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ABSTRACT 

Teaching profession has to face multiple challenges as a teacher is to manage 

students, staff behaviors and the teacher also focus on the grooming of the student so that 

they get ready for the practical life. This requires the teachers to have innovative skills to 

manage these challenges in a better way. On the other hand a head teacher has the dual 

responsibility of administration and teaching. To perform his administrative duties in a 

better and effective way, he requires to be equipped with leadership as well as managerial 

skills. Managerial skill is a significant part of the head teacher's personality to deal his 

routine matters. The current study was to explore the relationship between transformational 

leadership style and innovative work behavior at secondary school level with main 

objectives i.e. to examine the determinants of TLS, examine the determinants of IWB, 

investigate the relationship between TLS and IWB of head teachers and teachers, compare 

the TLS and IWB of rural and urban head teachers, compare the TLS and IWB of male and 

female head teachers, compare the TLS and IWB of head teachers based on experience, 

highlight the barriers effecting transformation leadership style and IWB. The survey were 

conducted through a questionnaire (on a 5-point Likert scale) to meet the objectives. Multi-

stage sampling technique was used the sample size comprised 1504 teachers and 376 head 

teachers all over Punjab. The study's findings show that the idealized influence attributed, 

idealized influence behavioral and inspirational motivation are some of the main factors that 

help the head teachers adopt transformational leadership style. Whereas for teachers, the 

study suggests that the teachers should adopt IWB if they want the working environment 

more productive. Results have found that idea generation and idea promotion are the main 

factors while adopting IWB. The results indicate that TLS and IWB have a strong 



xix 

correlation. The researcher's main barrier is that the working environment of the public 

sector school is not supportive to those who want to take the initiative or work differently. 

The system itself is a hurdle for teachers and head teachers to suggest innovative ideas. The 

study is helpful for head teachers in the way that how they can adopt transformational 

leadership and which factors are essential while adopting transformational leadership style. 

The theoretical implication of the study suggests that more demographic factors can be 

included in the study for the in-depth analysis and understanding of the factors. In contrast, 

the study's practical implication discusses how our schools change their working 

environment to be more productive for our students in a better way.  
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1 

      CHAPTER 1 

1 INTRODUCTION 

 

A leader leads his or her followers wherever they want to go. A visionary leader 

leads people to places they don't necessarily want to go but must go (Hunt & Osborn, 1982). 

The TLS is excellent for fostering change, potential, determination, and innovation in 

educational institutions because such leaders are analytical, aggressive, effective, and result-

oriented, and they guide followers to a new set of behaviours (Slåtten, 2014). 

In terms of school leadership and administration, the head teachers‟ position as a 

transformational leader is critical in overcoming many current issues, increasing school 

capacity, boosting teachers' creative skills, and creating a more conducive atmosphere for 

teaching and learning. Effective head teacher leadership is also viewed as improving 

relationships with teachers for the benefit of the school. The whole educational process 

hinges on the development of excellent transformative leaders. TLS of school principals is a 

proven leadership characteristic in school performance and accomplishment, according to a 

large body of research (Veeriah, et al., 2017).  

For the development of the learners in educational institutions, the head of the 

institution and its staff play a significant role. The nations of the world are more focusing on 

developing their new generation because the nation's progress is in the hands of its coming 

generation. As a leader, head teachers of the institution influences the behavior of the staff, 

and they have the desire to play an influential role. There is a lack of innovation and 

creativity skills among the students in Pakistan because the head teachers have not enough 

TLS qualities to motivate the teacher for innovative skills (Afsar, et al., 2019). If the head 

teachers have strong TLS qualities, they can develop innovative skill in teachers, leading to 
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students' innovative and creative skills. Transformational leader modifies the behaviors, 

values, and objectives of his/her staff towards institutional goals. A critical factor that affects 

institutional output like motivation, morality, and employee satisfaction is leadership. It is a 

process to achieve the objectives to influence the followers' behavior (Bushra, et al., 2011). 

Heads and teachers have a critical role in developing and sustaining excellent 

learning to meet the difficulties of teaching in the twenty-first century. The fast change in 

social, economic, and technological factors made managing educational institutions 

challenging. Teachers with sufficient knowledge and creative conduct are required to offer 

high-quality education (Paracha et al., 2012). IWB has been described as a complex and 

dynamic phenomena that includes creativity. The creation of the IWB has been widely 

acknowledged in the area of education, especially in terms of promoting information 

technology and e-practices. As a result, launching IWB in the education sector is critical 

since leadership is critical in promoting these habits in a company (Khan, et al., 2020). 

Innovations work behaviors of teachers have much influence on students learning 

outcomes. Innovative behavior is an action to develop or produce ideas to increase 

performance (Miller & Miller, 2020). Researches show that innovative behavior introduces 

new ideas and implements that idea (Sethibe & Steyn, 2015). To fulfill today's and 

tomorrows educational requirements, all instructors must use innovative teaching methods. 

All intellectual activities, technical skills, leadership abilities, and support for different 

activities must be integrated by school administration (Sinha, 2013). However, how creative 

ideas are created is more essential than creativity (Kao, 2017). Several studies describe four 

components model of innovative behavior that how individuals are innovative and 

implement new ideas. Such components are opportunity exploration, idea generation, 

supporting the idea and implementation (Sikorska-Simmons, 2008). Researches point out 
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that teamwork and cooperation increase innovation. Innovation is complex for an individual 

to be forged alone (Afsar, et al., 2019).  

1.1  Background of Study 

 Leadership is the ability to acknowledge and make use of inherent skills as well as to 

influence the team's inner strengths to reach the objectives. The method, answer key, and 

leadership formula don't come in one-size-fits-all." When it comes to leadership, you must 

be humble and true in your expression of your unique personality so you can improve 

whatever environment (Metcalf & Benn, 2013). 

Leadership supports those who work for them by providing them with the 

instruments they need to succeed. Workers should anticipate the client rather than looking 

back over their shoulders. It also includes genuine appreciation for what goes well, as well 

as early and quick accountability when things go wrong. A team is given the vision and 

motivation through effective leadership. They therefore work together to achieve the same 

goal, then understand the talents and talents of each member and motivate each individual to 

help achieve the group's aims (Algheband, 2001). 

A new leadership approach that focuses on how leaders can create valuable and 

positive change in their followers is TLS. The concept of TLS was first by Burns while 

studying political leadership. Now, this term is also used in studying institutions. Burns 

discussed two leadership styles, i.e., transactional and transformational. TLS has significant 

effects on innovation at individual and institutional levels (Schein, 1983). At the individual 

level, hierarchical level linear modeling shows a positive relationship between the 

employees' TLS and creativity. Moreover, TLS enhances the ingenuity of workers through 

empowerment (Schafer, 1999). 
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The leadership may have an entirely unique set of skills in education institutions. 

This is mainly because institutions have unique social goals (Algheband, 2001). 

Furthermore, colleges in particular have an important role to play in building future 

knowledge among leaders and employees. Therefore, a positive, motivated and empowered 

intellectual staff capable of carrying out their diverse responsibilities must be found 

(Cheruiyot, 2003). 

Cheruiyot (2003) explain that the worth of institutions has frequently been 

considered to be as excellent as the head of their institutions. Sergon (2005) shows that the 

performance of a school relies on its instructors. The leader gets done and is logical, 

encouraging, directing, expressing and listening. For head teachers to succeed in their 

profession, these features are important. The institution's management is comparable to 

navigating a ship in unrestricted seas. 

According to Avolio and Bass (2002), the primary goal of educational leadership is 

to make good changes in the educational process. The leader is responsible for organizing 

educational activities in schools in order to achieve these objectives. The whole country 

considers education to be vitally important (Rue & Byars, 2000). Leadership in education 

has a key role in organizing teaching and learning, providing all students with excellent 

training. The education experts believe the leader to be a driver and source of organizational 

and educational growth for kids (Mirkamali, 1995). 

