches and behavior, staff recruitment, students monitoring, expectations of staff and 

students and allocation of resources for improvement. 
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In most of the schools, the decision making Structure was firmed but 

democratic (Ramsay, et al. 1983). Though the head made the decisions the staff was 

genuinely consulted over issues. Staff meetings were held regularly as a process of 

consultative decision making. The teachers were expected to take responsibility for 

class management and for raising academic achievement along with developing a sense 

of ownership in the school. In the case of non-consultative school management process, 

(Ramsay et al, 1983). Found that in absence of strong leadership and consultation with 

staff, power groups within staff developed, with the result that some teachers felt 

isolated and much time was spent in power plays rather than planning for education for 

the pupils. 

Clear policies and practices played a significant part in making school effective, 

policies are set that enable the staff to strive for the achievement of given goals, for 

example policies were laid down for dealing with low achieving students, parental 

involvement and easier communication between staff members( Levine & Stark, 1981). 

Successful schools seemed to have a well-defined mission and clearly stated goals. 

Usually communicated through school schemes are staff manuals (Glenn & Mcl,can. 

1981). 

In effective schools, curriculum is based on the fundamental objectives of the 

school. Curriculum planning is not just by the higher authorities, but is undertaken a 

district school and class rooms levels. The teacher should have a say in curriculum 

planning. In good schools teachers felt ownership of the curriculum. The content of the 

curriculum was appropriate to the needs of the pupils and teacher training followed its 

implementation. Everyone staff, students and parents knew the objectives of the 

curriculum student achievement is higher in schools and class rooms where there is a 

clear focus on academic goals(Cohn & ross miller,1987). 
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Good schools emphasis the acquisitions of basic skills as the primary objective 

(Weber, 1971; Edmonds, 1979). And resources and time is allocated for this purpose 

(Purkety and Smith, 1983). In better schools the head and staff members took the 

responsibility of people’s acquisitions of basic skills. The concept of accountability is 

more developed in such schools. 

In a good school there is orderliness about its functioning. The school is 

according (Edmonds, 1979), orderly without being rigid, quite without being 

oppressive, and generally conducive to the instructional business at hand, rules are 

formulated and the schools make sure that pupils, parents and staff are of them. Rules 

are applied fairly and constantly (Glenn & McLean, 1981). In less effective school, 

discipline was enforcing more aggressively including corporal punishment (Ramsay, at 

el, 1983). 

In good school gave more emphasis on reward then punishment (Mortimore, at 

el, 1988). The school sets up systems of reward of and praised for academic excellence. 

This reward system is extended to staff members as well. Extensive use of reward for 

pupils ensures progress of academic achievement. Merit certificates were awarded to 

students regularly. Competition between pupils was encouraged and ensured. The 

teaching style was relaxed but carefully structured with reward and incentive systems 

(Ramsay, at el, 1983). 

In good schools there were pleasant physical conditions for learning with clean 

facilities cheerfully decorated class rooms and always the teachers and students 

decorated the school with plants, posters and pictures as well students were (Ramsay, at 

el, 1983).conducive environmental conditions of the school building as shown very 

pleasant effects on learning achievement by the pupils as well as better performance by 

the teachers. 
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In the effective schools, teacher spent most of their time in teaching and 

learning and little time in routine matters (Mortimore, at el, 1988). Students were found 

devoting most of their time is utilized to academic matters. In less effective schools 

since teachers blames the pupils home background for their weakness. They tended to 

spend less time in instruction. Teachers and students remain engaged in unproductive 

non instructional activities in such schools. 

In effective schools lessons were structured with clear guidelines for better and 

organized instructional process. Teachers followed lesson plans, giving clear verbal 

instructions to students and checked their worked regularity (Mortimore, at el, 

1988).such planned procedures ensure, better class room performance by pupil. 

Progress is the greatest in those schools where the teaching was simulating and 

challenging, when teacher used more high orders questions, when they encouraged 

pupils to use their imagination and their problem solving skills (Mortimore, at el, 

1988). Teachers in the weaker school spent much more time on root learning are 

copying work from the blackboard or from books, and from lessons (Ramsay, at el, 

1983). 

A new period in the history of schools headship is at hand. The duties, functions 

and opportunities of educational leadership have been widened by technical knowledge 

and a much more enlightened view of the power of education.  

       Schools can no longer be administered by a single person. Regardless of his ability 

and devotion. There is emerging now a new pattern of co operation drawing upon all 

involved as contributors to the performance of the administrative functions. The 

effectivness of these functions depends upon the mutual concern and interaction among 

the administrators, supervisors and the teachers, which necessitates mutual 

understanding concerning the role of the secondary schools heads.  
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 According to Gibson, Evieh 1995 & Robbin (1997) a leader should be 

ornamented with four basic functions, planning, organizing, leading and controlling as 

the leadership process. 

 

2.3 Planning: 

         To plan means to study the future and arrange the plan of operation. In other 

words planning is setting goals and deciding on course of action, developing rules and 

procedure, developing plans and forecasting.  

 

2.4 Organizing:  

 To organize means to build up material and human organization of the business 

organizing both people and material. It entails identifying or pushing authority to 

subordinates and establishing a chain of command. 

 

2.5 Leading:  

           Leading means influencing other people to get the work done. Maintain morale, 

molding companies culture, managing conflicts, communication and to make the staff 

complete his assigned duty. 

 

2.6 Controlling:  

 It is setting standard, comparing these standards with actual performance and 

then taking correct action as required. Over the years, researchers and practitioners 

have developed a variety of views on leadership. Three major kinds of theories have 

been emerged from these ongoing studies. Trait theories deal with the personal 

characteristics of leader, behavior theories deal with the behavior of leaders and 
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contingency theories deal with the leadership in the context of specific situation. 

 

2.7 Trait Approach 

The capabilities of great men are God gifted in regard to this Gary & Stark 

(1997) reviewed that the great-man approach represents perhaps the earliest theory of 

leadership. Simply stated the theory suggested that great leaders are born not made. 

Such men and women were believed to possess certain qualities that lead them to 

greatness.  

Eventually this approach evolved into what is now known as trait theory of 

leadership. Much of the early research was directed as identifying the characteristics of 

leaders. 

 According to Gary Johns (1996) during the World War I and continuing 

through World War II, US military recognized their leadership problem, thus the search 

for leadership traits that might be useful in identifying potential officers began. 

Hoy and Miskel (2000) noted that the trait theory dominated the study of 

leadership until the 1950s. In 1948, Stogdill (1948) reviewed 124 leadership trait 

studies that were conducted between 1904-1948. The follow-up survey completed by 

Stogdill in 1970 was based on 163 studies of the characteristics of leaders reported 

1948 through 1970 (Bass, 1991). 

Stogdill (1948) synthesized that more than 10 studies emphasize that the leader 

excels the average member in sociability, initiative, persistence, knowing how to get 

thing done, self-confidence, alertness to and insight into situation, cooperativeness, 

popularity, adaptability and verbal facility. More than 15 studies state that the leader 

excels the average member in intelligence, scholarship, dependability in exercising 

responsibility, activity and social participation. This reveals that characteristics and 
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skills of a leader are determined to a great extent by the demands of the situations in 

which he works.  

Stogdill (1948) has summarized these factors as capacity  intelligence, 

alertness, verbal facility, originality and judgment, achievement, scholarship, 

knowledge, athletic accomplishment, responsibility, initiative, persistence, 

aggressiveness, self-confidence and desire to excel); participation activity, sociability, 

cooperation, adaptability and humor. 

According to Hellriegel et al (1982) the trait approach assumes that certain 

physical, social; personality and personal traits are inherent within leaders. These traits 

can be used to distinguish leaders from non-leaders. The traits commonly identified 

with leaders included the following. 

1. Physical traits: height, weight, physical attractiveness, vitality, physical 

stamina, and muscular body shape. 

2. Social trait: Empathy, tact, patience, employee-oriented, status, and emotional 

maturity. 

3. Personality traits: Dominance, aggressiveness, extroversion, self-esteem, 

integrity, and confidence. 

4. Personal traits: Verbal skills, judgment, intellectual capacity, achievement, 

oriented, capacity to work hard, and responsibility. 

Stogdill (1948) concluded that "A person does not become a leader by virtue of 

the possession of some combination of traits the pattern of personal characteristics of 

the leader must bear some relevant relationship to the characteristics, activities and 

goals of the followers." (P 64) 

 In his review and analysis of trait approach to leadership Zaidi (1989) 

concluded that it was thought that if the traits could be identified, then people could be 
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trained in the acquisition of those traits and thus become leaders. The trait approach 

failed to explain the source of effective leadership for a number of reasons 

1. Inconsistent research findings suggest that successful leaders, unsuccessful 

leaders and even non-leaders sometime possess the same trait (Gray & Stark, 

1997; White & Bednar, 1986) 

2. Defining and measuring the trait often present problems (Gray & Stark 1997) 

3.  Leaders may be effective as a result of appropriate behavior pattern they have 

learnt rather than because of some inner trait (White &  Bednar.1986) 

4. As Stogdill (1974) pointed out, the qualities, characteristics and skill required in 

a leader are determined to a large extent by the demands of the situation in 

which he is to function as a leader. 

5. Yukl (1980) viewed that hundred of trait studies were conducted during 1930s 

and 1940s but the early trait research effort failed to find any trait that would 

guarantee leadership success. 

But despite some conflicting evidence and long argument, the consistency with 

which some traits have been linked to leaders and the magnitude of correlation in 

studies indicated that certain traits are associated with leaders in leadership situations 

(Alkin, 1991; Bass, 1990; Immegart, 1988; Mahmood, 1986).The traits of intelligence, 

dominance, self-confidence, high energy and activity level and task relevant knowledge 

are most often mentioned and are commonly agreed upon across analysts (Bass, 1990; 

Hellriegel et al, 1982; House & Baets, 1979) 

1 The meaning of some of the variables is not clear. For example it is difficult to 

classify tasks as structured or unstructured in an absolute sense, since these are 

relative concepts. 

2 The use of the LPC scores to differentiate task and human-relation oriented 
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leaders may be an over simplification of the concept. 

3. There is an almost complete absence of studies   

Conducted to verify or refute it. Certainly Fiedler has a realistic view of 

leadership and as such this theory is a major contribution to knowledge in the 

leadership area (Gray & Stark, 1997; Johns, 1996; Weihrich & Koontz, 1993; White & 

Bednar, 1986), 

 

2.8 Behavior Approach 

The inability of the trait approach to consistently define specific traits that 

would differentiate successful and unsuccessful leaders lead researchers to investigate 

other variables especially the behavior or actions of leaders. 

(Bovee et al, 1993; Griffin, 1997; Hellriegel et al, 1982; Luthans, 1995; 

Robbins, 1997; Stark, 1997). Griffin (1997) reviewed a number of studies that looked at 

behavioral styles. He stated that that new hypothesis were that effective leaders 

somehow behaves differently than less effective leaders. 

Hellriegel (1982) mentioned that during 1930s researchers conducted a study 

with small children to determine the effect of three leadership styles on their 

performance. Researches labeled these leadership styles as autocratic, democratic, and 

Laissez-faire.  

The findings indicated that quantity of work was greater in the autocratic group 

and quality of work was superior in the democratic group, while lasses-faire approach 

was not effective in stimulating performance. According to Gray & Stark (1997) 

beginning in the late 1940s, and continuing through the early 1960s, researchers have 

identified two primary dimensions of leader behaviours. These dimensions, known by 

various names, are concerned with (1) the psychological support and concern shown for 



 
 

 

40

employees and (2) the attention given to task performance and goal attainment; 

Research based on this emphasis was conducted at Ohio State University and 

the University of Michigan. 

 

 

2.9 The Ohio State University 

 The most influential research in leadership behavior, incorporating the 

surveying of subordinates to gain perceptions on leadership was pioneered in the 1950s 

and 1960s at the Ohio State University (Bensimon et al 1989; Yukl, 1989). These 

studies sought to identify independent dimensions of leader behaviour. Beginning with 

more than 1,700 dimensions, they eventually narrowed the list into two categories, 

initiating structure and consideration.  

Initialing Structure behaviours describe leaders who are task-oriented and stress 

the global activities of directing, planning, coordinating, and problem solving. The 

consideration dimension of leadership behaviour refers to behaviour indicating 

friendship, mutual trust, respect, and warmth in the interactions between the leader and 

members of the group (Bensimon et al, 1989; Gorton & Snowden, 1993; Halpin. 1957; 

Hemphill, 1957; Robbins, 1997; White & Bednar, 1986; Yukl, 1989). 

The Personnel Research Board of the Ohio State University, as one of the Ohio 

State Leadership Project studies, developed the Leader Behavior Description. 

Questionnaire (LBDQ). Since the development of the LBDQ. much of the research on 

leadership behaviour has followed (lie pattern established by the pioneering research ill 

the institution (Yukl, 1989).  

The 'LBDQ' was designed to tap subordinate perceptions of the leaders' 

Behaviour, while the Leader Opinion Questionnaire (LOQ) measured the leader's 
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perception of his own style. Bovee el at (1993) mentioned that these studies concluded 

that a leader who exhibited a high degree of both behaviours motivated employees to 

higher performance. Luthans (1995) stated, "They were the first to point out and 

emphasize the importance of both task and human dimensions in assessing leadership" 

(p.344). 

 

2.10 The University of Michigan 

The University of Michigan studies were conducted during the same period 

as those at Ohio State and resulted in some very similar conclusions. Gray & Stark 

(1997) reviewed that researchers concluded after studying numerous industrial 

situations, that two leadership styles, employee-centered and production-centered 

influence employee performance and satisfaction. The conclusions arrived at by the 

Michigan researchers strongly favored the leaders were employee-oriented in their 

behavior (Robbins. 1997), 

 

2.11 The Managerial Grid 

A graphical portrayal of a dimensional view of leadership style has been 

developed by Blake and Mouton (1981). The two dimensions are "concern for people" 

and concern for production. The five basic styles identified in the grid are: "task", 

"team", "Country club", impoverished", or "middle of the road", represent varying 

combinations of the two dimensions. Blake and Mouton (1981) contend that a leader 

has dominant style of leadership, but may change styles especially if the leader's 

dominant style is not perceived by subordinates as effective.  
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2.12 Situational Theories 

After the failure of trait and behavior approaches of being an adequate overall 

theory of leadership, researchers turned their attention to the situational aspects 

leadership (Fiedler, 1965: Heresy & 3 Blanchard. 1982; House, 1971). 

Situational models assume that appropriate leader behaviour varies from one 

situation to another. The goal of situational models is to identify important situational 

factors and to specify how they interact to determine appropriate leader behaviour. 

These types of theories revolve around the concept that situational factors or 

intervening variables affect the relationship between leader behaviour, subordinate job 

satisfaction, performance, and morale (Bovee et al, 1993; Griffin, 1997; Johns, 1996, 

Luthans, 1997 Robbins, 1982, Weihrich & Knootz, 1993,) Four of the most widely 

known contingency theories are the situation leadership Model, (Heresy &Blanchard, 

1982). The leadership contingency model (Fiedler, 1965) the leadership 

decision-milking model. (Vroom & Yetton. 1973) and the path-goal model (House, 

1971). Bovee et al (1993) also discussed substitute for leadership theory given by Kerr 

& Jermier. The review of these best-known situational theories of effective leadership 

is presented in the subsequent paragraphs. 

 

2.13 The Fiedler's Contingency Theory 

Immegart (1991) pointed out that in the contingency studies of leadership, the 

work of Fiedler has been instrumental. Fiedler (1965) conjectured that group 

productivity depends on the match of leadership orientation and situational 

favorableness. 