The performance of the institutions relies largely on managers and their conduct of 

leadership. The management conduct of managers affects school discipline and innovation. 

The IWB covers and covers the whole organization, the promotion of new goods in research 

and development. Innovation is related to change, creation and new ideas for society, 
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country, globe and industry, according to Patterson et al. (2009). Today, all contemporary 

organizations, due to globalization, confront multi-cultural and future difficulties and 

problems. In the present global rivalry and advances in the current fight, IWB is essential for 

all organizations. IWB is widely acknowledged by successful leadership in contemporary 

organizations. They nurture and develop an innovative working culture in order to acquire 

new information, skills and technologies (Jung et al., 2003). 

Teaching concepts that have an extra function in workplace conduct may be shown 

through learning experiences. The promotion of ideas is associated with circumstances in 

which instructors have a responsibility to develop new ideas. Teachers thus require 

expertise, ability and techniques to promote ideas for designing and delivering lessons, for 

example by identifying organizers who might influence new teaching methods and upgraded 

curricula. Finally, in order to carry out original ideas, implementation refers to the 

innovation process. Innovative teaching enables instructors to engage students and enhance 

the capacity of students to learn, to understand and to meet the varied requirements of their 

students (Shao, 2019). 

Teachers highlight that creativity is the learning process. Innovation is never a lonely 

process. IWB is finding out by interacting with other people; mainly, it depends on leaders 

to provide resources, information, and support to innovate. A positive relationship is found 

by various scholars between leaders and employees (Sekaran, 1983).  

The scholars point out that leaders are the driving force behind individual innovation. 

This implies that innovation-boosting leadership can enhance the IWB of employees. 

However, the strong relationship between the leader and IWB would only be possible if the 

employees perceive that their IWB will benefit their work (Schweitzer, 2014). The study 
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shows that TLS positively correlates with creativity on an institutional level, and TLS is 

more likely to arise in collectives' culture than Western individualistic culture (Chung & Li, 

2021). 

Various researches have been conducted TLS and IWB are primarily carried out in 

first world countries and focused on service, industrial sectors, and manufacturing 

(Schweitzer, 2014). Researches also indicate that the demographic characteristics of the 

respondents are also crucial while assessing their leadership (Ndubisi et al., 2003). 

According to Alger (2008), a study on the topic "Examining demographic variables with 

TLS" indicates that gender and location of individuals and groups significantly impact 

leadership behaviors. 

Since the late 1980s, the term TLS appeared with great frequency but usually most 

commonly was seen among schools where they were reconstructing their challenges through 

their leadership, for the most part, number of version of decentralization and site-based 

management. In the recent focus of productivity in response to the centrally-driven, huge 

reform initiatives that have dominated education in industrialized nations across the globe 

for the last decade (Ramsden, 1998). Several studies indicate that collectivist leadership has 

a greater impact than individualists. Some people's inner drive broadened the impact of TLS 

on follower imagination. The creative activity of motivated individuals is more likely to be 

shown by their psychological strength (Pundt, 2015). Like many other leadership styles, the 

top school practices a TLS to influence their teachers and significant top-down improvement 

(Pettigrew, 1979). 

Andriani, et al. (2018) describe that the head teachers leadership style is essential in 

enhancing the confidence of his staff; it motivates the teachers to perform better and 
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strengthens their ideas to take the initiative. If the head teacher adopts a TLS, then the staff 

considers him a role model. 

Pakistan has numerous difficulties with the education system as a development 

nation, including a highly traditional style of teaching, heavy bureaucracy and inadequate 

education funding. In order to enhance its entire education system, it is not only creating 

educational policies and visions but also part of the country's growth strategy. The role and 

effect of educational leaders on education systems in developing nations, particularly 

Pakistan, has hardly been described (Afsar, et al., 2019). 

Pakistan's cultural sense reflects a high distance to influence and a deep tradition of 

avoidance of ambiguity. National value systems tend to affect the institutional value systems 

that decide how individuals and groups are incorporated into an organization (Paracha, et al., 

2012). This contextual analysis has sparked the need to analyze leadership in multiple 

cultural contexts. This recognition has also prompted researchers to investigate leadership 

practices in developed countries and underpins the explanation for this study focusing on 

Pakistan. From the above discussion, the researcher has found that TLS has related to IWB. 

Therefore, this study is conducted to determine the relationship between TLS and IWB 

among head teachers and teachers, respectively, among Punjab's public secondary schools. 

1.2  Statement of the Problem 

The teaching field is filled with challenges such as management of heterogeneous 

behaviors, catering to each student's needs within a specific time, and making the students 

ready for future challenges. So these require the skill among teachers to deal all these and 

such problems with new ways better than earlier. Innovation is a part of a teacher's work.  

Earlier research was conducted to test the relationship between IWB and leadership in the IT 



8 

industry (Nordin, 2012). During another research, the connection between TLS and IWB 

between nursing personnel was measured (Afsar & Masood, 2017). Many experts such as 

Mumford et al. (2002), Mumford and Licuanan (2004), Jung, et al. (2003), highlight the 

impact of leadership on innovations. The only factor which motivates employees for 

innovation is leadership (Malone, 2004; Wilson-Evered, et al., 2004).   

According to Hughes et al., (2018) there are a number of factors which can enhance 

the strength of any educational institutions such as t motivation, positive behavior, and 

leadership.  Islam et al. (2012) described sufficient head teachers are not available in 

institutions and most them have non cooperative behavior that‟s why stressful situation 

creates among teachers and they do not perform duty with full dedications.  Ezzad (2018) 

stated that poor job performance of teachers is due to the poor head teacher leadership style 

in Punjab 

The importance of IWB within organizations has been checked and studied in 

several studies, which showed the significance of effective leadership style as a potential 

predictor of IWB. In contrast, studies related to the education sector in general and public 

schools of Pakistan are minimal. Therefore, although the researchers have found a 

significant relation of leadership styles with IWB (Torlak & Kuzey, 2019), a comprehensive 

explanation of TLS and IWB is still unclear. To address this issue, the researcher conducted 

a study to determine the relationship between TLS and IWB of head teachers and teachers of 

public secondary schools. Therefore, the researcher built a theoretical framework having 

determinants of TLS and IWB to clarify the relation between the variables and their 

determinants. 
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1.3  Objectives of the Research 

 The objectives of the study are planned as under: 

1. To examine the determinants of TLS of the head teacher.  

2. To examine the determinants of IWB of teachers. 

3. To investigate the relationship between TLS and IWB of head teachers and teachers 

of secondary schools (Punjab). 

4. To compare the TLS of rural and urban head teachers at secondary schools.  

5. To compare the IWB of rural and urban teachers at secondary schools.  

6. To compare the TLS of male and female head teachers at secondary schools.  

7. To compare the IWB of male and female teachers at secondary schools.  

8. To compare the TLS of head teachers at secondary schools based on experience.  

9. To compare the IWB of teachers at secondary schools based on experience. 

10. To highlight the barriers affecting TLS and IWB. 

1.4  Research Questions 

1. What are the most influencing factors in TLS? 

2. What are the most influencing factors in IWB? 

3. Whether TLS and IWB of teacher and head teachers of secondary schools of Punjab 

are correlated? 

4. Whether TLS vary with the change in the geographical area of head teachers? 

5. Whether IWB vary with the change in the geographical area of teachers? 

6. Whether TLS vary with the change in gender of head teachers? 

7. Whether IWB vary with the change in gender of teachers? 

8. Whether TLS vary with the experiences of head teachers? 
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9. Whether IWB vary with the experiences of teachers? 

10. What are the barriers for head teachers and teachers in adopting TLS and IWB, 

respectively? 

1.5  Significance of the Study 

The research is beneficial to students since they are the study's ultimate beneficiaries. 

They are the victims of leadership since the pupils immediately influence the teacher or 

communicator's style. The study is vital for teachers. The material produced in the light of 

findings would help the teachers evaluate themselves concerning the leadership skills and 

IWB. To know the real meaning of innovation, it must be cleared that the production of new 

products or services is innovation, but introducing new processes or practices is also 

innovation.  

For head teachers, the study is vital concerning the most and least important factors 

while implementing TLS. This study helps head teachers because this study will provide the 

ways to bring innovation through TLS and the factors that can bring innovation. For 

researchers, this study will provide a direction to research in the IWB of school teachers. 

The study would also be helpful for researchers as they can find the factors which lead 

towards IWB and TLS. The study would also be beneficial for the policy makers. This study 

will provide insights into how TLS can be included in the overall processes.  

1.6  Delimitations of the Study 

 Delimitations are the qualities that are chosen by the investigator to categories the 

study limits. The researcher makes deliberate exclusionary and inclusionary choices about 

the sample, taking into account variables examined, geographic location, instruments, 

theoretical views, and generalizability, among other factors (Yunita, 2015). The research is 
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focused on Punjab's public secondary schools. Such as, it required a significant amount of 

time and money. As a result, the research was restricted to the nine districts of Punjab (one 

core district for each Division). The study was further delimited to the following: 

1. Only public, Secondary Schools of Punjab. 

2. Only head teachers of Secondary Schools of Punjab. 

3. Only teachers of Secondary Schools of Punjab. 

1.7  Limitations of Study 

Despite a considerable sample size, the study has some limitations which cannot be 

avoided, and the following are the limitations of the following study; 

1. Time constraints, e.g., the researcher has limited time for the completion of the 

research; therefore, the sample was restricted to the divisional districts of Punjab.  

2. Another limitation of the study was that not all the respondents fill the questionnaire 

honestly. Instead, most of them fill out the questionnaire in haste, which may affect 

the reliability of the study results. 

1.8  Operational Definition 

1.8.1 Transformational Leadership Style 

A leadership viewpoint describes how leaders inspire workers to strive towards a 

vision for the institution or work unit by developing, articulating, and modelling that goal. 

TLS is conveying the vision to the teachers via the head teachers in this research. 

1.8.2 Innovative Work Behavior 

The IWB is the behavior of teacher providing innovation potentially benefiting the 

school/institute. 
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1.8.3 Head teacher 

Head teacher refers to the person who is Incharge of public school.  

1.8.4 Teacher 

Teacher refers to all those teachers who are appointed and working as regular staff in 

public schools. 

1.8.5 Secondary School 

Secondary schools refer to the schools where matriculation classes are taught. 

1.8.6 Public School 

Public school refers to those schools where all administrative and operational affairs 

are under government control.  

1.8.7 Gender 

 With regards to gender, in this study we have taken male and females servicing the 

public sector secondary schools of Punjab.  

1.8.8 Geographical Area 

 The geographical area of the study includes the rural and urban secondary schools at 

tehsils level of all the districts/divisions of Punjab.  

1.8.9 Experience 

 Experience means the working/professional experience of teachers and head teachers 

of secondary school of Punjab.  

1.8.10 Barriers 

 Barriers relates to the issues/hurdles while implementing TLS (for head teachers) and 

it also refers to the problems in adopting IWB in teachers.  
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1.9 Conceptual Definition 

Variable Definition Author 

Leadership Leadership can be defined as a person who 

can lead other people to achieve a goal based 

on their particular abilities. 

McCall (1986) 

TLS (TLS) Transformational leadership is a process that 

"helps leaders and followers raise each other 

to a higher level of morale and motivation." 

(Burns,1978) 

 

IWB (IWB) The implementation and adaptation of new 

concepts, goods, methods, and procedures to a 

person's job function, work unit, or 

organization are referred to as innovative 

activities. In addition, individuals or groups of 

individuals inside an institution may engage 

in innovative actions. 

(Yung, & 

Marguardt, 2021) 

 

1.10  Summary 

 The study is conducted to find out the relationship between TLS and IWB among 

head teachers and teachers of Punjab's public secondary schools. First, the chapter gives a 

detailed introduction and background of the topic. Later on, the problem statement and 

objectives of the study are discussed to address the core issue. The significance of the study 

highlights the importance of the study for the students, researchers, teachers, head teachers, 

and policy makers. 
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CHAPTER 2 

LITERATURE REVIEW 

The role of the school head is critical. As a teacher, a school head has various 

leadership roles in managing his staff. Heads plan specific goals based on the vision and 

then define the strategy to achieve the overall goal of their school. This section discusses the 

research that has been done on leadership in general and on TLS in particular. This section 

also discusses the studies of IWB and the factors that are important for examining IWB. 

2.1  Leadership 

The various researchers also cite an earlier study on leadership and definitions. 

According to McCall (1986), leadership can be defined as leading other people to achieve a 

goal based on their particular abilities. Good leadership is essential to the success of an 

institution. He defined leadership as the action of people who influence the common goal. It 

is important to note that no particular type of organization is mentioned in this definition. In 

an institutional context, leadership is defined as the social influence on technology through 

which the boss voluntarily seeks employees' participation to achieve the class's goals 

(Bryman, 2007). The best-shared assumption in this definition and most definitions is that 

management has a social effect on technology, where a man or woman deliberately 

influences others, activities, and relationships within a group or groups (DeJong & 

DenHartog, 2007). However, controversies persist over the definition of whether 

management plays a specialized role or has a social impact (Matthew, et al., 1994). 

2.2  Leadership: A Working Definition of Leadership 

Leadership is described as a person's ability to persuade others to accomplish 

specified institutional or group objectives. A power structure with a pacemaker that alters 
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the movement or attitudes of various institutions, people, or subordinates is generally 

referred to as leadership. Leadership entails the use of training effects for a particular 

purpose, such as achieving the stated institutional or group objectives (Bodla, 2010). 

2.3  Leadership and Followership 

The interaction between leaders and followers is critical in the institutional 

environment for maximum performance. The following indicators characterize an effective 

collaborative organization: When the mix of leadership strength and loyalty is coupled at the 

proper levels of the organization, collaboration functions successfully to carry out the 

institution's goal (Aktas, 2015). 

2.3.1 Relationship between Follower and Leaders   

 According to the experts, the more specific it is, the easier it will be for followers 

and leaders to achieve it. The main direction and instructor follow-up have a complimentary 

connection. Both high-quality followers and leadership are required for a successful 

company. The active engagement of stakeholders is a feature of both (Lynd, 2007). Another 

researcher distinguishes between leaders and followers in his eBook, Morale Management: 

Addressing the Heart of School Development in this Way: Followers are purposeful, 

resourceful, and prophetic individuals. What is the purpose of the university? They can 

develop into beliefs about teaching and learning and the principles and criteria (Lumpkin & 

Dess, 1996). 

In other words, monitoring necessitates a solid emotional attachment to a set of ideas. 

The promise of improved learning opportunities for children is contingent on effective 

school organization change how leadership affects behavior, interpersonal connections, and 

performance: Employees' goals are achieved via leadership. One of the most talked-about, 
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researched, and written management subjects are leadership. According to academics and 

professionals alike, leadership is the most important problem for everyone involved in 

institutional behavior or human interactions. Recruiters frequently lack interpersonal and 

leadership qualities in applicants, although leadership abilities may be taught. A strong 

leader is required. Leadership qualities are essential for everyone in schools, not just 

managers, with today's emphasis on teamwork. Even if it does not always work, leadership 

can make a difference in performance. Employee failure is caused by poor leadership, and 

bad managers can undermine staff. TLS has been proven to have a favorable impact on 

performance. Outstanding leaders are known for instilling in others a sense of dedication, 

self-discipline, and high performance (Lowe, et al., 1996). 

2.4  Leadership Style 

The leadership model represents a well-known person's conduct when attempting to 

govern the activities of others, as seen through the eyes of those individuals. It can differ 

significantly from the leader's view, which the researcher refers to as "confidence in style." 