Miskel and Hoy (1991) describe the basic postulates of Fiedler's model: 

1 Leadership style is determined by the motivational system of the leader. 
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2 Situational control if determined by group atmosphere, task structure, and 

position power. 

3 Group effectiveness is contingent on the leader's style and control of the 

situation. 

Weihrich & Koontz (1993) reported that Fiedler used an unusual testing 

technique to measure leadership style. He based his finding on two sources (i) scores on 

the Least Preferred co-worker (LPC) scale - these are ratings made by people in a group 

as to those with whom they would least like to work. (2) Scores on the Assumed 

Similarity between Opposites (ASO) Scale-ratings based on the degree to which 

leaders see group members as being like themselves. 

Fiedler (1965) described three critical dimensions of the leadership situation 

that help to determine what system of leadership will be most effective. 

1.     Leader-member relations, 

2.     The task structure, 

3.     Position power, 

Fiedler (1965) said, "1 consider the leader-member relations the most important 

dimension, and the position power the least important, or the three". According to 

Fiedler, a favorable leadership situation exists when the leader has a high degree of 

control and when the results of this control are very predictable. In Fiedler's view, 

"people cannot change their leadership style, so his model helps match leaders with the 

situations most favorable for their styles"(p. 29). 

Johns (1996) summarized that the situation is most favorable for leadership 

when leader member relations are good, the task is structured and the leader has strong 

position power. Weihrich & Koontz (1993) synthesized that several scholars have put 

Fiedler's theory to the test in various situations. Some have questioned the meaning of 
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the LPC score, and others suggest that the model does not explain the causal effect of 

the LPC score on performance. Some of the findings are not statistically significant, 

and situational measures may not be completely independent of the LPC score.Gray & 

Stark (1997) criticized Fiedler's theory in a number of ways: 

1 The meaning of some of the variables is not clear. For example it is difficult to 

classify tasks as structured or unstructured in an absolute sense, since these are 

relative concepts. 

2 The use of the I.PC scores to differentiate task and human- relation-oriented 

leaders may be an over simplification of the concept 

3          There is an almost complete absence of studies assessing the effectiveness of    

middle LPC leaders. 

 4         Fiedler has been criticized for not using employee satisfaction as a criterion 

5 Empirical studies conducted since the model was first proposed, fail to support 

the model with the force that earlier studies did, 

Despite all the criticisms, it remains an important breakthrough on the study of 

leadership, One indication of the model's success is the amount of research that is 

conducted to verify or refute it. Certainly Fiedler has a realistic view of leadership and, 

as such, this theory is a major contribution to knowledge in the leadership area (Gray & 

Stark, 1997; Johns, 1996; Weihrich & Koontz,, 1993; White & Bednar, 1986). 

 

2.14 The Leadership Decision-Making Model 

The model was first proposed by Vroom & Yetton (1973) and was revised and 

expanded in 1988 by Vroom and Jago. This model is somewhat narrower than the other 

situational theories because it focuses on only one part of the leadership portion i.e, 

how much decision-making participation to allow subordinates. 
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Vroom & Yetton (1973) asserted that a leader must decide how much 

participation subordinates should have when making decisions. According to Griffin 

(1997) this model sets norms or standards for including subordinates in 

decision-making. According to Griffin (1997) to maximize decision effectiveness, this 

model suggests that, depending on the situation, managers adopt one of five decision 

making styles, summarized in the following table. 

Vroom and Yetton. (1973) Leadership and Decision-Making. 

Decision Style Definition 

AI 

AII 

 

CI 

 

CII 

 

G 

Manager makes the decision alone. 

Manager asks for information from subordinates but makes 

decision alone 

Manager shares the situation with individual subordinates and 

asks for information and evaluation. 

Manager and subordinates meet as a group to discuss the 

situation, but the manager makes the decision 

Manager and subordinates meet as a group to discuss the 

situation, and the group makes the decision 

A = autocratic; C= consultative; G= group 

 

Mahmood (1985) reviewed a number of studies that have been conducted to test 

the VYJ model and concluded that these researches have supported the model with the 

recommendations of more  research to test the model and each of its decision rules. 

Yukl (1981) pointed out that the original version of the VYJ model has been 

widely tested; indeed it had received more scientific support than any other leadership 

theory. 
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2.15 Hersey and Blanchard's Situational Theory 

Heresy and Blanched ('.984) have developed a contingency theory of leadership 

that is based on the consideration and initialing structure dimensions of the Ohio state 

leadership studies, but places the two sets or behaviour into a contingency framework. 

The two sets of behaviour can occur in various proportions. The theory emphasizes 

flexible and adaptive leadership that is responsive to changing conditions. Horsey and 

Blanchard (1984) stressed to treat the same subordinate differently as the situation 

changed. They further described that each of the four styles is effective in certain 

situations.  

 

2.16 The four basic leadership styles are as follows: 

S (1) High task, low relationship -Telling style 

S (2) High task, high relationship - Selling style 

S (3) Low task, high relationship - Participating style 

S (4) Low task, low relationship - Delegating style 

In addition to task and relation behaviors, Hersey & Blanchard (1984) added the 

variable of follower maturity to their study. They asserted that the maturity level of the 

subordinate is the major factor determining leadership style effectiveness Maturity of 

the subordinate refers to the capacity to set high but attainable goals, willingness to take 

responsibility, and high education and/or experience levels. Hersey and Blanchard 

suggested that, as the level of follower maturity increases, the less task and the more 

relationship behavior the leader can exhibit. 

According to Hersey & Blanchard, (1984) follower maturity involves two 

related components: Job maturity and psychological maturity. Job maturity is a 
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subordinate's task-relevant skill pond technical knowledge. Psychological maturity is a 

feeling of self-confidence and self-respect. A high maturity subordinate has the ability 

to do a particular task and also has a high degree of self-confidence. 

Hersey & Blanchard recognized that other situational variables such as 

expectations of the leader's boss, the nature of the task, and time pressure are sometimes 

as important as follower maturity. However, they have chosen to exclude these other 

kinds of situational variable in order to have a more narrowly focused model of leader 

effectiveness (Yukl, 1989). 

 

2.17 Substitutes for Leadership 

The concept of substitutes for leadership was developed by Kerr & Jermier 

(1978) because existing leadership models do not account for situations in which 

leadership is not needed. They presented a radical viewpoint that there are situations in 

which leadership has no substantial impact on subordinate satisfaction, motivation or 

performance, They have formulated a leadership model identifying aspects of the 

situation that reduce the importance of managerial leadership. 

Kerr & Jermier (1978) have also argued that certain attributes of the 

subordinates, of the task, and of the organization on may serve as substitutes for 

leadership. They propose that there may be certain substitutes for leadership that makes 

leader behavior unnecessary, and neutralizers which prevent the leader from behaving 

in a certain way or which counteract the behavior. 

Yukl (1981) described that substitutes are any characteristics that ensure 

subordinates will clearly understand their roles, know how to work, be highly 

motivated to perform effectively, and be satisfied with their jobs. Substitutes for leaders 

make leader behavior unnecessary and redundant. 
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Organ &. Hamner (1982) have argued that the greater the extent to which 

substitutes for leadership exist in the work setting, the less influence leader behaviour 

will have upon subordinates' attitudes and performance. He further concluded that the 

concept of substitutes for leadership leads toward many of the same predictions, as does 

the path-goal theory concerning the situational requirement of effective leadership. 

As Kerr & Jermier (1978) also note few organizations would be expected to 

have leadership substitutes so strong as to totally overwhelm the leader, but in most of 

the organizations leader roles are necessary (Johns, 1996 Organ & Hamner. 1982). 

Yukl (1987) evaluated the theory and concluded that since the model was only 

recently formulated, not much research has been conducted to verify the propositions 

about specific substitutes and neutralizers thus it is still too early to assess the validity 

and utility of the model. 

Bovee and his colleagues (1993) reviewed different studies on substitutes for 

leadership theory and concluded, "Although research into leader substitutes has 

focused attention on situations on which leadership may be neutralized or may simply 

not be needed, the theory is still relatively new and has received limited but encourage 

support from subsequent studies" (p. 489). 

 

2.18 Path-goal theory of Leadership 

Path-goal theory of leadership is a situational theory based on the assumption 

that effective leader behaviour has a positive impact on subordinate job satisfaction. 

According to House (1996) "The theory was stimulated by Evan's paper (1970) in 

which the relationship between the Ohio Stale measures of leader consideration and 

leader initiating structure and follower perception of path-goal relationship 

(instrumentality and expectations) were assessed." That was a non-situational version 
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of the theory. 

House (1971) formulated a more elaborate version of the theory that includes 

situational variables. The theory has been further refined and extended in the last years 

(House 1996; House & Dessler 1974; House and Mitchell 1974). 

In regard  to this House (1996) stated, "the essence of the theory is the 

proposition that leaders be effective, engage in behaviors that complement 

subordinates' environments and abilities in a manner that compensates for deficiencies 

and is instrumental to subordinate satisfaction and individual and work unit 

performance" (p.323).  Path-goal theory has four general propositions and several 

assumptions based on the work of House (1971), House and Dessler (1974), and House 

and Mitchell (1974). 

These propositions form the foundation of path-goal theory and include: 

1 Subordinates will accept a superior's behaviour if it is an immediate source of 

satisfaction or instrumental to future satisfaction (House and Mitchell, 1974). 

2 A superior's behavior may increase effort when it makes satisfaction of a 

subordinate's needs contingent upon effective performance and/or when it 

complements the work environment through coaching, guidance, support, and 

rewards necessary for effective performance (House & Mitchell, 1974). 

3         One of a superiors strategic functions is to enhance a subordinate's psychological 

state in such a way that it would result in an increase in motivation to perform 

and job satisfaction (House & Mitchell, 1974) 

4         The particular leader behaviour that will enhance motivation is determined by the 

situation (House & Dessler, 1974). 

The assumptions which form the foundation of the path-goal theory include. 

1. The individual is goal directed and rational (House, 1971). 
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2. An individual will choose a behaviour which is seen us leading to the attainment 

of goals with a valued outcome (House, 1971). 

3. A superior's behaviour will satisfy and motivate a subordinate if it increases 

goal attainment and clarifies the paths to these goals (House 1971) 

4. There is no leadership trait or behavior that is strong enough to be effective in 

all situations (House & Mitchell, 1974). 

5. Assumptions regarding the nature of work include: 

I. Role clarity is necessary for task accomplishment 

II. Highly structured tasks are less satisfying than unstructured tasks. 

III. Higher level jobs entail less role clarity than to lower level job (House & Dessler, 

1974). 

Path-goal theory is a vehicle for identifying how a subordinate's needs, values 

and expectations interact with the individual's job in order to determine the degree of 

job satisfaction. It can be used to suggest what type of leadership behaviour may be 

most effective under specific situations; It may also be used to explain why a particular 

type of leadership is most effective under a given set of conditions. The reinforcement 

of change in the subordinate by the leader is a prominent aspect of path-goal theory. 

According to this theory, leaders are effective because of their impact on 

subordinates motivation, satisfaction and ability to perform effectively. House (1971) 

proposed that the leader can affect the performance, satisfaction, and motivation of 

group in different ways.  

1.     Offering rewards for achieving performance goals, 

2.     Clarifying paths towards these goals. 

3.     Removing obstacles to performance. 

Path-goal theory of leadership is a situational theory based on Vroom's 
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expectancy theory of motivation with its concepts of expectancy, outcomes, valence 

and instrumentality. In this regard House & Mitchell (1974) wrote that from previous 

research on expectancy theory of motivation, it can be inferred that the strategic 

functions of a leader consist of: 

1       Recognizing and/or arousing subordinates needs for outcomes over which the  

         leader has some control, 

2       Increasing personal payoffs to subordinates for work-goal attainment,  

3       Making the path to those payoffs easier to travel by coaching and direction, 

4       Helping subordinates clarify expectancies, 

5       Reducing frustrating barriers, and increasing the opportunities for personal  

         Satisfaction contingent on effective performance. 

There are several versions of expectancy theory, but they all explain work 

motivation in terms of a rational choice process in which the worker decides how much 

effort to devote to the job, at a given point in time (Bass 1990); Vroom (1964) held that 

people will be, motivated to do things to reach a goal if they believe in the worth of that 

goal and if they can see that what they do will help them in achieving it. 

In other words, Vroom made the point that motivation is a product of the 

anticipated worth that an individual places on a goal and the chances he or she sees of 

achieving that goal. 

According to expectancy theory, motivation depends on a person's belief that 

effort will lead to performance (expectancy I) and that performance will lead to rewards 

that are valued (expectancy II). It is the likelihood that successful task completion will 

lead to desirable outcomes (e.g. higher pay, promotion, recognition by superiors and 

co-worker). The desirability of each outcome is called its "valence" (Vroom 1964). In 

his own terms, Vroom's (1964) theory may be stated as. 
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Force = valence x expectancy 

Where force is the strength of a person's motivation, valence is the strength of 

an individual's preference for an outcome, and expectancy is the probability that a 

particular action will lead to a desired outcome. Whether a worker will ultimately 

choose to exert a maximum effort or a minimum effort in his job depends on all of these 

expectations and valences (Weihrich & Koontz, 1993). 

Hanson (1991) more comprehensively elaborated that this theory argues people 

are satisfied with their work and will work hard if they believe their work will land to 

things that are highly valued (e.g. "I will get a raise in salary if my performance is 

good"). The implication for leadership is that subordinate behaviour is motivated by 

leader behaviour to the extent that the leader influence the expectancies of subordinates 

in a positive way and is helpful in assisting subordinates in accomplishing goals. 

Leadership expert Robert J. House (1970) who developed path-goal leadership theory, 

said that in keeping with expectancy motivation theory, leaders should increase the 

personal rewards subordinates receive for attaining goals and make the path to these 

goals easier to follow, for instance, by clarifying it and reducing roadblocks and 

pitfalls. 

A more detailed discussion of expectancy theory is beyond the scope of this 

research. This brief description was intended merely to acquaint the reader will the 

motivational concepts used as the foundations of the path-goal theory of leadership 

because path-goal theory is rooted in the expectancy theory of motivation. 

 

 

Swenson (1999) describes the relationship expectancy (effort-performance-reward) to 

leadership and satisfaction in the following figure. 
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Figure: 1. Sweson (1999)-www.css.edu/users/dswenson/web/LEAD/path- goai.html 

Path-goal theory of leadership 
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Characteristics 

• Task structure 

• Work group 

• Authority system 

 

Bass (1990) stated that path-goal theory is an exchange theory of leadership. It 

attempts to explain why contingent reward works and how contingent reward 

influences the motivation and satisfaction of subordinates, In its earliest version it 

focused on the need for leaders to "point out the paths to successful effort." Leaders do 

so by "increasing personal payoffs to subordinates for work-goal attainment, and 

making the path to these pay-offs easier to travel by clarifying it, reducing roadblocks 

and pitfalls, and increasing the opportunities for personal satisfaction en route" (House, 

1971). 

In the views of YukI (1985) leaders can affect a subordinate in several ways in 
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the path-goal process. They can clarify the subordinate's role, that is, what they expect 

the subordinate to do, they can make the rewards to the subordinate more dependent on 

his or her satisfactory performance. They can increase the size and value of the rewards.  

Specific leadership behaviors that contribute to the follower's attainment of the 

goal are providing support to the follower; alleviating boredom and frustration with 

work; and fostering the follower's expectations that his or her efforts will lead to the 

successful completion of the task. House & Mitchell (1974) recognized the leader 

needs to complement only what is missing in a situation to enhance the subordinate's 

motivation, satisfaction, and performance. 