Comparing one's perspective of leadership models to others may be helpful, primarily 

because one's opinion of oneself reflects or does not reflect an authentic leadership style, 

depending on how close one's perceptions of themselves are (Liang, et al., 2017). 

2.5  Traits and Leadership 

 As Aristotle did centuries ago, many people still think that some people are marked 

for submission and others for dominance based on their birth time. People are born with 

traits that make them leaders, according to Aristotle (Lee, 2008). The so-called 

characteristics approach was taken out of the belief that essential variables in defining 

leadership are inherited. 
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2.5.1 Personality Traits 

 Personality characteristics are generally stable. Characteristic of personality linked to 

good leadership are lengthy (Laleka, 2019). 

1. Organizational CEOs who are self-assured set lofty goals for themselves and their 

employees, try difficult jobs, and persevere in the face of setbacks and 

disappointments. 

2. In stressful situations, stress-tolerant CEOs are more likely to make practical 

judgments, remain calm, and give decisive direction to subordinates. 

3. Emotionally mature managers are aware of their strengths and limitations and work 

to better themselves. 

4. Integrity refers to a leader' s actions being in line with set principles and honest, 

ethical, accountable, and trustworthy. 

2.5.2 Motivational Traits 

 Motivation is a set of energy elements that arise from both inside and outside a 

person to begin and determine the shape, direction, depth, and length of work-related 

behavior. According to a fundamental concept, motivational factors, , play a significant role 

in explaining the choice of action and its efficacy. Leaders who are highly motivated are 

more likely to succeed than those who have low expectations, moderate aspirations, and a 

low sense of self-efficacy. Four motivational traits are essential to managers, according to 

the research of numerous academics. That is, requirements for tasks, interpersonal 

connections and power, success-oriented, and high expectations (Lai, 2014). 
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2.6  Skills 

The ability to leave a profession is an essential but frequently ignored aspect of 

teaching. It would take a long time to compile a list of the command's leaders' needs in order 

to address problems and propel their schools forward. On the other hand, different systems 

divide the vast array of abilities into a limited number of categories. According to one 

contemporary paradigm, successful leadership requires problem-solving skills, social 

judgment abilities, and knowledge (Krishnan, 2004). Northouse (2007) identifies three types 

of essential talents that are connected with influential leaders. Technical, interpersonal, and 

intellectual skills, for example. 

2.7  Qualities for Leadership 

Instead of being instrumental, we humans can ponder and make decisions (Saul & 

Seidel, 2011). The study addressed the following points: 

2.7.1 Reason 

The reason is thinking and reasoning, not the instrumental thinking that has harmed 

Western educators (Konovsky, et al., 1990). 

2.7.2 Ethics 

The reason was against ethics that require you to live for the existence of others, not 

just one. When ethics reaches its extreme form, it replaces normal behavior that is not 

balanced by logic and common sense (Kiggundu, et al., 1983). 

2.7.3 Imagination 

It is good to think of a "realistic" nature because it maximizes all qualities together. It 

guards against inappropriate conclusions "just because you feel you are jumping back into 
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more significant uncertainty. Imagination is the most critical pressure for development 

because it is an inconclusive mindset (June, et al., 2014). 

2.7.4 Intuition 

Intuition is the imagination in action. Everyone has this better intuition, but often 

they no longer believe in their instincts. Successful leaders, on the other hand, typically have 

an innate ability to make the greatest decisions at the appropriate moment. Memory allows 

you to create well-balanced ideas and actions. The researcher then understands the 

background, thoughts, questions, and instructions. The platform from which the researcher 

raises a concept - without memory, there is a void - propaganda develops in a gap. Any 

character aspiring to a leadership role has these qualities. Few control programs attempt to 

increase all of these capacities (Khalili, 2016). 

2.7.5 Memory and Common Sense 

Common sense guides us to personal interest through shared knowledge that believes 

that its entirety is unique, distinguishing the human soul from shared expertise and 

overcoming or from the truth. Neglect and control can unbalance common sense (Khalifa & 

Ayoubi, 2015). 

2.8  Leadership and Power 

All groups control participants, However, control is more important in informal 

groups, because power is at the heart of institutional control. The ability to persuade people 

to do what you desire is the traditional definition of power. The ability for an actor to do 

whatever he or she wants in a social situation, regardless of opposition. The researcher looks 

at lawful authority types before moving on to illicit types (Kark, et al., 2003). 
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2.8.1 Authority 

"The ability or privilege to deliver instructions and demand compliance to a person 

or group in charge in a political or administrative region," according to the Oxford English 

Dictionary (2001). Many student-teacher, teacher-administrator, and child-supervisor 

interactions are built based on authority. In contrast to other forms of influence or power, 

administration requires the subordinate to put his or her fundamental personal abilities on 

hold to pick between choices based on the formal requirements for getting an order or a 

grade. According to his definition, when a collection of beliefs (norms) at an educational 

institution legitimizes the use of power as legitimate and essential, this is known as 

authority. Weber distinguishes three types of power: charismatic, conventional, and legal 

(Kao, 2017). 

The loyalty to an outstanding individual who is a leader based on his or her trust or 

an exemplary characteristic is the foundation of charismatic authority. Charismatic power is 

often illogical, emotive, or emotional, and it is highly reliant on the leader's attributes and 

features (Jung, et al., 2008). Traditional authority stems from a long-standing belief in the 

sacredness of those who have previously held positions of power. Obedience is owed to a 

legally recognized authority, and the person in charge inherits the customary jurisdiction. 

Because their parents and grandparents did so before them, students may accept the 

position's authority and follow the teacher (Jung et al., 2008). Enacted laws provide legal 

power, which can be altered through officially proper methods. Obedience is due to the laws 

that determine who must obey and to what degree. It is not owed to a person or a position. 

As a consequence, the legal power of the office is restricted to the legal authority assigned to 

it Depending on the source of power legitimacy, authority relations are either formal or 

informal (Jung & Yammarino, 2001). 
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2.8.2 Formal Authority 

It has its origins in the organization and is legally protected by the location, rules, 

and laws. Employees accept the authority relationship when they join the company because 

they receive orders from their superiors within specific parameters (Jung, et al., 2003). 

Another useful source of control stemming from conduct and personal traits is informal 

authority. Some institutional members gain the devotion and support of their peers 

regardless of their formal status. These unwritten rules underpin and justify their dominance 

and give unofficial authority (Jung, 2000). 

2.8.3 Sources of Power 

Not all authority is real, and not all power is lawful. Force may be used by 

individuals, groups, or organizations. For example, a department or organization may have 

the capacity, implying that it has the ability to influence the behaviour of others, especially 

personal or financial decisions. A person's strength also refers to their capacity to convince 

others to follow their orders or suggestions (June, et al., 2014). 

(a).      Power and Politics 

Power and politics are essential concerns for all rulers. The capacity to influence 

people is referred to as power. Because authority is transferred by higher leadership, power 

is distinct from the administration. Politics is the study of how rulers obtain and use power. 

Politics is as ancient as civilization, but contemporary institutions provide an ideal 

environment for it to thrive. Leaders must have political skills, and those who lack them will 

find it difficult to ascend to the top of modern organizations (Jones, 2013). The many kinds 

of institutional power are described in the following sections. 
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(b).      Legitimate Power 

The leader acquires formal power once the organization's authority is acknowledged. 

It is drawn from the rules of the organization. It confers resource sovereignty as well as the 

power to reward and punish individuals. People are given this power because they think it is 

acceptable and essential for society's order and area to be maintained. For example, parents, 

teachers, managers, police officers, and others have legitimate power only if their positions 

acknowledge their authority (Jaskyte, 2004). 

(c).      Charismatic Power 

Each leader, in my opinion, has charismatic power. It is the desire of one person to 

admire another or the force of attraction or devotion. Employees are attracted to and retained 

by managers who have a personal rather than public charisma, a feeling of trust, and a sense 

of purpose (Jaskyte, 2004). People are compelled to do it by their emotions. By associating 

with a leader, a subordinate feels good about him or her. This power assists the subordinate 

in comprehending and appreciating the leader to the point that they can comprehend and 

fulfill the leader's demands. (James, et al., 1984). 

(d).       Expert Power 

The information gathered by the researcher is based on expert knowledge. It is the 

power of specific information and abilities that are required to do the task. Professional 

competency is determined by a person's professional skill or expertise. Your trustworthiness 

grows. You can persuade others to trust your conclusions and judgments (Ismail et al., 

2009). 
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(e).      Reward Power 

The authority of reward is the source of its strength. It stems from the capacity to 

recognize and reward good conduct. The leader has the power to offer concrete benefits to 

the subordinate, such as promotions, free time, and devoted word assignments (Hussain, et 

al., 2017). Furthermore, the leader might provide psychological benefits to the subordinate, 

such as praise, admiration, appreciation, and acknowledgment (Hu, et al., 2013). 

(f).       Coercive Power 

Authority is the source of that power. It's the power to threaten or punish someone. 

Specific punishments, such as dismissal, demotion, or inferior rank, might be imposed by 

the leader. Criticism, avoidance, disapproval, and sarcastic comments about the subordinate 

are examples of psychological punishments. The power of reward might assist you to avoid 

doing something you don't want to do (Howell, et al., 2005). 

(g).       Political Power 

This power is generated from a group's collective support. It depends on a leader's 

ability to interact with people and social institutions in order to gain their trust and support. 

It may be found in any organization (Howell & Avolio, 1993). 

2.9  Leadership versus Management 

Frequently, the words "management" and "leadership" are used interchangeably. 

That, however, is not the case. However, leadership is not at all a component of 

management. Managers, for example, must plan and organize, but a leader's primary 

responsibility is to establish clear objectives. This implies that a good leader might also be a 

lousy manager. His poor preparation is leading his crew down the wrong path. 
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Similarly, a bad leader may be a good manager. Bringing about change in one or 

more people is what leadership entails (House & Aditya, 1997). A body that travels in one 

direction continues to move in that direction, according to physics. Unless there is 

instruction on overcoming inherent human indolence, the same law applies to human 

conduct (Harris, 2004). According to Kotter, the fundamental role of leaders is to define an 

organization's primary objective or mission and the strategy for attaining it. Although 

management and leadership are related, they are distinct ideas. To comprehend what 

direction is complete, it is critical to grasp the distinction between leadership and 

management. Bernard Bass, a leadership specialist, found that while leaders and managers 

both lead, the two tasks are not interchangeable. While leadership and management are 

similar, each requires a different set of actions or duties. Leaders are concerned with the 

interpersonal elements of a manager's job, while managers frequently undertake tasks 

relating to planning, research, organization, and control. Leaders motivate others, offer 

emotional support, and strive to unite personnel around a shared objective. Its leaders create 

an organization's vision and strategic plan. Managers are then in charge of putting the vision 

and strategic plan into action (Harris, 2004). The significant distinctions between leaders 

and managers are summarized here. 

2.9.1 Differences between Leaders and Managers 

Depending on the situation, the leadership and management roles may be clearly 

distinguished: Strategic development, he believes, is a critical role of leadership for change, 

while issue solving is a management function (Hardy et al., 2010). 
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2.10  Behavior and Leadership 

 The concept of leadership has traditionally been based on two types of leader 

behaviour: one concerned with people, interpersonal relationships, and organizational 

protection, and the other concerned with production, assignment fulfillment, and goal 

achievement. Other early leadership studies came to similar conclusions (Glaser, et al., 

1987). 

2.10.1 The Ohio State and Related Leadership Studies 

Perhaps the most well-known executive search inquiry for education administration 

students is the Leader Behavior Description Questionnaire (LBDQ), which started in the 

1940s at Ohio State University. The LBDQ has been created. Developed by Andrew Halpin 

and BJ Winner after being first proposed by John K. Hemphill and Alvin Coons in 1950. 

(1952). It assesses two critical aspects of leadership behavior: structure introduction and 

thoughtfulness. 

The basic structure contains each leadership behavior that characterizes the boss's 

connection with subordinates while also defining decision-making models, channels, and 

communication techniques (Ghadi, et al., 2013). Managerial behaviour that shows 

friendliness, acceptance as right with warmth, curiosity, and respect for the public between 

the leader and the people involved in the work organization is taken into account. The goal 

of the Ohio State studies was to identify behavioural differences between successful and 

ineffective leaders. Two different emergency leadership models were discovered by the 

researchers. One focused on workers and the other on work (Garca-Morales et al., 2006). 

The Ohio State Group established structural types of vision and initiation, and these 
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behavioral styles relate to them. The management expert summarized these research 

findings and stated that influential leaders (Garca-Morales, et al. 2008). 

1. They have relationships with workers that are supportive or employee-centered. 

2. Rather than using individual monitoring tactics, use collective surveillance. 

3. Set high-performance objectives (Gardner & Avolio, 1998). 

In the late 1930s, DurtLewin's Ronald Lippitt and Ralph White performed a look at 

Lowa University. Leisure clubs for 10-year-olds were developed in preliminary research. 

Each participant was assigned to one of three leadership styles: authoritarian, democratic, or 

laissez-faire (Fullwood, et al., 2013). The autocratic leader was barred from taking part. The 

chef tended to pay close attention to each individual when complimenting and criticizing, 

but he attempted to be courteous rather than obnoxious. The Democratic leader sparked the 

group's debate and decision-making, trying to be neutral in his or her praise or condemnation 

and being one of the organization's ghosts. The free-wheeling leader allowed the total group 

autonomy and refused to visit them (Fritz & Ibrahim, 2010). The boy's overwhelming 

preference for his Democratic leader was one apparent outcome of the trials. They admired 

the Democratic Party's leader because he never attempted to be the party's leader. The 

majority of the time, the youngsters preferred the laissez-faire leader over the authoritarian 

leader. However, the effects of different management styles on productivity are no longer 

being examined as thoroughly (Frazier, et al., 2004). 

2.11  Contingency Leadership Theory 

He coined the phrase "contingency theory of leader effectiveness" to describe the 

concept. A person's leadership style, according to Fiedler, is a constant reflection of their 

personality. Leaders do not alter their personalities (Fredler, 1964). Fiedler's contingency 
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leadership model is used to evaluate whether an individual's leadership style is transactional 

or relationship-oriented. as well as whether the situation fits the leader's approach. Fiedler 

proposes altering the likelihood of a match rather than the leader's demeanor (Folkestad & 

Gonzalez, 2010). In the 1960s, the most dominant leadership models were contingency 

methods. At their best, contingency techniques combine the following four sets of concepts: 

 Traits of leaders 

 Characteristics of the situation  

 Behaviors of the leader 

 Effectiveness of the leader  (Fiedler, 1964).  

2.12  Situations and Leadership 

Bossert et al. (1980) developed a contingency model to describe and explain 

principals' instructional leadership. According to their approach, personal and external 

environmental variables influence principals' management decisions, thus affecting school 

climate and instructional structure. 

2.13  Types of Leadership 

The practitioner describes the following types of leadership: 

2.13.1 Strategic Leadership 

For institutions to flourish effectively, strategic leadership is essential. Practicality 

and improvement have been crucial emphases for people in charge of institutions in 

numerous nations throughout the previous two decades. These focuses are situated against a 

centralized curriculum and assessment systems backdrop, with test results taking precedence 

(Fiedler, 1964). 
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It is not just a matter of spending more time preparing or creating more intricate 

plans to achieve the future perspective. Instead, it is an issue of altering one's perception of 

the approach. What matters is enhancing participation and, as a result, connecting current 

activity to the desired future. The strategic leader is responsible for instilling a sense of 

urgency and momentum in institutional learning, for thinking broadly and creatively, and for 

collaborating with others to consider how to utilize models to foster growth. Without a 

strategic school leader, it's impossible to see a school finding a way forward (Feng et al., 

2016). 