What is missing is determined by the environment, the task, and the competence 

and the motivation of the subordinate. Thus, the subordinate's productivity is enhanced 

if the leader provides needed structure to clarify means and ends if they are missing or 

unclear to the subordinate. Bass (1990) explained that the exchange involved in 

path-goal theory is seen when subordinates perceive high productivity to be an easy 

"path" to attain personal goals and, as a consequence, .they are productive. 

It is argued that an important part of the leader's job is to clarify for subordinates 

the kind of behaviour that would most likely result in goal accomplishment. This 

activity is referred to as path clarification. In the words of Bedeian, (1993) a leader's 

task contains two elements; a path element designed to influence Expectancy I and a 

goal element intended to influence Expectancy II: 

 

2.18.1         Path element 

 A leader must clarify and facilitate paths that will enable subordinates to 

achieve their own goals while simultaneously achieving organizations goals. 
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2.18.2          Goal element 

 A leader must emphasize the relationship between subordinates' own goals and 

organizational goals by increasing the number and kinds of rewards subordinates 

receive for work-goal attainment. 

The path-goal theory proposes that leader’s behavior will be motivational to the 

extent that it helps subordinates cope with environmental uncertainties. Gibson (1976) 

asserts, "A leader who is able to reduce the uncertainties of the Job is considered to be a 

motivator because he/she increases the subordinates' expectations that their efforts will 

lead to desirable rewards" (p. 213). 

Like Fiedler,s contingency theory of leadership, the path-goal theory docs not 

specify one best way to lead. Rather, it stresses that to be effective; a leader should 

select the style most appropriate to a particular situation. 

House and Mitchell (1974) wrote that the leadership style of an individual 

varies as situations within an organization change. In other words, as a leader faces 

different problems or circumstances in the organization that individual adjusts his or 

her leadership style accordingly. The path-goal theory exists as another means of 

relating different types of leadership behavior to differing attitudes and behavioural 

responses of subordinates. 

Path-goal theory holds that, depending on subordinate characteristics, each of 

the four types of leader behavior will be used by an effective leader in different 

situations. Under this theory, the style, a leader uses depends on the situation, so leaders 

must be flexible and adopt the style that is required. For example, if subordinates lack 

confidence in their ability to do the job, they may need more consideration and support. 

If the leader finds him in a situation in which subordinates are unclear about 
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what to do or how to do it, he or she should provide structure situations. Leader 

structuring may be essential to provide the task information needed to do the job-thus, 

increasing a worker's confidence that a high level of effort will accomplish something 

rather than result in a waste of energy and time. 

Dossier (1997) stated that "in highly structured situations (such as might found 

on an assembly line), a leader's additional attempts to structure the situation by closely 

supervising it or giving instructions, could backfire and reduce both morale and 

performance." House's theory predicts that the consideration displayed by the leader is 

most important when the work itself is uninteresting, tedious, or irksome (If you've got 

a lousy job, you don't want a lousy boss also Organ and 1-Lamner 1982) 

Thus the path-goal theory of leadership focuses on the following elements: 

1         Recognizing and mobilizing group members' needs for outcomes over which the 

leader has some control. 

2         Making a more active effort to link personal payoffs for subordinates with actual 

work-goal achievement. 

3        Making a detailed and careful analysis of the paths to these payoffs, and making it 

easier for subordinates to travel these paths by coaching and direction. 

4         Interacting with team members to help them to clarify their expectancies, so that 

they will have a better grasp of the probabilities of particular relations and 

outcomes.  

5        Reducing frustrating barriers; for example, making sure executives are not held up 

by lack of computer resources or secretarial assistance. 

6        Increasing the opportunities for personal satisfaction, contingent effective 

performance. 

The important key in this theory is the way the leader affects the paths between 
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subordinate behaviour and goals. In a sense, the leader is the coach who charts out 

realistic paths for the team. Basically, the leader attempts to help the subordinate find 

the best path, to set challenging goals, and to remove stressful barriers -along the way. 

Donnelly and his associates (1995) presented a comprehensive path-goal model 

that integrates theory and research. This model suggests that. 

1         Managers stimulate subordinate efforts by offering valid rewards and linking 

them to the effort and performance, 

2         Whether effort results in performance depends on subordinates' knowledge, 

skills, and abilities as well as the lack of obstacles in performing the job. 

3         If the rewards received by subordinates are valued and equitable, the recipients 

are satisfied and have less tendency to quit the job. 

 

2.19 Predictions of Path-Goal theory: 

 Path-goal theory holds that, depending on subordinate each of the four types of 

leader behaviour will be used by an effective leader in different situations. 

 

2.20 Effects of Directive Leadership 

According to path-goal theory, directive leadership will increase subordinate 

effort and satisfaction when there is role ambiguity, not when there is role charity. Role 

ambiguity is likely to occur when the task is unstructured, there is little formalization, 

and subordinates are inexperienced in doing the task. It is assumed that role ambiguity 

causes subordinates.  

So have a low expectancy or being able to perform their tasks effectively, even 

with a maximum effort. In other words, since subordinates should know what is 

expected of them, they are pessimistic about doing their work effectively. Directive 
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leadership behaviour that clarifies each subordinate's role is likely to increase the 

effort-performance expectancy and thereby to increase subordinate effort (Yukl, l981). 

The theory assumes that the degree of structure in the task  

Moderates the relationship between the leader's directive behavior and 

subordinate's job satisfaction. Figure 3 shows that how such a relationship might look.  

Thus subordinates are satisfied with directive behaviour in an unstructured task and are 

satisfied with non-directive behaviour in a structured task.  

                        

 Leadership Directiveness  

Figure. 2 Hypothetical relationship between directive leadership 

and subordinate satisfaction with task structure as contingency factor 

(House & Mitchell (1974) 
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2.21 Effects of Supportive Leadership 

When subordinates have a task that is unstructured or otherwise unpleasant, the 

leader can make performance of necessary work more tolerable by acting considerate 

and supportive, and by trying, to minimize the negative aspects of the work 

environment. In the language of expectancy theory, supportive leadership will tend to 

increase the intrinsic valence of necessary task behaviour, thereby increasing 

subordinate effort. 

In addition to increasing subordinate effort, supportive leadership in this 

situation will also increase subordinate satisfaction. However, in the situation where the 

task is interesting and enjoyable, supportive leadership will have little or no effect on 

either subordinate effort or satisfaction. The theory hypothesizes that supportive 

leadership will have its most positive effect on satisfaction for subordinates who work 

on stressful, frustrating or dissatisfying tasks House & Dessler, 1970) 

 

2.22 Effects of Participative Leadership 

Participative leadership in hypothesized to increase subordinate effort in the 

situation where subordinates have an unstructured task. While participating in decision 

making about task goals, plans, and procedures, subordinates team more about the task 

and their expected role. Thus, role clarity will be increased and subordinates will have 

higher effort-performance expectancy.  

If the role ambiguity associated with an unstructured task is something that 

subordinates dislike and prefer to avoid, then participative leadership may-also result in 

higher subordinate satisfaction; Yukl (1981) stated that in the situation where 

subordinates have a highly structured task and a clear understanding of their job, 
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participative leadership would have little or no effect on the effort-performance 

expectancy of subordinates.  

In the situation where subordinates have a high need for autonomy and 

achievement, participation in decision making will tend to increase the intrinsic 

'valence of the work for these subordinates, resulting in greater effort and higher 

satisfaction (YukI,1981). According to House & Mitchell (1974) path-goal theory 

asserts that the subordinate's score on a measure called locus of control moderates the 

relationship between participative leadership style and subordinate satisfaction. The 

locus-of-control measure reflects the degree to which an individual sees the 

environment as systematically responding to his or her behaviour Mitchell's (1974) 

findings (cited in House & Mitchell 1974) suggested that internals are more satisfied 

with a participative leadership style and externals are more satisfied with a directive 

style as shown in the figure 4..Figure 3. Swenson (1999) (Mitchell, T.R., Smyser, C. 

M., &. Weed, S.E. (1975) Locus of control: Supervision and work satisfaction, 

(Academy of Management Journal, 18, 623-30) http://www.css.edu/users/dswcnson/ 

web/LEAD/path-goal.html 
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                                        Directive                      Participative 

                                  

2.23 Effects of Achievement-Oriented Leadership 

House and Mitchell (1974) proposed that achievement-oriented leadership 

would cause subordinates to have more confidence in their ability to achieve 

challenging goals. In the terminology of expectancy theory, leaders who set 

challenging goals and show confidence in subordinates attaining the goals will increase 

the effort-performance expectancy of subordinates. According to House and Mitchell, 

this relationship will only occur in the situation where subordinates have ambiguous 

and no repetitive tasks "unstructured tasks". In the situation where subordinates have 

repetitive, highly structured tasks, achievement-oriented leadership will have little or 

no effect on subordinate expectancies or effort (Yukl,1981). 
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2.24 Variables of Path-goal theory 

Path-goal theory is used to examine the effects of four leader behaviours on 

three subordinate outcomes. In the path-goal theory there are two categories of 

situational variables which, have been identified as having an impact on leader 

behaviour and subordinate outcomes. These four leader behaviours, eight situational 

factors and three outcomes are shown in the figure 4. 

.Figure 4. House, Mitchell. (1974) Path-goal theory of leadership. 

Subordinate Characteristics 

Locus of Control 

Perception about abilities 

Needs 

 

Leadership Style 

Directive  

Supportive  

Achievement Oriented 

Participative 

 

 Subordinate Outcomes 

Job Satisfaction 

Job Expectancies 

Acceptance of Leader 

 

 

Environment 

Characteristics 

Task Structure  

Role Ambiguity 

Work group 

Stress 
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2.25 Leadership Behaviors 

In House's (1971) initial formulation or path-goal theory, he attempted to 

reconcile the inconsistent findings from research on the effects of Leader Consideration 

and Initiating Structure. In the revision of the theory made by House and Dessler 

(1974), leader behavior was described in terms of three categories: Supportive 

leadership (similar to Consideration), instrumental leadership (similar to Initiating 

Structure), and participative leadership. The next revision of the theory includes four 

categories of leader behavior (House & Mitchell 1974), and those were labeled defined 

in the following manner. 

Directive leader tends to let subordinates know what is expected of them. 

Leader gives structure to the work situation by establishing specific expectations for the 

subordinates, such as what, how, and when a task should be performed. He gives 

specific guidance, asks subordinates to follow rules and procedures, maintains 

performance standards, schedules and coordinates the work (same as Instrumental 

Leadership). 

Directive leadership is telling employees exactly what they should do how they 

should do it by preparing detailed work assignments and schedules and by defining 

specific standard of performance. This behaviour is identical to initiating structure. 

Melcher, (1999) says that directive leader behaviour is directed at clarifying 

expectations, assigning specific tasks, and specifying procedures to be followed." 

Supportive leader treats subordinates as equals. The leader has friendly 

relationships and shows concern for the well-being and needs of subordinates. The 

leader is approachable and exhibits trust. The leader consults with subordinates and 

considers their views before a decision is made. He creates a friendly climate in the 
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work unit. 

Supportive leadership shows concern for employee needs and well-being by 

treating employees as equals and by creating an open and friendly work environment. 

Supportive leader is concerned with pleasant interpersonal relationships. Supportive 

leadership behavior involves taking an interest in employees as people. This behavior is 

essentially identical to consideration. 

A supportive lender will offer a wide range of rewards to subordinates not only 

pay promotion, but also encouragement, pats on the back, and respect. Supportive 

leadership will be most effective when the task is relatively routine and simple. 

In the views of Bovee (1993) Supportive leaders can affect the behavior of 

subordinates in two ways. First, the leader can make the job seem more tolerable by 

creating a friendly, open work environment, which leads to the intrinsic reward if more 

pleasurably work. To reach this reward, employees are motivated to work harder and 

therefore achieve their goals and feel more satisfied while doing it. 

Second, when employees under stress believe that their managers support their 

efforts, they have more confidence that their hard work will actually lead to successful 

completion of the task. By boosting their belief that work will lead to performance, the 

supportive leader encourages employees to increase their efforts to reach the goal and 

helps employees feel more satisfied.  

Participative, leader consults with subordinates about work related matters and 

used their suggestions, opinions and ideas before reaching a decision. House (1996) 

that "participative leader behaviour is the behaviour directed toward encouragement of 

subordinate influence on decision making, consulting with subordinates and taking 

their opinions and suggestions into account when making decisions."  

Participative leaders typically encourage their people to play an active role in 
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assuming control of their work. The technique that has been given strong support as a 

result of motivation theory and research is the increased awareness and use of 

participation (Weihrich & Koontz,1993). 

Only rarely people not motivated by being consulted on action effecting them. 

In addition, most people in the center of an operation have knowledge both of problems 

and of solutions to them.  

As a consequence, the right kind of participation yields both motivation and 

knowledge valuable for affiliation and acceptance. Above all, it gives people a sense of 

accomplishment. 

Achievement-oriented leader sets challenging goals, expects subordinates to 

perform at the highest level, and continually seeks improvement in performance. The 

leader expects high levels of productivity from subordinates and exhibit the confidence 

that subordinates can achieve these high levels. The leader emphasizes excellence. 

These leaders encourage subordinate to exert high effort and strive for a high level of 

goal accomplishment. 

They express confidence that subordinate can reach these goals. In short it is 

setting challenging goals, seeking performance improvements and emphasizing 

excellence in performance, and showing confidence that subordinates will attain high 

standards. Achievement oriented leadership sets clear and challenging objectives for 

employees. Leaders who are achievement-oriented seek continuous improvement in 

group performance while displaying the confidence that employees can meet these high 

standards. 
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Chapter 3 

Methodology 

Secondary school system in Pakistan is greatly indebted to the heads of 

institutions. Therefore, the heads play an essential role in improving the standard of 

education. They are the key persons in determining whether schools succeed or not. 

The job of the head is too big for one person to judge their merits and demerits. Their 

efficiency is determined by the result of the students and performance of the teachers. 

Last but not least in importance were those heads who characterized by traits of 

character as raised them in the esteem of his colleagues and pupils. Devotion of the 

cause is one of the main qualities that a head should have without any selfish motive. 

The methods that were used in this study to select and analyzed the data, needed to 

answer the research questions are discussed in this chapter. The discussion includes the 

research design, population, sample, instruments variables in the study. Research 

questions, data collection, and data analysis.     

 

3.1 Research Design 

A non experimental, descriptive research design was used to examine the self 

perception role of the heads of institutions. An exploratory research approach was used 

to determine these variables interact. This type of research design is generally not 

affected by threats to internal and external validity. However there are threats due to 

multiple interpretations of the findings that could lead to misleading conclusions   

 

3.2 Population 

The population of the study consisted of 4466 (male and female) heads of 

secondary school belonging to Punjab province. The total number of male was 3924 
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(585 urban and 2339 rural) and female was 1542 (516 urban and 1026 rural). 

 

3.3 Sample Size 

200 hundred heads of secondary schools were selected as sample among them 

181 heads (90 male and 91 female) responded the questionnaire. 

 

3.4 Sampling Method 

Sample was taken on the basis of high literacy rate from various districts 

schools. Which were selected through stratified random sampling on the basis of male, 

female, urban, rural. 

 

3.5 Instrument for the Study 

 After studying the content related to the study i.e. study of self perceptions of 

leadership role of the secondary schools heads towards the achievement of standard of 

education. One draft of questionnaire was developed on 5 point rating scale (Likert 

scale) to collect the data. 

The questionnaire was constructed after reviewing the tools, techniques and 

methods used in various kinds of evaluation and research studies. The questionnaire 

was related as the main data collecting instrument for this study because of the 

advantage offered for under distribution and the subsequent reduction in distribution 

bias.  