2.13.2 Invitational Leadership 

Leaders, like long-distance runners, don't want to run out of gas, go in the wrong 

direction, or encounter barriers they can't overcome. Both must cultivate a healthy heart, a 

self-disciplined intellect, and effective tactics. Both want to stay in the game for the long 

haul (Feng, et al., 2016). 

2.13.3 Pedagogical Leadership 

Head teachers in Pakistan's general public sector are hired and promoted based on 

their coaching rather than their leadership and management experience or degrees. As a 

result, prominent institutions operate without competent and trained principals (Farashahi & 

Hafsi, 2009). 

2.13.4 Servant – Leadership 

Servant - leadership is more of a management concept than a testable theory. Robert 

Greenleaf created the idea of servant leadership in 1970. Greenleaf believes that successful 

leaders serve others by prioritizing the needs of others, such as workers, customers, and the 
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community. Servant leadership emphasizes increasing service to others over self-interest 

(Eckel & Morphew, 2009). 

2.13.5 Instructional Leadership 

The position of the head teacher is often defined by bureaucratic, visionary, and 

entrepreneurial leadership, although others feel this is inadequate. Pedagogical leadership 

may be defined in a variety of ways. Some academics use the phrase "instructional 

leadership," while others prefer the term "structural leadership," assuming that institutions 

would improve if head instructors modify the institute's internal structural state 

(Durmusoglu, et al., 2018). Instructional leadership and transformational leadership are two 

types of leadership identified by researchers. The first is focused with top-down approaches 

to reforming institutions, individual leadership, and first-order transformation. The latter, on 

the other hand, is interested in bottom-up strategies, collaborative leadership, and second-

order transformation. Instructional leadership, on the other hand, is easier to show than TLS 

(Druskat, 1994). 

2.13.6 Ethical Leadership 

When it comes to educational leaders acting ethically, it's important to remember that 

there are many different ways to act ethically. As a human person, the most fundamental 

level of ethical enactment exists. For an academic leader, the second level of moral 

enactment is as a citizen-public servant. One of one's moral responsibilities as a citizen is to 

admire the public order. In preference to one's personal blessings or the advantage of one 

man or woman at the expense of others, one pursues the common goods (Drach-Zahavy & 

Somech, 2001). 
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2.13.7 Educational Leadership 

Since its establishment as an academic subject, the study of educational leadership 

has been a constant concern for educational administration. In the last two decades, 

leadership studies have acquired even more traction. Leadership was consistently believed to 

be one of the qualities of effective schools in the 1980s and 1990s school effectiveness 

research. The focus of this study was on school-level levers to enhance student outcomes, 

such as principal leadership techniques, rather than contextual and community influences on 

schools. Other school reform studies and efforts, as well as the literature on school 

development, have often highlighted leadership as a lever for change in both rich and 

developing countries (Domnguez-Escrig et al., 2019). 

2.14  Leadership, Management, and Headship 

 When considering the notion of school leadership, it's critical to comprehend what it 

implies in relation to the related ideas of management and headship or principal ship. While 

these ideas often overlap and should be connected in a teaching setting, it is beneficial to 

begin by defining conceptual distinctions (Den Hartog, et al., 1997). Though there are many 

different definitions of leadership, they all agree that leadership is exerting influence over 

others. As a result, unlike management, it can take place both outside and inside official 

institutions. Leadership may be applied at any level and on any activity within an 

organization. As a result, it is critical to understand that leadership in schools is not limited 

to a single role and may be identified and developed throughout the institution (De Jong & 

Den Hartog, 2007). A leadership perspective discusses how leaders influence companies by 

creating, articulating, and demonstrating a vision for the company and motivating people to 

work toward that goal (Conger, 1999). Charismatic leadership gives intellectual stimulation, 

individualized attention, and inspiring motivation.  
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2.15  Transformational Leadership 

 Several traits define transformational leaders. First and foremost, as already said, 

they exude charm. They provide the institute a clear vision and a feeling of purpose (Chung 

& Li, 2018). "If you as a leader can make an enticing fantasy appear like tomorrow's 

reality," as leadership researcher Jay Conger put it, "your followers will willingly choose to 

follow you." Transformational leaders instill in their followers' strong sentiments and a 

sense of self-identity. Leaders also assist in transforming their followers by teaching them 

and, in some instances, functioning as mentors. Followers of transformational leaders are 

encouraged to "do their own thing" (Choi, et al., 2016). TLS inspires others to go above and 

beyond what they had planned and frequently even beyond what they believed was possible. 

Leaders who set more significant goals for themselves and their teams are more likely to 

succeed (Cho, et al., 2019). Authentic transformational leaders help their followers reach a 

higher degree of moral maturity. They prepare their employees to be leaders. They expand 

and enlarge the horizons of the individuals they lead. They motivate their friends, 

coworkers, followers, customers, and even their bosses to choose the institution, 

organization, or society above their own personal interests. Transformational leaders work 

with each follower's feeling of self-worth in order to inspire them to give their all to the task 

at hand (Chatman & Cha, 2003). 

TLS is a set of skills that enables a leader to recognize the need for change, establish a 

vision for it, guide it, and effectively implement it. These executives work to shift their 

workers' attitudes and preconceptions to increase commitment to the institution's aims and 

goals. They prepare their subordinates so that they think beyond their interests. TLS is 

renowned for its audacity, trust in people, values-driven lifelong learning, capacity for 

dealing with uncertainty and complexity, visionary, charismatic, inspiring, intellectual 
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stimulation, and individual concern (Chang & Lee, 2007). TLS is a behavioural theory, since 

it is centred on the behaviour of exceptional leaders. The behaviours of great executives 

were studied in order to determine how they contributed to their businesses' success. TLS 

focuses only on senior executives (Castro, et al., 2008). 

2.15.1 The Origin of Transformational Leadership 

A book which claimed to provide fresh theories and research techniques of 

leadership was released by Burns (1978). It is entirely dependent on time. Burns argued, 

using examples of highly regarded public leaders, that these exceptional leaders did not, for 

the most part, base their influence on the change relationships critical to transactional 

leaders' influence techniques, which relied heavily on extrinsic reward manipulation and the 

exercise of positional power. Rather than that, transformational leaders appealed to their 

institutional colleagues' personal desires and beliefs, assessing and changing their goals and 

values in the public good (Bryman, 2007). Bass (1990), a well-known academic leadership 

theorist, was drawn to this transformative approach and began a series of empirical studies 

on its origin and effects, which culminated in a widely read book on leadership and 

performance beyond expectations. 

2.15.2 Elements of transformational Leadership 

TLS is described in a variety of ways, but the four components are the most 

important. These components include developing a vision strategy, conveying the vision, 

modelling the vision, and fostering commitment to the goal.  

(a).      Creating a Strategic Vision 

Transformative leaders are the dream brokers. They provide a strategic vision that 

links workers together and focuses on a superordinate institutional objective. They form a 
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realistic, appealing future. It is clear that the most important element of TLS is vision. 

Visions provide the motivating advantages of achieving objectives, but they are more than 

ordinary objectives. Future governments which bind workers and inspire them to work for 

them are convincing visions objectives (Bass, et al., 2003). 

(b).      Communicating the Vision 

If TLS is about strategic vision, then conveying that vision is the process. Employees 

benefit from transformational leaders because they convey meaning and emphasize the 

significance of the desired objective. Symbols, metaphors, testimonials, and other vehicles 

that go beyond mere words are also used by transformational leaders to bring their ideas to 

life. language  (Bass et al., 2003).  