 To obtain precise answer and to identify tends of heads, The data were collected 

from the respondents through close ended questionnaire. The questionnaire was based 

on likert technique keeping in view all the important aspects of the study. 
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3.6 Validation of the Instrument 

For content validation, language and format, the questionnaire was first 

discussed with advisor who suggested necessary changes and approved. The 

questionnaire contains one hundered items. For further improvement the questionnaire 

was refined in the light of experts. For pilot study it was administered to five heads. The 

observations regarding language for few items were discussed with the advisor and then 

accommodated before actual launch. 

  

3.7 Administration of the Questionnaire 

The list of the heads and the addresses of their institutions were obtained from 

Director public instruction (DPI) office. Survey through questionnaire was conducted 

to the respondents .Personal contacts were also used where ever possible to receive the 

quick response. Questionnaire is given in appendix (B). 

 

3.8 Reliability 

 Cronch’s alpha co efficient was used to test the internal consistency on the total 

instrument. The alpha coefficient obtained as evidence of good internal consistency. 

Pando (1992) tested the five dimensions for stability using test retest correlations. 

Pearson’s product moment correlation analyses were used to measure the stability of 

the instrument as evidence of the reliability. 

 

3.9        Validity 

A panel of experts on effective schools reviewed the statement and reached 

consensus that the statement measured the perceptions of schools heads towards 

improvement of education, as confirmation of content validity. A principal 
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component factor analysis using a varimax rotation on the final version of the 

instrument was used to determine construct validity of the instrument. 

      

3.10 Analysis Questionnaire  

Questionnaire contains 40 items: 

1. The introduction was related to Demographic record of the heads.  

 It was about name, qualifications, institutions, experiences, age.  

  Questions (1-2) were about the checking and maintenance of the financial  

record. 

2. Questions (3-5) were about the problems faced by the schools such as school 

development, attendance of teachers and taught.  

3. Questions (7-10) were about the low results, renovations of the school, parental 

meeting and dealing with pressure groups. 

4. Questions (11-15) dealt with performance reward, record of the school, 

acceptance of responsibility and care for the need of the institution in time. 

5. Questions (16-20) were about the good result, completion of course, sympathy 

with unwanted people timely decisions and implementations of rules. 

6. Questions (21-25) were dealt with the causes of low results hurdles in smoothly 

running the school, sharing the staff views, team work and daily audit for 

achieving goals. 

7. Questions (26-30) were about innovative and creative performance, acceptance 

of criticism, patiently, evaluation of self and pupil’s daily performance.  

8. Questions (31-35) were dealt with working with in authority, gathering facts 

and data for decision, tolerance of unruly pressure, to encourage others 

performance and more resolution of conflict.  
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9. Questions (36-40) were about the identification of auxiliary help, 

encouragements of subordinates sharing in the problems of the employees and 

gathering public support. 

  

3.11      Analysis of the Data 

 Data collected through questionnaire were put to the statistical analysis under 

Mean Score and Standard Deviation. After approving the assumptions and to reach the 

actual findings is the major task. This exercise has been made serial wise keeping in 

view of the series of the questionnaire necessary discussions have been made to analyze 

the collected data following weight was used to different trends then to calculate the 

mean scores the following scale was used.  

 

3.12 Scale:             =          x         Frequency  

Never (N)  = 1           f1           

Rarely (R)  = 2           f2 

Sometimes (S)  = 3           f3  

Frequently (F)  = 4           f4 

Always (A)  = 5           f5 

Following formulae was used to analyze the data 
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FA = Frequency of the always 

FF = Frequency of the Frequently 

FS = Frequency of the Sometimes 

FR = Frequency of the Rarely 

FN = Frequency of the Never 

 The mean score could range from (1-5) here 5 means score stands for always 

agreement and mean score I indicator never agreement Detail & analysis of data is 

reported in the chapter 4, Further more SPSS (Statistical Package For Social Science) 

was also used with the help of computer. Pearson’s correlation and t-test were used to 

test the hypotheses formulated on the basis of objectives of the study.  
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CHAPTER 4 
 

ANALYSIS OF DATA & INTERPRETATION 
 

The study aimed at looking in to self perceptions of the secondary schools 

heads towards the improvement of standards of education. The study was limited to 

the heads of Punjab province. For this purpose, survey was conducted through the 

questionnaire (Appendix B). 

 To analyze the data, percentage, mean score and standard deviation, each item 

was calculated. It was done to see overall strength of the responses to the items score 

against each item has been interpreted. Part wise comparison of the respondents was 

also made. The collected data were presented in the form of tables on the following 

pages.   

 

Table No. 4.1 

Frequency and percentage of female (n=90) and male (n=91) schools from rural 

(n=83) and urban (n=98) areas. 

Schools Rural Urban Total 

Female 
N 43 48 91 

% 51.81 48.98 49.72 

Male 
N 40 50 90 

% 48.19 51.02 50.28 

Total N 83 98 181 

 

Above table shows that rural female are 43 and urban 48 while rural male 40 and 

urban are 50.The number of urban respondents is more than rural and the difference is 

more in male than female. 
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Table No. 4.2 

 

Number and percentage of educational levels of the heads (N=181) of different 

schools. 

 

Different Educational Levels N % 

B..A.B. Ed 20 11.05 

B.SC. B. Ed 8 4.42 

M.A 12 6.63 

M.S.C. M.Ed 45 24.86 

M.A. M. Ed 91 50.28 

M. Phil 4 2.21 

Ph.D 1 0.55 

Total 181 100 

 

Above table shows the various educational levels of the heads of institutions. It is 

obvious that a bit more than half of the heads are M.A.M.Ed and for the higher 

qualification % decrease tremendously and for lower qualification the decrease is 

greater. The number of highly qualified respondents is less.   

 

Table No. 4.3 

Means and Standard Deviations of years of experience of the heads of rural (n=83) 

and Urban (n=98), Male (n=90) and Female (n=91) schools. 

Schools  N M      SD                

Rural 

Male 40 21.30      5.73              

Female 43 21.30      6.99              

Total 83 21.30     6.33               

Urban 

Male 50 23.69     7.06               

Female 48 22.69     6.25               

Total 98 22.89     6.64               

Overall  181 22.16     6.53               
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Above table clearly shows that average experience in rural areas are same and in male 

institutions, they are slightly less than female, more over in in urban areas experience 

is a bit more than in the rural areas . They also have a greater variation .Also in this 

case in males institutions variations is more than it is in females which is reverse as in 

rural areas.  

 

                                                         Table No. 4.4 

Number and Percentage of different categories of years experience of the heads 

(N=181) 

 

Categories  N % 

<14 13 7.18 

15-28 128 70.72 

>30 40 22.09 

Total  181 100 

 

Above table shows the experience of the heads; about 93 %of them have more than 15 

years experience. 

 

                                                     Table No. 4.5 

Means and Standard Deviations of number of course attended by the heads of rural 

(n=83) and urban (n=98), male (n=90) and female (n=91) schools. 

Schools  N M SD                    CO% 

Rural 

Male 40 2.70 2.08                 77.037 

Female 43 1.86 2.18                 117.204 

Total 83 2.27 2.16                 95.154 

Urban 

Male 50 2.60 2.11                 81.154 

Female 48 2.54 3.07                120.866 

Total 98 2.57 2.61                101.556 

Overall  181 2.43 2.41                 99.177 
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Above table shows the number of courses attended by the heads of institutions. And 

makes obvious that numbers of attended courses are approximately equal for both the 

sex on the average, but there is a big difference in rural area. This shows either 

females are reluctant to travel  Co efficient of variation is a better tool to study 

variation .The reluctance level is about 4 % higher in both the sexes in urban area, 

more are males about 80 % reluctant while females are 120 % reluctant which is 40 % 

more than males. 

                                                            

                                                             Table No. 4.6 

Number and percentage of different categories of courses attended by heads (n=181). 

 

Categories  N % 

<5 126 69.61 

5-10 54 29.83 

>10 1 0.55 

Total  181 100 

 

This table shows the percentage of the heads of institutions who attended the courses. 

It shows that bout 70 % heads have attended 4 or less courses many of them have not 

attended even a single course in their 15 year or more service.   
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Analysis Two 
 

Table No. 4.7 

Mean and Standard deviation for total scores of the head perception assessment scale 

(HPAS) (N=181). 

 

N M SD 

181 166.12 14.90 

   

 

This table shows standard deviation of heads of institutions relating to total perception 

assessment scale.  As SD as compared with mean is very low, it is very encouraging. 

 

 

Table 4.8 

Significance of difference between the means of HPAS scores of rural (n=83) and 

urban (n=98) schools. 

Variable School type N M SD t p 

HPAS 

Scores 

Rural 83 167.34 13.67 
1.01 0.260 

Urban 98 165.09 15.87 

 

df= 179 p>0.05 

Above results indicate that there is no significant difference in mean scores of rural 

and urban schools. 

 

Table No. 4. 9 

Significance of difference between the means of HPAS scores of male (n =90) and 

female (n=91) schools. 

Variable School type N M SD t p 

HPAS 

Score 

Male 90 166.61 16.84 
0.438 0.070 

Female 91 165.63  

 

df= 179 p>0.05 
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Above results indicate that there is no significant difference in mean scores of males 

and females schools. 

 

Table No. 4.10 

Means and Standard deviations of HPAS scores of educational levels of heads 

(N=181). 

Educational levels N M SD 

B.A.B.Ed 20 164.55 15.09 

B.SC. B.Ed 8 157.25 13.19 

M.A 12 173.75 10.70 

M.SC.M.Ed 45 166.73 13.52 

M.A.M Ed 91 165.77 15.90 

M Phil 4 167.25 16.76 

Ph.D 1 177.00 ---- 

Total 181 166.12 14.90 

 

Above table shows the various educational levels of heads of institutions. BA.Bed  are 

more in numbers than BSC.B.Ed, Same as the number of M.A M.Ed is more than 

M.SC M.Ed and the number of highly qualified  respondents are equal to non.  

                                                      Table No. 4.11 

One way Analysis of Variance of HPAS scores of educational levels of heads 

(N=181). 

 

Sources SS Df MS F P 

Between 

Groups 
1528.92 6 254.82 

1.153 0.334 
Within Groups 38458.40 174 

221.02 
Total 39987.326 180 

 

Above results suggest that there is no significant difference between the score 

achieved by two different levels of education and total scores. 
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Table No. 4.12 

Means and Standard deviations of HPAS score of years of experience of heads 

(N=181) 

 

Years of experience N M SD 

<14 13 175.00 7.20 

15-28 128 165.04 15.29 

>30 40 166.70 14.75 

Total 181 166.12 14.90 

 

Above table shows the experiences of the heads of the institutions. It surprisingly 

shows that people with experience < 14 years have higher scores and are much more 

consistence being fresh than the experienced people.  

 

 

                                                        Table No. 4.13 

One way Analysis of Variance of HPAS scores of different categories of years of 

experience of heads (N=181). 

Sources SS Df MS F p 

Between 

Groups 
1188.121 2 594.061 

2.725 .068 
Within Groups 38799.205 178 

217.973 
Total 39987.326 180 

 
Above results suggest that there is no significant difference between the different 

categories of years of experience and total scores of HPAS. 
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Table No. 4.14 

Means and Standard deviations of HPAS scores of different categories of 

number of courses attended by heads (N=181). 

Courses attended N M SD 

<5 126 165.83 13.64 

5-10 51 166.46 17.59 

>10 1 184.00 --- 

Total 181 166.12 14.90 

 

Above table shows the various categories of number of courses attended by the heads 

of the institutions.  

                                                      

                                                   

Table No. 4.15 

One way Analysis of Variance of HPAS scores of different categories of number of 

courses attended by heads (N=181). 

Sources SS Df MS F p 

Between 

Groups 
336.400 2 168.200 

0.755 0.471 
Within Groups 39650.926 178 

222.758 
Total 39987.326 180 

 
Above results suggest that there is no significant difference between the different 

categories of number of courses attended and hence it shows that either courses are 

inefficient or they are not properly conducted. 

 
 

 

 

 

 



                                                                                                                                                                  

 

80

 

 

Factor Analysis 

 
Table No. 4.16 

 
Factor Analysis HPAS Items (Varimax Rotation) 

 
 

 

                 Items Factor 1 Factor 2 

18 .577  

19 .687  

20 .425  

21 .867  

22 .859  

23 .840  

24 .898  

25 .783  

26 .795  

27 .801  

30 .824  

31 .865  

32 .729  

34 .918  

35 .873  

36 .723  

38 .842  

39 .893  

40 .673  
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                                                        Table No. 4.17 

Means, Standard deviations and t-value on factor 1 score of HPAS on rural (n =83) 

and urban (n=98) schools. 

Variable School type N M SD t P 

Factor 1 
Rural 83 79.71 10.22 

1.531 0.128 
Urban 98 77.19 11.67 

 

df= 179 p>0.05 

 

 

 

 

 

 

 

 

2  -.711 

3  -.655 

6  .459 

   

                        7  .662 

8  .738 

9  .786 

10  .689 

11  .780 

12  .873 

13  .888 

14  .923 

15  .874 

16  .869 

17  .880 
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Table No. 4.18 

Means, Standard deviations and t-value on factor 1 score of HPAS on male (n=90) 

and females (n=91). 

Variable School type N M SD t P 

Factor 1 
Male 90 78.29 11.15 

0.071 0.943 
Female 91 78.41 11.03 

 

df= 179 p>0.05 

 

Table No. 4.19 

Means and Standard deviations of educational levels on factor 1 score of HPAS. 

Educational levels N M SD 

B.A.B Ed 20 77.20 10.66 

B.SC.B Ed 8 72.88 6.20 

M.A 12 84.27 6.40 

M SC.M.Ed 45 78.27 13.33 

M.A M Ed 91 78.21 10.54 

M Phil 4 79.75 14.13 

Ph. D 1 85.00 - 

Total 181 78.35 11.06 

 

Above table shows the various educational levels of heads of institution. 
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Table No. 4.20 

One way Analysis of Variance of different educational levels on factor 1 score of 

HPAS. 

Sources SS Df MS F P 

Between 

Groups 
138.15 6 123.03 

1.005 0.423 
Within Groups 2129.91 174 

123.36 
Total 22029.07 180 

 

Above results suggest that there is no significant difference between the levels of 

education and total scores. 

 

 

Table No. 4.21 

Means and Standard deviations of different categories of year of experience of heads 

(N=181 on factor 1 score of HAPS. 

Years of experience N M SD 

<14 13 85.08 4.65 

15-28 128 77.42 11.13 

>30 40 79.13 11.67 

Total 181 78.35 11.06 

 

Above table shows the experiences of the heads of institutions.  
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Table No. 4.22 

One way Analysis of Variance of different categories of years of experience of heads 

(N=181) on factor 1 score of HAPS. 

Sources SS Df MS F P 

Between 

Groups 
722.555 2 361.277 

3.018 0.051 
Within Groups 21306.517 178 

199.70 
Total 22029.072 180 

 

Above table shows the difference categories of experiences of heads of institutions.  

 

                                              Table No. 4.23 

Means and Standard deviations of different categories of number of courses attended 

by heads (N=181) on factor 1 score of HPAS. 

Categories of Experience  N M SD 

<5 126 77.98 10.52 

5-10 54 79.04 12.34 

>10 1 87.00 - 

Total 181 78.35 .82 

 
Above table shows the various courses attend by the heads of institutions 
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Table No. 4.24 

One way Analysis of Variance of different categories of courses attended by heads 

(N=181) on factor 1 score of HPAS. 

Categories of Experience  SS df MS F P 

Between Groups  117.178 2 58.589 

.476 .622 
Within Groups  21911.894 178 123.101 

Total  22029.072 180  

 
Above table shows the variance of different categories of courses attended by the 

heads of institutions.  