2.15.3 Modeling the Vision 

Transformational leaders are consistent and dependable in their actions. Employees 

and other stakeholders are on the lookout for actions that represent values and an 

expectation, therefore modelling the vision is critical. Employee trust is partially influenced 

by the consistency of the person's words and deeds, which is greater the more persistent the 

leader's words and actions are. actions (Bass, 1990). 

2.15.4 Building Commitment to the Vision 

Employee commitment is required to turn a vision become reality. This commitment 

is developed in a variety of ways by transformational leaders. Their words, symbols, and 

tales inspire others to accept the vision as their own. By putting their ideas into action and 

staying on track, leaders demonstrate a can-do attitude. Their persistence and constancy 

exemplify honesty, trust, and dependability integrity (Bass, 1990).  
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2.15.5 Main Dimensions of Transformational Leadership Style 

The functions that a leader must undertake while working as a transformational 

leader are as follows. These are the TLS practices, or as we like to call them, important 

aspects. Scholars have created the most comprehensive TLS model for school organizations, 

it has been the topic of more than a dozen scientific studies. The model is composed of three 

distinct categories of leadership practices, each of which incorporates a range of 

supplementary tasks. However, these particular behaviours aren't quite comprehensive 

enough to be called 'prescriptions,' and this is on purpose for two reasons (Bass, 1985). First, 

regardless of overall leadership approach, particular school circumstances require judgments 

and adaptability on the part of leaders if they are to be effective. Second, judgments must be 

used to determine whether certain behaviours are acceptable. For example, one does not go 

about 'having high hopes' at every step. When modelling or discussing the most significant 

expectations, one searches for such opportunities (Bass, 1995).  

(a).       Setting Directions 

TLS's supporting body of employees is crucial in developing common 

understandings of the faculty and its operations, as well as the objectives that underpin a 

sense of motivation or vision (Barling, et al., 1996). People are motivated by objectives that 

they find personally appealing, as well as ones that are difficult yet achievable. Having such 

aspirations makes it easier for people to find meaning in their work and to identify 

themselves within the framework of their work. Such specific procedures as establishing and 

expressing a vision, promoting the attractiveness of company objectives, and setting 

excessive overall performance expectations are often cited as supporting set instructions. 

Monitoring institutional performance and fostering good communication also helped with 

visioning and organizing (Balwant, et al., 2019).  
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2.16  Vision 

Every organization, whether in sports, business, education, or other contexts, is 

founded by someone with an idea. Many individuals have ideas for new projects, but only a 

small percentage of those ideas become reality (Baker & Freeland, 1972). Often, the 

inspiration comes from a hazy desire to accomplish something that pushes ourselves and 

others. This idea must grow in intensity to the point where it is no longer a passing thought 

but something we want to achieve in order to succeed. This kind of thinking produces 

energy, which, if it is strong enough, will compel us to act. We've actualized the idea after 

we've established a vision for how we want the organization to appear, feel, and function. 

The idea then matures into a unique future vision, which is often referred to as a vision. 

Personal visions inspire collective visions. When a large number of individuals have 

personal ideas that partially match those of others, a common shared vision emerges that 

draws and inspires them. They are more inclined to devote their efforts to achieving the 

future they want. results (Avolio, et al., 1999). 

2.17  Developing People 

While clear and compelling institutional directives have a significant impact on 

members' work-related incentives, they are not the ideal circumstances in which to do so. 

Such rules also don't help members develop the skills they need to proceed successfully in 

those areas. The direct encounters organizational people have with those in leadership 

positions, as well as the institutional environment in which humans work, affect such 

abilities and motivations (As-Sadeq & Khoury, 2006). The capacity to participate in such 

activities is dependent on leaders' comprehension of what is required to enhance the quality 

of coaching and learning. While this skill is often referred to as "educational leadership," it 

is also considered to be a component of what is now known as "leaders' emotional 
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intelligence." Recent research indicates that such intelligence, as shown by a pacesetter's 

personal interest in and utilization of an employee's skills, raises levels of excitement and 

optimism, decreases dissatisfaction, transfers project experience, and, as a result, enhances 

overall performance (Aslam & Sadiq, 2014). More particular leadership techniques, such as 

giving intellectual stimulation, providing a personalized guide, and delivering the exact 

information, have a significant and beneficial impact on those direct studies (Ardichvili & 

Gasparishvili, 2001). 

2.18  Redesigning the Organization 

Transformational leaders create an environment in their institutions that supports and 

sustains the performance of administrators, teachers and students  (Antonakis, et al., 2003). 

This set of practices recognizes the significance of collective or organizational studying and 

the establishment of professional learning communities as critical components of teacher 

work and student learning. Such approaches rely on the purpose at the heart of institutional 

cultures and structures to make organizational members' lives easier. The adaptability of 

systems must match the evolving stage of the school's development schedule  (Amankwaa, 

et al., 2019). 

Specific practices commonly connected with this class incorporate fortifying 

Institutional culture, adjusting hierarchical structures to encourage culture-building, and 

making community cycles to guarantee participation in decision making. Likewise, this class 

of practices incorporates the progressing refinement of daily schedules and non-routine 

administrative cycles (Al-edenat, 2018). 
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2.19  Factors of Transformational Leadership Style  

TLS to show how a leader may have a beneficial impact on an individual's IWB. 

Ability to instill confidence and trust in workers to perform at a higher level, make changes, 

and work effectively in the association's best interests. Employees need leaders with 

competences and abilities in leading themselves, others, the company, and systems. While 

some employees are affected by their leaders or supervisors, their IWB may also be 

influenced by external work connections. People who have greater external interaction are 

more likely to conduct higher levels of IWB because they are exposed to a wider range of 

possibilities and can rapidly acquire assistance or resources to put a new idea into action. 

Numerous empirical studies, on the other hand, have shown a strong link between leaders 

and their followers (Sethibe & Steyn, 2015).  

TLS theory is backed up by almost three decades of research linking TLS to good 

performance outcomes at the individual, group, and organizational levels. It also reaffirmed 

the importance of studying followers in leadership studies. TLS was the first theory to 

emphasize morality and values in leadership, and it was the first to be created and verified. 

However, much of the theory's research is based on the multifactor leadership questionnaire, 

which has shown mixed findings. Senior-level executives have also been the subject of 

much research. TLS may also be utilized adversely by leaders who are “faking it.” In any 

case, TLS theory is a useful and frequently used method of learning and teaching (Sekaran, 

1983).  
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Figure 2.1. Theoretical Model of TLS (Almas, 2007) 

Transformational leaders undertake an extended-time period angle. Rather than 

focusing entirely on modern-day needs of their employees or followers, additionally they 

awareness on future needs; as opposed to being worried only with brief-term troubles and 

possibilities dealing with in organization, additionally they subject themselves with lengthy-

time period issues; instead of viewing more and intra organizational elements as discrete, 

they view them from a holistic perspective (Bass & Avolio, 1990). Following factors are:  
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2.19.1 Idealized Influence (Attributed) 

The role model is the leader. As a result, he becomes fashionable, trustworthy, and 

trusted among the workers, who want to follow in his footsteps. Employees praise their 

boss's exceptional skills, patience, and fortitude, and the boss is willing to take risks in order 

to accomplish institutional or personal goals while maintaining a high level of moral and 

ethical conduct (Yiing & Ahmad, 2009). Within the organization, idealized impact may be 

described in terms of knowledge production. The phrase "idealized influence" simply refers 

to having power over ideals. Leaders and their workers may devote themselves to the 

greatest moral goals at the highest degree of morality. The charismatic leadership style is the 

most successful trait-driven leadership style (Yao, et al., 2014). Individuals with the capacity 

to present information through their associations create knowledge systems. When an 

organization interacts with a broader social collective network that likewise needs 

ideological influence, social linkages are formed. By fostering favorable business 

conditions, leaders provide the foundation for success. Fostering objective openness and a 

developing culture are the best ways to get the most performance of data settings (Whittaker 

& Stapleton, 2006).  