 

Factor 2 

 

Table No. 4.25 

Means, Standard deviations and t-value on factor 2 score of HPAS on rural (n =83) 

and urban (n=98) schools. 

Variable School type N M SD t p 

Factor 2 
Rural 83 57.13 7.02 

0.082 0.935 
Urban 98 57.21 6.45 

 

df= 179 p>0.05Above table shows the number of urban and rural heads of institutions.  

 

Table No. 4.26 

Means, Standard deviations and t-value on factor 2 score of HPAS on male (n=90) 

and female (n=91). 

 

Variable School type N M SD t P 

Factor 2 
Male 90 57.42 7.18 

0.033 0.464 
Female 91 56.81 6.20 
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df= 179 p>0.0.Above table shows the mean score and t-value of males and females 

heads of institutions. Do not differ significantly on the average. 

 

Table No. 4.27 

Mean and Standard deviations of educational levels on factor 2 score of HPAS. 

 

Educational levels N M SD 

B.A B.Ed 20 57.00 6.27 

B.SC..B.Ed 8 54.25 9.56 

M.A 12 58.50 5.60 

M.SC.M.Ed 45 58.07 6.95 

M.A .M.Ed 91 56.81 6.58 

M Phil 4 56.50 3.30 

Ph.D 1 64.00 --- 

Total 11 64.00 6.70 

 

Above table shows the various academic levels of the heads of the institution Above 

table shows the various educational levels of heads of institutions. B.A.BEd  are more 

in numbers than BSC.Bd, Same as the number of M.A M.Ed is more than M.SC M.Ed 

and the number of highly qualified  respondents are equal to non                                  

 

                                                          Table No. 4.28 

One Way Analysis of Variance of different educational levels on Factor 2score of 

HPAS. 

Sources SS Df MS F P 

Between 

Groups 
186.218 6 31.036 

0.685 0.662 
Within Groups 788.124 174 

45.334 
Total 8074.343 180 
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Above results suggest that there is no significant difference between the levels of 

education and hence we infer that level of education do not play any part in this 

respect. 

 

 

Table No. 4.29 

Mean and Standard deviations of different categories of year of experience of heads 

(N=181 on factor 2 score  of HAPS. 

Years of experience N M SD 

<14 13 59.15 5.06 

15-28 128 56.87 6.70 

>30 40 57.53 7.15 

Total 181 57.18 6.70 

 

Above table shows the experience of heads of institutions About 93% of them have 

more than 15 years experience 

 

                                                   Table No. 4.30 

One way Analysis of Variance of different categories of years of experience of heads 

(N=181) on factor 2 score of HAPS. 

Sources SS Df MS F P 

Between 

Groups 
67.933 2 33.967 

0.755 0.471 
Within Groups 8006.409 178 

44.980 
Total 8074.343 180 

 
Above table shows experience of heads of institutions play no part in their efficiency 

as compare to fresh respondents.  
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                                                            Table No. 4.31 

Means and Standard deviations of different categories of number of courses attended 

by heads (N=181) on Factor 2 score of HPAS. 

Categories of Experience  N M SD 

<5 126 57.54 6.55 

5-10 54 56.19 6.97 

>10 1 65.00 --- 

Total 181 57.18 6.70 

 
Above table shows the courses attended by the heads of institutions 

 
 

Table No. 4.32 

One way Analysis of Variance of different categories of courses attended by heads 

(N=181) on Factor 2 score of HPAS. 

Categories of Experience  SS df MS F P 

Between Groups  130.893 2 65.446 

1.467 0.233 
Within Groups  7943.450 178 44.626 

Total  8074.343 180  

 

Above results suggest that there is no significant difference between the different 

categories of number of courses attended and hence it shows that either courses are 

inefficient or they are not properly conducted. 
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Table No. 4.33 

 
Opinion about checking important financial record under the charge of staff. 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

1 

Opinion about 
checking important 

financial record 
under the charge of 

staff. 
 

M F M F 
M 4.01 5.58 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 25 35.55 27.47

F 4.12 5.30 F 25 30 27.77 32.96
A 33 36 36.66 39.56

 
 Above table shows that 36.66% male, 39.56% female always, 27.77% male, 32.96% 

female frequently, 35.55% male, 27.47% female some times check the important 

financial record under the charge of staff. Mean score of male is 4.01 and female is 

4.12. Standard Deviation of male and female 5.58 & 5.30 respectively. 

 
 

Table No. 4.34 
 

Opinion about checking the office for the proper maintenance of record 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

2 

Check the office for 
the proper 

maintenance of 
record 

M F M F 
M 4.14 5.50 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 25 27.77 27.47

F 4.18 5.54 F 27 24 30.00 26.37
A 38 42 42.22 46.15

 
It is shown by, above table that 42.22% male, 46.15% female always, 30.00% male, 

26.37% female frequently, 27.77 male, 27.47% Female some times check the office 

for the proper maintenance of record. Mean score of male is 4.14 and female is 4.18. 

Standard Deviation of male and female 5.50 & 5.54 respectively. 
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Table No. 4.35 
 

Opinion about involving teachers in different plan of school development. 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

3 
Involve teachers in 
different plan of 
school development 

M F M F 
M 4.23 5.63 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 22 21 24.44 23.07

F 3.23 5.15 F 25 28 27.77 30.76
A 43 42 47.77 46.15

 
Having perception of head teachers, above table shows that 47.77% male, 46.15% 

female always, 27.77% male, 30.76% female frequently, 24.44% male, 23.07% 

female some times involve teachers in different plan of school development. Mean 

score of male is 4.23 and female is 3.23. Standard Deviation of male and female 5.63 

& 5.15 respectively 

 
 

Table No. 4.36 
 

Opinion about planning to raise the attendance rate of students. 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

4 
Plan to raise the 

attendance rate of 
students 

M F M F 
M 4.30 5.70 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 15 22 16.66 24.17

F 4.20 5.55 F 32 27 35.55 29.67
A 43 42 47.77 46.15

 
Having perception of head teachers data presented in, above table shows that 47.77 

male, 46.16% female always, 35.55% male, 29.67% female frequently, 16.66% male, 

24.17% female some times plan to raise the attendance rate of students. Mean score of 

male is 4.30 and female is 4.20. Standard Deviation of male and female 5.70 & 5.55. 

respectively 
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Table No. 4.37 
 

Opinion about remaining vigilant on school issues 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

5 
Remain vigilant on 

school issues 

M F M F 
M 4.57 5.20 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S ----- ----- ----- ----- 

F 4.56 6.76 F 38 40 42.22 43.95
A 52 51 57.77 56.04

 
Having perception of head teachers, above table shows that 57.77% male, 56.04% 

female always, 42.22% male, 43.95% remains vigilant on school issues. Mean score 

of male is 4.57 and female is 4.56. Standard Deviation of male and female 5.20 & 

6.76 respectively. 

 
 

Table No. 4.38 
 

Opinion about diagnosing the causes of low achievements of pupils 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

6 
Diagnose the causes 
of low achievements 

of pupils 

M F M F 
M 4.06 5.62 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 30 35.55 32.96

F 4.02 5.32 F 20 29 22.22 31.86
A 38 32 42.22 35.16

 
Having perception of head teachers, this table shows that 42.22% male, 35.16% 

female always, 22.22% male, 31.86% Female frequently, 35.55% male, 32.96% 

female some times diagnose the causes of low achievements of pupils. Mean score of 

male is 4.06 and Female is 4.02. Standard Deviation of male and female 5.62 & 

5.32.respectively 
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Table No. 4.39 
 

Opinion about providing suitable environment for change 
  

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

7 
Provide suitable 
environment for 

change 

M F M F 
M 4.11 5.39 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 23 27.77 25.27

F 4.16 5.38 F 30 30 33.33 32.96
A 35 38 38.88 41.75

 
Having perception of head teachers, above table shows that 38.88% male, 41.75% 

female always, 33.33% male, 32.96% Female frequently, 27.77% male, 25.27% 

Female some times provide suitable environment for change. Mean score of male is 

4.11 and female is 4.16. Standard Deviation of male and female 5.39 & 5.38 

respectively. 

 
 

Table No. 4.40 
 

Opinion about conducting survey of the school to identify major repairs 
 

4 Item 
Level

Frequency % 
Mean 
Score 

SD 

8 
Conduct survey of 

the school to identify 
major repairs. 

M F M F 
M 4.26 5.77 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 15 29 16.66 31.89

F 4.03 5.40 F 35 30 38.88 32.96
A 40 32 44.44 35.16

 
Having perception of head teachers, above table shows that 44.44% male, 35.16% 

female always, 38.88% male, 32.96% Female frequently, 16.66% male, 31.89% 

female some times conduct survey of the school to identify major repairs. Mean score 

of male is 4.26 and female is 4.03. Standard Deviation of male and female 5.77 & 

5.40 respectively. 
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Table No. 4.41 
 

Opinion about involving parents in school council. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

9 
Involve parents in 

school council 

M F M F 
M 4.13 5.05 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 18 25 20.00 27.47

F 3.72 6.16 F 42 15 46.46 16.40
A 30 51 33.33 56.04

 
Having perception of head teachers, above table shows that 33.33% male, 56.04% 

female always, 46.46% male, 16.40% female frequently, 20.00% male, 27.47% 

female some times involve parents in school council. Mean score of male is 4.13 and 

Female is 3.72. Standard Deviation of male and female 5.05 & 6.16 respectively. 

 
 

Table No. 4.42 
 

Opinion about establishing good relationship with pressure groups 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

10 
Establish good 

relationship with 
pressure groups 

M F M F 
M 3.97 5.59 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 35 40 39.77 43.95

F 3.85 5.94 F 22 25 24.44 27.70
A 33 26 36.66 28.57

 
Having perception of head teachers, above table shows that 36.66% male, 28.57% 

female always, 24.44% male, 27.70% Female frequently, 39.77% male, 43.95% 

female some times establish good relationship with pressure groups. Mean score of 

male is 3.97 and female is 3.85. Standard Deviation of male and female 5.59 & 5.94 

respectively. 
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Table No. 4.43 
 

Opinion about providing feedback on performance 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

11 
Provide feedback on 

performance 

M F M F 
M 3.93 5.45 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 35 35.55 38.46

F 3.89 5.65 F 32 31 35.55 34.06
A 26 25 28.88 27.47

 
Having perception of head teachers, above table shows that 28.88% male, 27.47% 

female always, 35.55% male, 34.06% Female frequently, 35.55 male, 38.46% female 

some times provide feedback on performance. Mean score of male is 3.93 and female 

is 3.89. Standard Deviation of male and female 5.45 & 5.65 respectively. 

 
 

Table No. 4.44 
 

Opinion about facilitating audit work of school 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

12 
Facilitate audit work 

of school 

M F M F 
M 3.93 5.36 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 29 35.55 31.86

F 3.89 5.35 F 28 30 31.11 32.96
A 30 32 33.33 35.16

 
 
Having perception of head teachers, above table shows that 33.33% male, 35.16% 

female always, 31.11% male, 32.96% Female frequently, 35.55 male, 31.86% Female 

some times facilitate audit work of school. Mean score of male is 3.89 and female is 

3.93. Standard Deviation of male and female 5.36 & 5.35 respectively. 
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Table No. 4.45 
 

Opinion about always accepting responsibilities willingly 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

13 
Always accept 
responsibilities 

willingly 

M F M F 
M 4.11 5.39 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 24 30 26.26 32.96 

F 4.58 6.03 F 32 28 35.55 30.76 
A 34 43 37.77 47.25 

 
Having perception of head teachers, above table shows that 37.77% male, 47.25% 

female always, 35.55% male, 30.76% female frequently, 26.26% male, 32.96% 

female some times always accept responsibilities willingly. Mean score of male is 

4.11 and female is 4.58. Standard Deviation of male and female 5.39 & 6.03 

respectively. 

 
 

Table No. 4.46 
 

Opinion about identifying the needs of institution 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

14 
Identify the needs of 

institution 

M F M F 
M 4.13 5.40 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 25 27.77 27.47

F 4.12 5.10 F 28 30 31.11 32.96
A 37 30 41.11 39.56

 
Having perception of head teachers, above table shows that 41.11% Male, 39.56% 

Female always, 31.11% Male, 32.96 Female frequently, 27.77 Male, 27.47% Female 

some times Identify the needs of institution. Mean score of Male is 4.13 and Female is 

4.12. Standard Deviation of male and female 5.40 & 5.10 respectively. 
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Table No. 4.47 
 

Opinion about completing task in time 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

15 
Complete task in 
time 

M F M F 
M 4.08 5.49 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 30 30 33.33 32.96

F 4.00 5.36 F 22 31 24.24 34.66
A 38 30 42.22 32.96

 
Having perception of head teachers, above table shows that 42.22% Male, 32.96% 

Female always, 24.24% Male, 34.66% Female frequently, 33.33 Male, 32.96% 

Female some times complete task in time. Mean score of Male is 4.08 and Female is 

4.00. Standard Deviation of male and female 5.49 & 5.36 respectively. 

 
 

Table No. 4.48 
 

Opinion about getting your school result above board. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

16 
Get your school 
result above board 

M F M F 
M 4.00 5.36 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 29 30 32.22 32.96

F 4.01 5.32 F 32 30 35.55 32.16
A 29 31 32.22 34.06

 
Having perception of head teachers, above table shows that 32.22% Male, 34.06% 

Female always, 35.55% Male, 32.16% Female frequently, 32.22 Male, 32.96% 

Female some times get your school result above board. Mean score of Male is 4.00 

and Female is 4.01. Standard Deviation of male and female 5.42 & 5.06 respectively. 
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Table No. 4.49 
 

Opinion about planning in time completion of course work 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

17 
Plan in time 
completion of 
course work 

M F M F 
M 4.00 5.35 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 28 27 31.11 29.67

F 4.05 4.99 F 34 32 37.77 35.16
A 28 32 31.11 35.16

 
Having perception of head teachers, above table shows that 31.11% Male, 35.16% 

Female always, 37.77% Male, 35.16% Female frequently, 31.11 Male, 29.67% 

Female some times plan in time completion of course work. Mean score of Male is 

4.00 and Female is 4.05. Standard Deviation of male and female 5.35 & 4.99 

respectively. 

 
 

Table No. 4.50 
 

Opinion about tolerating unwanted people 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

18 
Tolerate unwanted 
people 

M F M F 
M 4.04 5.55 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 27 27.77 27.47

F 4.14 5.41 F 36 28 40.00 30.76
A 29 38 32.22 41.75

 

Having perception of head teachers, above table shows that 32.22% Male, 41.75% 

Female always, 40.00% Male, 30.76% Female frequently, 27.77 Male, 27.47% 

Female some times tolerate unwanted people. Mean score of Male is 4.04 and Female 

is 4.14. Standard Deviation of male and female 5.55 & 5.41 respectively. 
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Table No. 4.51 
 

Opinion about understanding and implement rules 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

19 
Understand and 
implement rules 

M F M F 
M 4.08 5.65 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 20 22 22.22 24.17

F 4.25 5.49 F 32 27 33.55 29.67
A 38 42 43.18 46.15

 
Having perception of head teachers, above table shows that 43.18% Male, 46.15% 

Female always, 33.55% Male, 29.67% Female frequently, 22.22 Male, 24.17% 

Female some times understand and implement rules. Mean score of Male is 4.08 and 

Female is 4.25. Standard Deviation of male and female 5.65 & 5.49 respectively. 

 
 

Table No. 4.52 
 

Opinion about making timely decision. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

20 
Make timely 
decision 

M F M F 
M 4.23 5.58 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 19 22 21.11 24.17

F 4.10 5.46 F 31 37 31.14 40.65
A 40 32 45.55 35.16

 
Having perception of head teachers, above table shows that 45.55% Male, 35.16% 

Female always, 31.14% Male, 40.65% Female frequently, 21.11 Male, 24.17% 

Female some times make timely decision. Mean score of Male is 4.23 and Female is 

4.10. Standard Deviation of male and female 5.58 & 5.46 respectively. 
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Table No. 4.53 
 

Opinion about diagnosing the causes of low achievements of pupils 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

21 
Diagnose the causes 
of low achievements 
of pupils 

M F M F 
M 3.86 5.25 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 28 33.33 30.76

F 4.05 5.32 F 32 30 35.55 32.96
A 26 33 28.88 36.26

 
Having perception of head teachers, above table shows that 28.88% Male, 36.26% 

Female always, 35.55% Male, 32.96% Female frequently, 33.33 Male, 30.76% 

Female some times diagnose the causes of low achievements of pupils. Mean score of 

Male is 3.86 and Female is 4.05. Standard Deviation of male and female 5.25 & 5.32 

respectively. 

 
 

Table No. 4.54 
 
Opinion about identifying the problems and difficulties in the efficient functioning of 

school 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

22 

Identify the 
problems and 
difficulties in the 
efficient functioning 
of school 

M F M F 
M 4.03 5.33 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 31 35.55 34.06

F 3.65 5.38 F 33 30 36.66 32.96
A 25 30 27.77 32.96

 
Having perception of head teachers, above table shows that 27.77% Male, 32.96% 

Female always, 36.66% Male, 32.96% Female frequently, 35.55% Male, 34.06% 

Female some times identify the problems and difficulties in the efficient functioning 

of school. Mean score of Male is 4.03% and Female is 3.65%. Standard Deviation of 

male and female 5.33 & 5.38 respectively. 
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Table No. 4.55 

 
Opinion about encouraging staff to share their views 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

23 
Encourage staff to 
share their views 

M F M F 
M 4.03 5.45 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 24 27.77 26.37

F 4.76 5.27 F 37 36 41.11 39.56
A 28 31 31.11 34.06

 
Having perception of head teachers, above table shows that 31.11% Male, 34.06% 

Female always, 41.11% Male, 39.56% Female frequently, 27.77 Male, 26.37% 

Female some times encourage staff to share their views. Mean score of Male is 4.03% 

and Female is 4.76%. Standard Deviation of male and female 5.45 & 5.27 

respectively. 

 
 

Table No. 4.56 
 

Opinion about enhancing the concept of team among staff to achieve school 
objectives 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

24 

Enhance the concept 
of team among staff 
to achieve school 
objectives 

M F M F 
M 3.88 5.43 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 35 36 38.88 39.56

F 3.83 5.54 F 30 34 33.33 37.36
A 25 21 27.77 23.07

 
Having perception of head teachers, above table shows that 27.77% Male, 23.07% 

Female always, 33.33% Male, 37.36% Female frequently, 38.88 Male, 39.56% 

Female some times enhance the concept of team among staff to achieve school 

objectives. Mean score of Male is 3.88 and Female is 3.83. Standard Deviation of 

male and female 5.43 & 5.54 respectively. 
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Table No. 4.57 

 
Opinion about arranging for the regular internal audit of cash charges 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

25 

Arrange for the 
regular internal 
audit of cash 
charges 

M F M F 
M 4.04 5.38 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 26 26 28.88 28.57

F 4.03 5.45 F 34 36 37.77 39.56
A 30 29 33.33 31.88

 
Having perception of head teachers, above table shows that 33.33% Male, 31.88% 

Female always, 37.77% Male, 39.56% Female frequently, 28.88 Male, 28.57% 

Female some times arrange for the regular internal audit of cash charges. Mean score 

of Male is 4.04 and Female is 4.03. Standard Deviation of male and female 5.38 & 

5.45 respectively. 

 
 

Table No. 4.58 
 

Opinion about planning of innovative and creative projects 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

26 
Plan of innovative 
and creative projects 

M F M F 
M 3.85 5.56 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 33 22 36.66 24.17

F 4.21 5.55 F 37 27 41.11 29.67
A 20 42 22.22 46.15

 
Having perception of head teachers, above table shows that 22.22% Male, 46.15% 

Female always, 41.11% Male, 29.67% Female frequently, 36.66 Male, 24.17% 

Female some times plan of innovative and creative projects. Mean score of Male is 

3.85 and Female is 4.21. Standard Deviation of male and female 5.56 & 5.55 

respectively. 
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Table No. 4.59 
 

Opinion about accepting criticism with patience 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

27 
Accept criticism 
with patience 

M F M F 
M 3.71 5.68 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 52 34 37.77 37.77

F 3.85 5.54 F 38 36 42.22 39.56
A 18 21 20.00 23.07

 
Having perception of head teachers, above table shows that 20.00% Male, 23.07% 

Female always, 42.22% Male, 39.56% Female frequently, 37.77 Male, 37.77% 

Female some times accept criticism with patience. Mean score of Male is 3.71 and 

Female is 3.85. Standard Deviation of male and female 5.68 & 5.54 respectively. 

 
 

Table No. 4.60 
 

Opinion about Enthusing teachers for higher performance 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

28 
Enthuse teachers for 
higher performance 

M F M F 
M 3.90 5.40 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 33 32 36.36 35.16

F 3.97 5.33 F 33 29 36.36 31.86
A 24 31 26.66 32.96

 

Having perception of head teachers, above table shows that 26.66% Male, 32.96% 

Female always, 36.36% Male, 31.86% Female frequently, 36.36 Male, 35.16% 

Female some times enthuse teachers for higher performance. Mean score of Male is 

3.90 and Female is 3.97. Standard Deviation of male and female 5.40 & 5.33 

respectively. 
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Table No. 4.61 
 

Opinion about evaluating own performance as head teacher 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

29 
Evaluate own 
performance as head 
teacher 

M F M F 
M 3.81 5.62 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 35 33 38.38 36.26

F 3.94 5.35 F 37 31 41.11 32.96
A 16 28 20.00 30.76

 
Having perception of head teachers, above table shows that 20.00% Male, 30.76% 

Female always, 41.11% Male, 32.96% Female frequently, 38.38 Male, 36.26% 

Female some times evaluate own performance as head teacher. Mean score of Male is 

3.81 and Female is 3.94. Standard Deviation of male and female 5.62 & 5.35 

respectively. 

 
 

Table No. 4.62 
 

Opinion about evaluating student learning difficulties. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

30 
Evaluate student 
learning difficulties 

M F M F 
M 4.01 5.40 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 27 29 30.00 31.86

F 4.03 5.32 F 35 30 38.33 32.96
A 28 32 31.11 35.16

 
Having perception of head teachers, above table shows that 31.11% Male, 35.16% 

Female always, 38.33% Male, 32.96% Female frequently, 30.00 Male, 31.86% 

Female some times evaluate student learning difficulties. Mean score of Male is 4.01 

and Female is 4.03. Standard Deviation of male and female 5.40 & 5.32 respectively. 
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Table No. 4.63 
 

Opinion about working within the limit of authority. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

31 
Work within the 
limit of authority 

M F M F 
M 4.02 5.33 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 28 26 31.11 28.57

F 4.05 5.38 F 35 30 35.55 37.36
A 30 31 32.96 34.06

 
Having perception of head teachers, above table shows that 32.96% Male, 34.06% 

Female always, 35.55% Male, 37.36% Female frequently, 31.11 Male, 28.57% 

Female some times work within the limit of authority. Mean score of Male is 4.02 and 

Female is 4.05. Standard Deviation of male and female 5.33 & 5.38 respectively. 

 
 

Table No. 4.64 
 

Opinion about gathering data and facts to make decision 
 
No. Item 

Level
Frequency % Mean Score SD 

32 
Gather data and 
facts to make 
decision  

M F M F 
M 3.93 5.38 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 33 32 36.66 35.06

35.16F 4.00 5.37 F 30 27 33.33 21.67
A 27 32 30.00 35.76

 
Having perception of head teachers, above table shows that 30.00% Male, 35.76% 

Female always, 33.33% Male, 21.67% Female frequently, 36.66 Male, 35.06% 

Female some times gather data and facts to make decision. Mean score of Male is 

3.93 and Female is 4.00. Standard Deviation of male and female 5.38 & 5.37 

respectively. 
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Table No. 4.65 
 

Opinion about Ignore external pressure at the time of decision 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

33 
Ignore external 
pressure at the time 
of decision 

M F M F 
M 4.01 5.37 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 32 35.55 35.16

F 4.00 5.34 F 25 27 37.77 21.67
A 33 32 36.66 35.65

 
Having perception of head teachers, above table shows that 36.66% Male, 35.65% 

Female always, 37.77% Male, 21.67% Female frequently, 35.55 Male, 35.16% 

Female some times ignore external pressure at the time of decision. Mean score of 

Male is 4.01 and Female is 4.00. Standard Deviation of male and female 5.37 & 5.34 

respectively. 

 
 

Table No. 4.66 
 

Opinion about helping others to work more effectively 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

34 
Help others to work 
more effectively 

M F M F 
M 4.00 5.38 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 28 25 31.11 38.46

F 4.07 6.00 F 34 34 37.77 37.77
A 28 32 31.11 35.16

 

Having perception of head teachers, above table shows that 31.11% Male, 35.16% 

Female always, 37.77% Male, 37.77% Female frequently, 31.11 Male, 38.46% 

Female some times help others to work more effectively. Mean score of Male is 4.00 

and Female is 4.07. Standard Deviation of male and female 5.38 & 6.00 respectively. 
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Table No. 4.67 
 

Opinion about resolving conflict justly 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

35 
Resolve conflict 
justly 

M F M F 
M 4.14 5.43 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 25 25 27.27 27.17

F 4.14 5.42 F 27 28 30.00 30.76
A 38 38 42.22 41.75

 
Having perception of head teachers, above table shows that 42.22% Male, 41.75% 

Female always, 30.00% Male, 30.76% Female frequently, 27.27 Male, 27.17% 

Female some times resolve conflict justly. Mean score of Male is 4.14 and Female is 

4.14. Standard Deviation of male and female 5.43 & 5.42 respectively. 

 
 

Table No. 4.68 
 

Opinion about identifying the additional resources required for institution 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

36 

Identify the 
additional resources 
required for 
institution 

M F M F 
M 4.06 4.70 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 26 27 28.88 29.67

F 4.07 5.34 F 32 30 35.55 32.96
A 32 34 35.35 37.36

 
Having perception of head teachers, above table shows that 35.35% Male, 37.36% 

Female always, 35.55% Male, 32.96% Female frequently, 28.88 Male, 29.67% 

Female some times identify the additional resources required for institution. Mean 

score of Male is 4.06 and Female is 4.07. Standard Deviation of male and female 4.70 

& 5.34 respectively. 
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Table No. 4.69 
 

Opinion about planning school participation in games and science fairs. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

37 

Plan school 
participation in 
games and science 
fairs. 

M F M F 
M 3.84 5.64 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 33 35.55 36.25

F 3.83 5.65 F 40 40 44.44 43.95
A 18 18 20.00 19.78

 
Having perception of head teachers, above table shows that 20.00% Male, 19.78% 

Female always, 44.44% Male, 43.95% Female frequently, 35.55 Male, 36.25% 

Female some times plan school participation in games and science fairs.. Mean score 

of Male is 3.84 and Female is 3.83. Standard Deviation of male and female 5.64 & 

5.65 respectively 

 
 

Table No. 4.70 
 

Opinion about encouraging creative changes of subordinates. 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

38 
Encourage creative 
changes of 
subordinates. 

M F M F 
M 3.92 5.47 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 32 30 35.55 35.55

F 3.96 5.51 F 35 34 38.88 37.36
A 23 27 25.55 29.60

 
Having perception of head teachers, above table shows that 25.55% Male, 29.60% 

Female always, 38.88% Male, 37.36% Female frequently, 35.55 Male, 35.55% 

Female some times encourage creative changes of subordinates.. Mean score of Male 

is 3.92 and Female is 3.96. Standard Deviation of male and female 5.47 & 5.51 

respectively. 
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Table No. 4.71 
 

Opinion about maintaining human relationships with all employees of school 
 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

39 
Maintain human 
relationships with all 
employees of school 

M F M F 
M 4.01 5.35 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 28 29 31.11 31.86

F 4.00 5.33 F 33 33 36.36 36.25
A 29 29 32.32 31.86

 
Data presented in above table shows that 32.32% Male, 31.86% Female always, 

36.36% Male, 36.25% Female frequently, 31.11 Male, 31.86% Female some times 

maintain human relationships with all employees of school. Mean score of Male is 

4.01 and Female is 4.00. Standard Deviation of male and female 5.35 & 5.33 

respectively. 

 
Table No. 4.72 

 
Opinion about gathering public support 

 

No. Item 
Level

Frequency % 
Mean 
Score 

SD 

40 
Gather public 
support 

M F M F 
M 4.16 5.90 N ----- ----- ----- ----- 

R ----- ----- ----- ----- 
S 15 18 16.66 19.78

F 4.07 5.89 F 45 48 50.00 52.74
A 30 25 33.33 27.14

 
 Above table indicates that 33.33% Male, 27.14% Female always, 50.00% Male, 

52.74% Female frequently, 16.66 Male, 19.78% Female some times gather public 

support. Mean score of Male is 4.16 and Female is 4.07. Standard Deviation of male 

and female 5.90 & 5.89 respectively. 
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CHAPTER 5 

SUMMARY FINDINGS, DISCUSSION AND RECOMMENDATIONS 

Summary 

The study was designed to trace out the self perceptions of leadership role of the 

secondary schools teachers towards the improvement of standard of education. 

Researcher developed a questionnaire for heads at 5 point rating scale (likert scale) 

Questionnaire contained 40 items. 

The population of the study consisted of heads of the secondary schools belonging 

to Punjab province. The list of the population was obtained from Director Public 

Instruction Office. The total population of the Head masters consisted of 4466 urban 

(2339) rural (2924) 516 female urban and 1026 female rural 1542. Among them 300 

heads were selected through stratified random sampling on the basis of male, female 

urban and rural only 181 heads responded. There were urban male 50, rural male 40, (90) 

female urban, 48 female rural 43 (91). 

Questionnaire was administered to the respondents at their addresses under postal 

certificate with self- addressed stamped envelopes. Filled questions were received back 

through mail, some of them were collected from the residences of the respondents. The 

collected data were carefully tabulated, analyzed, interpreted and the mean score was 

calculated. The data were collected through questionnaire developed for the above 

mentioned population the respondents replied each statement.  
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5.1 Findings of the study 

The findings of the data obtained from the questionnaire are as under:  

1. The number of urban female is more than the number of rural respondents.48 and 

43 respectively, while rural male are 40 and urban are50. 

2. The number of respondents having M.A.M.Ed qualification is more than highly 

qualified principals. 

3. Average experience of respondents of rural and urban areas is same  

4.  93 % respondents have more than 15 years experience 

5.  The rural female respondents did not attend the courses but in urban areas the 

number of courses attended by them are approximately equal. The reluctance 

level is 4% higher in for both the sexes in urban areas more over males are about 

80% While females are 120 % reluctant which is 40 % more than males.  

6. About 70% heads have attended four or less courses many of them have not 

attended even a single course in their 15 years or more service. 

7. As standards deviation, as compared with mean is very low but it is very 

encouraging. 

8. There is no significant difference, in mean scores of rural and urban schools. 

9. There is no significant difference in mean scores of males and females schools. 

10. The number of having M.A.M.Ed education is more than highly qualified 

respondents. 

11. There is no significant difference between the scores achieved by two different 

levels of education. 

12. It surprisingly shows that fresh people with experience less than 14 years have 
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higher scores than experienced respondents. 

13. There is no significant difference between the different categories of years of 

experience. 

14. The various courses attended by respondents neither differ in their average nor in 

consistency (variation). 

15. The result suggests that there is no significant difference between the different 

categories of number of courses  

16. Factor analysis of heads of institution with varimax rotation is explained. 

17. Means Standard deviation and t-value on factor  1 of rural respondents is 

explained 

18. Mean standard deviation and t- value on factor 1 of male and female is explained. 

19. The number of having M.A.M.Ed education is more than highly qualified 

respondents. 

20. There is no significant difference between the levels of education. 

21. The respondents with experience < 14 years are much more consistent than the 

other categories. 

22. The difference between the categories of experiences of heads of institutions is 

just not significant. 

23. The categories of various course attended by the heads of institutions neither 

differ in their average nor in consistency. 

24. The result suggests that there is no significant difference between the different 

categories of number of courses  

25. The number of urban and rural heads of institutions do not significantly. Differ in 
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their average. 

26. Mean score of males and females heads do not differ significantly on the average. 

27. The number of having M.A.M.Ed education is more than highly qualified heads. 

28. There is no significant difference between the levels of education  

29. 93% respondents have more than 15 years experience 

30. Experience as compared to fresh knowledge plays no part in their efficiency. 

31. The categories of various course attended by the heads of institutions neither 

differ in their average nor in consistency 

32. The result suggests that there is no significant difference between the different 

categories of number of courses 

33. All the male & female heads stated that they checked important financial record 

under the charge of staff. Mean score male 4.01 and female 4.12 respectively. 

34. All respondents’ responded that they checked the office for proper maintenance of 

record. Mean score male 4.14 and female 4.18 respectively.  

35. Significant majority of respondents agreed that they involved teachers in different 

plans of school development with mean score male 4.23 and female 4.23 

respectively.  

36. All the heads teachers indicated that they planed to raise the attendance rate of 

students. Mean score male 4.3 and female 4.2 

37. All the male and female heads indicated that they remained vigilant on school 

issues while, Male mean score 4.57 and female 4.56 respectively. 

38. Both male female heads thought that they diagnosed the causes of low 

achievements of pupils. Mean score male 4.06 and female 4.02 respectively. 
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39. All the male female respondents indicated that they provided suitable 

environment for change. Mean score male 4.11 female 4.16 respectively. 

40. Both teachers, the male & female heads indicated that they conducted survey of 

the school to identify major repairs. Mean Score male 4.26 and female 4.03 

respectively. 

41. All the male and female respondents thought that they involved parents in school 

council. Male mean score 4.13 and female 3.72 respectively. 

42. Both male and female respondents thought that they established good relationship 

with pressure groups. Male mean score 3.97 and female 3.85 respectively. 

43. All male and female heads considered that they provided feedback on 

performance. Male mean score 3.93 and female 3.89 respectively. 

44. Both male and female respondents considered that they facilitated audit work of 

school. Male mean score 3.93 and female 3.89 respectively. 

45. Both male and female heads thought that they accepted responsibility willingly. 

Male mean score 4.11 and female 4.58 respectively 

46.  All the respondents male and female responded that they identified the needs of 

institution. Male mean score 4.13 and female 4.12 respectively. 

47. All the heads male and female thought that they completed task in time. Male 

mean score 4.08 and female 4 respectively. 

48. Both male and female heads indicated that they got their school result above 

board. Mean male score 4 and female 4.01 respectively. 

49. All male and female heads thought that they planned in time completion of course 

work. Male mean score 4 and female 4.05 respectively. 
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50. Both female and male respondents indicated that they tolerated unwanted people. 

Male mean score 4.04 and female 4.14 respectively. 

51. All the male and female heads thought that they understood and implemented 

rules. Male mean score 4.08 and female 4.25 respectively. 

52. Both male and female respondents considered that they made timely decision. 

Male mean score 4.23 and female 4.10 respectively. 

53. All the male and female heads thought that they thought that they diagnosed the 

causes of low achievements of pupils. Male mean score 3.86 and female 4.05 

respectively. 

54. Both male and female respondents indicated that they identified the problem and 

difficulties in the efficient functioning of school. Male mean score 4.03 and 

female 3.65.  

55. All the male and female heads pointed out that they encouraged staff to share their 

views. Male mean score 4.03 and female 4.76 respectively. 

56. Both male and female respondents thought that they enhanced the concept of team 

among staff to achieve school objectives. Male mean score 3.88 and female 3.83 

respectively. 

57. All male and female respondents considered that they arranged for the regular 

internal audit of cash charges. Male mean score 4.04 and female 4.03 

respectively. 

58. All the male and female heads considered that they planned of innovative and 

creative projects. Male mean score 3.85 and female 4.21 respectively. 

59. Both male and female respondents thought that they accepted the criticism with 
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patience. Male mean score 3.71 and female 3.85respectively. 

60. All the male and female head teachers responded that they inspired teachers for 

higher performance. Male mean score 3.9 and female 3.97 respectively. 

61. All the male and female heads thought that they evaluated own performance as 

head teacher. Male mean score 3.81 and female 3.94 respectively. 

62. Both male and female heads considered that they evaluated students learning 

difficulties. Male mean score 4.01 and female 4.03 respectively. 

63. All the male and female heads thought that they worked with in the limit of 

authority (Male mean score 4.02 female 4.05 respectively. 

64. Both male and female heads responded that they gathered data and facts to make 

decision. Male mean score 3.93 and female 4 Male mean respectively. 

65. All the male and female heads considered that they ignored external pressure at 

the time of decision. Male mean score 4.01 and female 4 respectively. 

66. Both male and female heads thought that they helped others to work more 

effectively. Male mean score 4.00 and female 4.07 respectively. 

67. All the male female respondents responded that they resolved conflict justly. Male 

means score 4.14 and female 4.14 respectively. 

68. Both male and female respondents responded that they identified the additional 

resources required for institution. Male mean score 4.06 and female 4.07 

respectively. 

69. All the male and female respondents thought that they planned school 

participation in games and science fairs. Male mean score 3.84 and female 3.83 

respectively. 
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70.  Both male and female heads considered that they encouraged creative changes of 

subordinates. Male mean score 3.9 and female 3.96 respectively. 

71. All the heads male and female pointed out that they maintained human 

relationships with all employees of school. Male mean score 4.01 and female 4.00 

respectively. 

72. Both Male and female heads responded that they gathered public support Male 

mean score 4.16 and female 4.07 respectively. 

This study examined the relationship between secondary school heads leadership 

behaviours their attributes situational contingencies and the effects of these factors 

towards the improvement of standard of education. 

 The leadership patterns is high both in task oriented and relationship oriented 

behaviors and they are preceded effective in relation to attaining goals set for the 

improvement of secondary education this research consistently indicates that 

secondary school heads perform task oriented and relations oriented acts 

frequently to achieve the goals for which their position is responsible. 

 A Performa was developed to serve the purpose for information about secondary 

schools heads attributes professional qualification management courses attended 

professional training years of experience as a school head student’s performance  

 Given the findings in this study a relatively straight forward profile of school 

teachers perception of an effective secondary school head emerges an effective 

secondary school head is one who possess better professional qualification, is well 

trained in management, interacts with manageable group.  
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5.2 Discussion 

The focus of the study was to identify efficiency of the heads of the institutions 

towards improvement of standard of education. One questionnaire was prepared and 

administered to the respondents. Respondents were required to indicate their opinion on 

five point rating scale (likert scale). The study shows that the there is majority of post 

graduate heads with professional qualification (M.A.M.Ed.) and the number of urban, 

male respondents is more than rural.  

The number of male heads participating in various kind of workshops scheduled 

to be held occasionally is more than females. The study pointes out that the efficiency of 

respondents having experience of 15-28 years is exemplarily; while others appear rather 

less efficient. All the principals responded positively to all the questions, whereas there 

was not a single one who responded in negative.  The problems are interrelated. It 

revealed that all the secondary school heads have unanimously accepted that they check 

school performance daily.  

The present research substantiate that an efficient person is the one who is 

committed to his duties, believes in cooperative functioning, practices punctuality, is 

honest, acts with patience and is watchful of happenings. The findings of the study 

support the researches in the area of perception of heads of institutions particularly Likert 

type five point scale, the difference between school heads educational level Havard 

(1992), Purkey & Smith (1983), Mahmood (1994), Seemed to support that professional 

qualifications and training enhance effectiveness of the institutions.  

The evidence gathered in this study shows that four aspects of judgment 

(decision-making skills, conflict resolution skills, supervisory skills and delegating skills) 
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enhance the efficiency level of institutions. By the exercise of above-mentioned aspects 

of judgment, heads could appropriately develop the institutions to achieve efficient 

performance.  

The present study reveals positive relationship between school effectiveness and 

technical knowledge included issues pertaining to affecting purchases propriety of 

expenditure, proper maintenance and optimal utilization of the immovable and movable 

assets available in the school. Record maintenance skills need an updated knowledge of 

the official policies pertaining to various records like admission and withdrawal of 

students, service records of teachers, financial records, property charges and examination 

records. This research evidence seems to support Westan (1976); Back (1978); Sims 

(1981); Clark (1981), & Burns (1994). 

Giving the findings in this study, a relatively simple and straightforward profile of 

teacher perception of a competent school emerges. A competent head is one who 

possesses better professional qualification, received in-service training courses and has 

management experience.  

5.3 Recommendations 

Keeping in view the findings from the analysis of data obtained through a 

validated and reliable checklist regarding the concepts of formation in different aspect of 

secondary schools heads role and the conclusions drawn from the findings the following 

recommendable could be made to improve the secondary education. 

1 There should be a quarterly orientation or training program for heads to enhance 

their knowledge with regard to different aspects of the secondary school role. 
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2 Today the heads of schools are expected to play a large number of roles. The 

school head as the institutional leaders have to plan many activities and achieve 

output by assigning, delegating, seeking and performing. So, in order to meet 

today’s challenges, heads should have to continue professionalizing themselves 

with necessary knowledge, understandings, values, attitudes and skills; and 

imbibe these in their own behavior. Education Department should arrange in-

service training courses for schools heads to fulfill their need. 

3 School heads should be a member of any professional organization that fosters 

their growth in management competencies by sharing experiences with other. 

4 In order to update their occupational knowledge and to get latest professional 

awareness, it is important that they have knowledge of educational developments 

in the area of secondary education. The most reliable method for developing this 

competency is though extensive reading of professional literature. 

5 In order to improve schools effectiveness; school leaders should be given enough 

authority and freedom at the local level. Centralization is the major hurdle in 

improving the efficiency level of our institutions. So innovation and creativity 

cannot flourish. In order to overcome this difficulty they should be given 

administrative powers such as adhoc recruitment. 

6 For accomplishing the school goals more effectively special training of 

information technology should be arranged by the Education Department 

especially for the school heads of remote areas. Because secondary education is 

very crucial step in educational ladder, without its improvement our educational 
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standard cannot match international standard. School head is a key factor and his 

role can never be underestimated. 

7 The existing practice in Pakistan for the school heads is either through promotion 

(on the basis of seniority as a teacher) or direct selection through Public Service 

Commission. Generally the selection is not based on criteria of professional 

competence in organizational matters or management aspects. So selection criteria 

should be changed. 

8 Due to lack of training to heads on management competencies, most of the heads 

spend disproportionately large part of their time in routine works. So persons 

when appointed as heads of schools should undergo pro-headship training. Also 

promotion in next grade should be made on the basis of improvement in 

professional qualifications. 

9 Heads working in urban areas performed better than rural areas. The reason of this 

difference may be that heads working in rural areas are not attending schools 

regularly. So supervisory system should be made effective in rural area and there 

is also a dire need to develop a vision and a sense of commitment in the heads of 

rural schools. 

10 Minimum requirement for selection of schools heads should be at least master 

degree in education and at least their two research articles published in a Journal 

of repute. 

11  For developing leadership abilities in practicing secondary heads special 

seminars and workshops should be arranged by Government with the 

collaboration of private sector and media (both electronic and print). 



 
 

 
 

121

12 The heads should establish local clubs consisting of educated persons to share 

their opinion in running the schools well. 

13  The heads should be adept in financing and budgeting so that they could utilize 

auxiliary help properly. 

14 They should establish science laboratory with the help of domestic things. 

15 The heads should establish local clubs consisting of educated persons. 

16 They should be adept in dealing different problems. 

17  They should maintain demographic & cumulative record of the previous and 

existing teachers and students. 

18 To improve the schools result and inform the teachers and taught with ever 

changing world and to fulfill the pressing demands of the clientele. The head 

should arrange refresher courses and hold meetings with peer. 

19 There is the greatest need to be vigilant on school issues 

20 .They should properly maintain school building and its repair. 

21 They should have the courage to tolerate the criticism of pressure groups and 

undesirable persons. 

22 Heads should complete the assigned task in time. 

23 They should encourage staff and students on showing performance. 

24 The heads should share the opinion of teachers and public while making a 

decision 

25 .They should plan to raise the attendance rate of students. 

26 They should help the needy students and teachers. 
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APPENDIX A 

 

Dear Sir/Madam, 

  This study is an attempt to research: 

A STUDY OF SELF PERCEPTIONS OF LEADERSHIP ROLE OF THE 
SECONDARY SCHOOLS HEADS TOWARDS THE IMPROVEMENT OF 

STANARDS OF EDUCATION. 
 

 Above mentioned research study requires necessary data from you. A 

questionnaire containing 40 questions is enclosed for your kind response. I assure you 

that your opinions would be kept confidential and would be used for research purposes 

only. I am sorry for the inconvenience, but keeping in view the importance of the study, I 

hope you will please help me in this regard.  

 Thanking you in an anticipation 

    
       Yours sincerely, 
 
    
       Khair Muhammad Khan 
       Ph.D Scholar  
Supervisor: 
Prof. Dr. Ehsan-Ullah Khan 
Rtd. Professor  
Institute of Education and Research, 
Punjab University, Lahore. 
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APPENDIX B 

The experts on the panel of validity of questionnaire 
 
 
Professor Dr. Ehsanullah Khan ® Ex Director of Institute of education & research PU 
Lahore. 
 
Professor Dr. Mahar Muhammad Saeed Akhtar Chairman islamic Education (IER) PU 
Lahore. 
 
Professor Dr. Saeed Ahmad Shahid (IER) PU Lahore. 
 
Professor Dr. Zahid Mahmood Government College University Lahore. 
 
Professor Dr. Iftikhar Ahmad Baig (Principal) Government Science College Wahdat road 
Lahore.  

 
 

                                                   APPENDIX  C 
 
 
 

                    HEAD PERCEPTIONS ASSESSMENT SCALE 
(FOR HEADS) 

School Name ………………………………………………. Rural/Urban 
Professional Qualification ………………………………  
Experience ……………………………… 
Management Courses Attended……………………….. 
Note: Given below is the list of activities in which you as a head of institution are 
generally involved. You have been given five options. Please read each statement 
carefully and encircle the numeral points which present your opinion. 
Scale  
Never   (N) = 1 
Rarely  (R) = 2 
Sometimes (S) = 3 
Frequently  (F) = 4 
Always  (A) = 5 
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 BEING A HEAD HAVING YOUR OWN PERCEPTIONS 
YOU 

N R S F A

1 Check important financial record under the charge of staff 1 2 3 4 5 
2 Check the office for the proper maintenance of record 1 2 3 4 5 
3 Involve teachers in different plan of school development 1 2 3 4 5 
4 Plan to raise the attendance rate of students 1 2 3 4 5 
5 Remain vigilant  on school issues  1 2 3 4 5 
6 Diagnose the causes of low achievements of pupils 1 2 3 4 5 
7 Provide suitable environment for change 1 2 3 4 5 
8 Conduct survey of the school to identify major repairs. 1 2 3 4 5 
9 Involve parents in school council  1 2 3 4 5 
10 Establish good relationship with pressure groups 1 2 3 4 5 
11 Provide feedback on performance 1 2 3 4 5 
12 Facilitate audit work of school  1 2 3 4 5 
13 Always accept responsibilities willingly  1 2 3 4 5 
14 Identify the needs of institution 1 2 3 4 5 
15 Complete task in time 1 2 3 4 5 
16 Get your school result above board 1 2 3 4 5 
17 Plan in time completion of course work 1 2 3 4 5 
18 Tolerate unwanted people 1 2 3 4 5 
19 Understand and implement rules 1 2 3 4 5 
20 Make timely decision 1 2 3 4 5 
21 Diagnose the causes of low achievements of pupils 1 2 3 4 5 
22 Identify the problems and difficulties in the efficient functioning of 

school 
1 2 3 4 5 

23 Encourage staff to share their views  1 2 3 4 5 
24 Enhance the concept of team among staff to achieve school 

objectives 
1 2 3 4 5 

25 Arrange for the regular internal audit of cash charges 1 2 3 4 5 
26 Plan of innovative and creative projects 1 2 3 4 5 
27 Accept criticism with patience 1 2 3 4 5 
28 Enthuse teachers for higher performance 1 2 3 4 5 
29 Evaluate own performance as head teacher 1 2 3 4 5 
30 Evaluate student learning difficulties  1 2 3 4 5 
31 Work within the limit of authority 1 2 3 4 5 
32 Gather data and facts to make decision 1 2 3 4 5 
33 Ignore external pressure at the time of decision  1 2 3 4 5 
34 Help others to work more effectively 1 2 3 4 5 
35 Resolve conflict justly 1 2 3 4 5 
36 Identify the additional resources required for institution 1 2 3 4 5 
37 Plan school participation in games and science fairs. 1 2 3 4 5 
38 Encourage creative changes of subordinates 1 2 3 4 5 
39 Maintain human relationships with all employees of school 1 2 3 4 5 
40 Gather public support 1 2 3 4 5 
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        APPENDIX D 

Sr. #. Name & Address of Male Institutions (Rural) 

1 Govt. Higher Secondary School, Wahndo, Gujranwala (R) 

2 Govt. Higher Secondary School, Ghurinke Sialkot (R) 

3 Govt. High School, Rasool Nager Gujranwala (R) 

4 Govt.  High School, Sankhatra, Narowal. (R) 

5 Govt. High School Kiyar Wala Multan (R) 

6 Govt. High School, Hamir Kalah (R) 

7 Govt. High School, Milasi Wehari (R)  

8 Govt. Higher Secondary School, Kot Moman, Sargodha (R) 

9 Govt. Higher Secondary School, Jalalpur Sharif Jhelum (R) 

10 Govt. Higher Secondary School, Rodu Sultan, Jhang (R) 

11 Govt. High Secondary School, Danda Shah Bilawal, Chakwal (R) 

12 Govt. High School, Gondal Sialkot (R) 

13 Govt. Higher Secondary Domeli, Jhelum (R) 

14 Govt. High School, AHLA M.B Din, Mandi Bhawal Din (R) 

15 Govt. High School, Ahmad Pur Seyal Jhang (R) 

16 Govt. High School, 178/GB, Toba Tek Singh (R) 

17 Govt. Higher Secondary School, Lilla, Jhelum (R) 

18 Govt. Boys Secondary School, Tranda Mohammad Panah (R) 



 
 

 
 

133

19 Govt. High School, Burjattari, Sheikhupura (R) 

20 Govt. High School, Sham Kot Khaniwal (R) 

21 Govt. High School, Kamman (R) 

22 Govt. High School, JUNI, Vehari (R) 

23 Govt. High School, Ali Pur Jhang (R) 

24 Govt. High School, Noor Ghar Lohdera (R) 

25 Govt. High School, Raja Ghanzanfar Colony, Faisalabad (R) 

26 Govt. Tariq Islamia High School, 254/RB, Faisalabad (R) 

27 Govt. High School, Ala Abad, Kasur (R) 

28 Govt. High School, Narang Mundi Sheikhupura (R) 

29 Govt. High School, Usman Wala Kasur (R) 

30 Govt. High School, Sarai Alamgir, Gujrat (R) 

31 Govt. High School Sohawa (R) 

32 Govt. High School, Malakwal (R) 

33 Govt. High School, Baser Pur Okara (R) 

34 Govt. High Secondary School, 40/3-R, Okara (R) 

35 Govt. G. F. Al-Mujahed High School, Seyari, Narowal (R) 

36 Govt. High School, Tarap Attok (R) 

37 Govt. High School, Sawana Mianwali (R) 

38 Govt. High School, Noshera Khushab (R) 

39 Govt. High Secondary School, Datal Rajan Pur (R) 

40 Govt. High School, Nourpur Thaal Khushab (R) 

41 Govt. High School, Kmalas Chakwal (R) 
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42 Govt. High School, Koulwar Kot Bhakkar (R) 

43 Govt. High Secondary School, Chanti Ghout Bhawalpur (R) 

44 Govt. Tameer-e-Millat High School, Rahim Yar Khan (R) 

45 Govt. Model High School Liaqat Pur Rahim Yar Khan (R) 

46 Govt. High School, Jam Pur Rajan Pur (R) 

47 Govt. High School, Rojhan Rajan Pur (R) 

48 Govt. High School Kotela Magla Rajan Pur (R) 

49 Govt. High School Jatoi Muzafar Ghar (R) 

50 Govt. High School, Taunsa Dera Ghazi Khan (R) 

51 Govt. High School, Lodhran (R) 

52 Govt. High School, Dina Pur Lodhran (R) 

53 Govt. Fatahpur High School, Layyah (R)  

54 Govt. High School, Layyah (R) 

55 Govt. High school, Garyala Azad Kashmir (R) 

56 Govt. High School, Telwandi Kasu (R) 

57 Govt. Higher Secondary  School, Bhagwal Chakwal (R)  
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 APPENDIX E 

Sr. #. Name & Address of Male Institutions (Urban) 

1 Govt. High School, Karim Block, Allama Iqbal Town, Lahore  

2 Govt. Pilot Secondary School, Wahdat Road, Lahore.  

3 Govt. Islamia High School, Okara  

4 Govt. M. C. High School, Arif Wala  

5 Govt. High School Talamba, Khaniwal  

6 Govt. M.C. High School, Wazir Abad 

7 Govt. High School, Jhelum 

8 Govt. High School, Depalpur 

9 Govt. Iqbal High School, Gujranwala 

10 Govt. High school, Ghukharr No. 2 Gujranwala  

11 Govt. Islamia High School, New Campus, Okara  

12 Govt. High School, No. 1 Pasrur Sialkot  

13 Govt. Pilot Secondary Phalia 

14 Govt. Iqbal Secondary School, SRA, Multan  

15 Govt. City Muslim High School, Faisalabad 

16 Govt. City High School Dera Ghazi Khan  

17 Govt. Muslim High School, Tariq Abad, Faisalabad 

18 Govt. High School, 82/6R, Sahiwal  

19 Govt. City Muslim High School, Faisalabad  

20 Govt. Higher Secondary School, Vehari  
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21 Govt. High School, No. 2 Bhai Pheru, Kasur  

22 Govt. Islamia High School, Kasur 

23 Govt. Tariq High School, Sheikhupura  

24 Govt. High School, Milat Gujranwala 

25 Govt. Higher Secondary School, Rinala Khourd 

26 Govt. Muslim High School, Narowal 

27 Govt. Public High School, No. 2 Gujrat 

28 Govt. High School, No. 1 Hafiz Abad 

29 Govt. High School, Kmaleya Toba Tek Singh  

30 Govt. High School, Qadar Abad Colony Hafiz Abad 

31 Govt. Islamia High School, Chinute 

32 Govt. High School, No. Attok 

33 Govt. Islamia High School, Chakwal 

34 Govt. High School, Papla No. 2 Mianwali 

35 Govt. Model High School, Bhakkar  

36 Govt. High School, Yazman Bhawalpur 

37 Govt. High School Ala Abad Rahim Yar Khan  

38 Govt. High School, Settelite Town, Bhawalpur 

39 Govt. High School Khan Pur Rahim Yar Khan 

40 Govt. High School, SD, Bhawalpur 

41 Govt. High School, Model Chishtian Bahawalnagar 

42 Govt. High School, Kot Addu Muzafar Ghar  

43 Govt. High School, Fourt Abbas Bahawalnagar 
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44 Govt. Higher Secondary 46/SB, Sargodha (U). 

45 Govt. High School, Chung, Lahore. 

 

                                                                                                              APPENDIX F 

Sr. #. Name & Address of Female Institutions (Rural) 

1 Govt. Girls High Secondary School, Malka Hans, Pak Patan (R) 

2 Govt. Girls High Secondary School, Shuja Abad Multan (R) 

3 Govt. M.C. Girls High School, Boray Wala (R) 

4 Govt. Girls Higher Secondary School, DINA, Jhelum (R) 

5 Govt. Girls High School, Lundianwala, Faisalabad (R) 

6 Govt. Girls High School, M.B.Din Murala (R) 

7 Govt. Girls High School, GARH, Faisalabad (R) 

8 Govt. Girls High School, 91/Rb, Faisalabad (R) 

9 Govt. Girls High School, KIRTO, Sheikhupura (R) 

10 Govt. Girls High School, MANGHOT, Rawalpindi (R) 

11 Govt. Girls High School, Chack No. 5 FAIZ, Multan (R) 

12 Govt. Girls High School, Jemali Khusham (R) 

13 Govt. Girls High School, Lashari Sahiwal (R) 

14 Govt. Girls High School, Kot Muzafar, Vehari (R) 

15 Govt. Girls High School, 185/15/L Vehari (R) 

16 Govt. Girls High Secondary School, 39/G-B, Saliana (R) 

17 Govt. Girls Higher Secondary School, 39/G-B Faisalabad (R) 
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18 Govt. Girls Higher Secondary School, AUSIA, Murree (R) 

19 Govt. Girls High School, Kot Shair Muhammad M.B.D (R) 

20 Govt. Girls High School, Gulzar Jahger Kasur (R) 

21 Govt. Girls High school, Mir Kot Kasur (R) 

22 Govt. Girls High School, Rao Khanwala Kasur (R) 

23 Govt. Girls High School, Green Kot, Kasur (R) 

24 Govt. Girls High School, Khan Pur Sheikhupura (R) 

25 Govt. Girls High School, Muhammad Pura, Sheikhupura (R) 

26 Govt. Girls High School, ABDAL, Gujranwala (R) 

27 Govt. Girls High School, Aroop, Gujranwala (R) 

28 Govt. Girls High School, Seyari Narowal (R) 

29 Govt. Girls High School, Nipandi No. 6, Narowal (R) 

30 Govt. Girls High School, Doonga Gujrat (R) 

31 Govt. Girls High School, Resalpur, Hafiz Abad (R) 

32 Govt. Girls High School, Ran K Chatha Hafiz Abad (R) 

33 Govt. Girls High School, KHEWA, Jhang (R) 

34 Govt. Girls High School, Karli Jhang (R) 

35 Govt. Girls High School, Jand Chakwal (R) 

36 Govt. Girls High School, Neela Chakwal (R) 

37 Govt. Girls High School, Shahbaz Khel, Mianwali (R) 

38 Govt. Girls High School, Chakrala Mianwali (R) 

39 Govt. Girls High School, Joya Khushab (R) 

40 Govt. Girls Ahadi Kot Khushab (R)  
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41 Govt. Girls High School, Jandanwala Bhakkar (R) 

42 Govt. Girls High school, Behal, Bhakkar (R) 

43 Govt. Girls High School, Nabi Pur Bhawalpur (R) 

44 Govt. Girls High School, Mehrabwala Bhawalpur (R) 

45 Govt. Girls High School, 32/BC, Bhawalpur (R)  

46 Govt. Girls High School, 89/F, Bhawalpur (R) 

47 Govt. Girls High School, Thaal Hamza Rahim Yar Khan (R) 

48 Govt. Girls High School, 156/P, Rahim Yar Khan (R) 

49 Govt. Girls High School, Rajan Pur Rahim Yar Khan (R) 

50 Govt. Girls High School, Chachran Sharif Rahim Yar Khan (R) 

51 Govt. Girls High School, Jandwala Bahawalnagar (R) 

52 Govt. Girls High School, Hasal Saaro Bahawalnagar (R) 

53 Govt. Girls High School, Dajal Rajan Pur (R) 

54 Govt. Girls High School, Basti Cheena, Rajan Pur (R) 

55 Govt. Girls High School Muhammad Pur Rajan Pur (R) 

56 Govt. Girls High School, Seetpur Muzafar Ghar (R) 

57 Govt. Girls High School, Mirhazar Khan Muzafar Ghar (R) 

58 Govt. Girls High School, Dhannot Lodhran (R) 

59 Govt. Girls High School, Adam Wahan Lodhran (R) 

60 Govt. Girls High School, Basti Buzdar Dera Ghazi Khan (R) 

61 Govt. Girls High School, Daigah, Dera Ghazi Khan (R) 

62 Govt. Girls High School, Khokharwala Layyah (R) 

63 Govt. Girls High School, Choubara Layyah (R) 
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64 Govt. Girls High School, Jada (R) 

65 Govt. Girls High School, Khairpur Chakwal (R) 

66 Govt. Girls High School, Sohan, Jhelum (R) 

67 Govt. Girls Pari High School, Darveza, Jhelum (R) 

68 Govt. Girls High School, 109/SB, Sargodha (R) 

69 Govt. Girls High School, Chak Daula Narowal. (R)  

 

 

                                                                                                                 APPENDIX G 

Sr. #. Name & Address of Female Institutions (Urban) 

1 Govt. Girls M.C. High School, Block 26/27, Sargodha (U) 

2 Govt. Mukaram Girls High School, Sodi Wall, Lahore (U) 

3 Govt. Girls High School, Ghazi Abad, Lahore (U) 

4 Govt. Girls  High School, Chauburji Garden Lahore. (U) 

5 Govt. Girls High School, Kandiwal. Jhang (U) 

6 Govt. Girls High School, Rinala Khourd (U) 

7 Govt. Girls High School Dandot Chakwal. (U) 

8 Govt. Girls High School, Harrand Rajan Pur (U) 

9 Govt. Hakema Bibi Girls High School, Gujranwala  (U) 

10 Govt. Girls High School No. 2 Kamonki Gujranwala (U) 

11 Govt. Girls High School, Maqboola Pak Patan (U) 

12 Govt. Girls Model School, Daska Sialkot (U) 
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13 Govt. Girls High School, Raja Jung, Kosur (U) 

14 Govt. Girls Model school, Khaniwal (U) 

15 Govt. Girls High School, Multan (U) 

16 Govt. M.C. Girls High School, Wazir Abad (U) 

17 Govt. Girls High School, Gujranwala (U) 

18 Govt. Girls  Mandi Bhawal Din (U) 

19 Govt. Girls High School No. 1, Hafiz Abad (U) 

20 Govt. Girls High School Nara, (U) 

21 Govt. Girls High School, Hasilpur Mandi (U) 

22 Govt. Girls High School, Kmaleya, Toba Tek Singh (U) 

23 Govt. Girls High School, Labratory Kmaleya Toba Tek Singh (U) 
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