The foundation for embracing dramatic and profound changes in the way individuals 

and organizations conduct their job is to build respect in followers. These leaders have 

strong convictions about important issues; They uphold higher ethical and moral standards, 

sharing risks in establishing and accomplishing objectives with followers; they put the needs 

of others before of their own; and they utilize authority to inspire people or organizations to 

accomplish their mission, vision, and cause, but never for personal gain. As a result, 

transformational leaders are well-known, respected, and trustworthy. Followers absorb 

knowledge from their leaders and are obliged to do so. Attempts to alter and refocus the 
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organization's purpose without such confidence and commitment to the leaders are likely to 

be met with fierce opposition. Leaders that transform their organizations and serve as role 

models for their followers have idealized influence. Idealized influence has been divided 

into two kinds in current model formulations. Idealized influence leaders were described as 

charismatic, sure, influential, and focused on high ideas and goals  (Whittaker & Stapleton, 

2006). 

2.19.2 Idealized Influence (Behavior) 

 This aspect of leadership requires outstanding leadership on the side of the leader. 

The leader acts as a role model for the rest of the group. The following pay attention to the 

leader and behave appropriately. Idealized Influence refers to the conduct of leaders who 

have a compelling personality (Walumbwa & Lawler, 2003). Their subordinates are drawn 

to them because of their captivating personalities and strive to imitate them. A 

transformative leader acts as a mentor to his or her subordinates, gaining followers who 

strive to imitate him or her. When a new choice is made, a leader who is a role model is 

unlikely to face opposition from his or her followers (Walumbwa, et al., 2004).  

 Shadraconis (2013) stated that in order for their followers to remain committed, 

leaders must give signals that promote dedication, respect, and loyalty on a regular basis. 

Furthermore, idealized leadership embodies the greatest levels of moral thinking and 

perspective-taking ability. These leaders are ready to put their personal interests aside for the 

benefit of their team. They establish high work behaviour standards and serve as role models 

for those norms. They gain confidence from their employees because they know they are 

striving for the greater good, and their sacrifices along the road demonstrate their constancy 

in their actions and beliefs. These are people that seek for the best in others first, and when it 
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isn't immediately apparent, they work to bring it out with concern for others. Leaders also 

take risks and share them with others (Vincent-Höper & Stein, 2019).  

 Leaders with idealized influence create an example for their people to follow. 

According to (Vecchio & Boatwright, 2002), when leaders are morally mature, those they 

lead exhibit better moral thinking. Genuine idealized influence leadership requires a moral 

basis built on fair ideals. Moral duties are based on a wider understanding of people as 

members of a society, as well as associated social norms and cultural values. Previous study 

has shown that all aspects of ethical leadership are substantially and positively related 

(Knippenberg & Hogg, 2003).  

 The connection between ethical leadership and employee outcomes was examined by 

scholars and institutional culture in their research on ethical leadership and discovered that, 

although idealized impact component effectively envisions ethical leadership, institutional 

culture does not. Effective leadership, particularly in the discipline of management, has 

resulted in a general outcome of trust in the leader (Tosi, et al., 2004).  

 Many studies have shown a link between idealized leadership and trust in the leader. 

Confidence in the leader was conceived as faith in and devotion to the leader, and there was 

a clear connection between idealized influence leadership and trust in the leader. Leaders 

can assist in the development of trust because they are dedicated to the goal and are 

motivated to create it. Trust in leaders is critical since it is one element that may influence 

performance. Furthermore, if their subordinates want to work together and are dedicated to 

the set objectives, they must have faith in their leaders (Torres, et al., 2017). Idealized-

influence leaders serve as a role model for high ethical conduct, instilling pride, respect, and 

trust in their followers. For the followers, the leaders serve as an ideal or role model with 
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whom they want to be associated. The qualities of idealized influence leaders are endearing, 

and their followers want to be associated with them (Tipu et al., 2012).  

 Because followers have "trust, adoration, loyalty, and respect" for the leader, leaders 

are effective at influencing them. Because of the latter's characteristics, followers are ready 

to put in more effort to accomplish goals (Tickle, et al., 2005). Idealized influence leaders 

inspire members of an organization to go beyond their own self-interests in order to 

accomplish a common goal. “A model of honesty and fairness, establishing clear objectives, 

having high expectations, encouraging people and giving support and recognition, rousing 

people's emotions and passions, and motivating people to go above their self-interests and 

strive for greater goals,” says the leader goals (Tayal et al., 2018).  

 When sharing risks with workers and demonstrating a high degree of ethical and 

moral behaviour, idealized influence leaders lead by example. Examining a leader's impact 

on followers' willingness to accept risks is one potential extension of the research. Risk is a 

kind of decision-making issue that deals with the uncertainty of a decision's result or the 

possibility of losses for the decision-maker and his or her organization (Sltten, 2014). 

Leaders with a lot of clout may motivate their followers to go beyond their comfort zones 

and risk personal resources for the sake of the company. It's also conceivable that 

transformational leaders offer followers with knowledge about the workplace and the 

organization's future that influences their risk assessments of their actions and choices. 

Idealized influence leaders urge their workers to take initiative by using novel ways to tasks 

and encouraging them to collaborate with institutional goals that improve institutional 

performance (Slappendel, 1996). 
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2.19.3 Inspirational Motivation 

Inspiring motivation is achieved via the use of both effective and communicative 

forms of influence. If you want to enhance group imagination and prescience, this behaviour 

demonstrates the importance of leaders establishing high expectations for employees, 

inspiring and motivating them via the provision of purpose and project (Sinha, 2013). 

Personal and institutional goals are aligned by inspirational managers, resulting in the 

achievement of institutional goals and an attractive approach to attaining individual goals. 

By giving a common purpose and a task to the workers, inspirational motivation is used to 

motivate and inspire them followers (Sikorska-Simmons, 2008).  

The leader provides purpose and challenge to the workers' job, motivating and 

inspiring them to do their best. In this respect, the leader creates team spirit, enthusiasm, and 

optimism in their followers by including them in a high-quality creative and prophetic of the 

future and by setting high standards for followers to fulfill (Shin & Zhou, 2003). A 

fundamental method to inspire motivation is to link individual needs to organizational 

requirements. By clearly articulating the organization's vision, mission, and strategic goals 

and fostering a strong sense of determination in employees, transformational leaders want to 

create a collaborative and dedicated culture (Sheard & Kakabadse, 2004). Inspirational 

motivation entails boldly and positively expressing the vision, as well as demonstrating 

energy and passion in order to make an attractive and compelling presentation (Shao, 2019).  

As a result, transformational leaders should act in a way that encourages and inspires 

their employees (Shamir, et al., 1993). It alters members' expectations by encouraging them 

to think that the organization's issues can be resolved (Shahin & Wright, 2004). 

Additionally, it is critical in creating a compelling vision that serves as the impetus for the 

development of institutional goals and operational procedures (Shahid, et al., 2020). Leader 
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actions that offer significance and challenge for followers are the primary source of 

inspirational motivation. Transformational leaders‟ energies their followers by presenting an 

appealing and bright future, stressing ambitious objectives, and generating idealized visions 

for the company, all while reassuring followers that the vision is achievable. As a 

consequence, team spirit, enthusiasm, optimism, goal commitment, and a shared vision 

develop and solidify inside the work group or organization.  

2.19.4 Intellectual Stimulation 

It deals with the issue of creativity. By questioning old ideas, traditions, and ideals, 

by re-framing issues and bringing fresh perspectives to old circumstances, transformational 

leaders inspire their people to be revolutionary and innovative. Transformational leaders 

encourage followers to think creatively, create new processes and programmes, and solve 

difficult issues; they encourage unlearning and the abandonment of old habits; and they 

avoid publicly condemning individual members for errors (Shafique, et al., 2019). Leaders 

insist on an open and continuous evaluation of everything, as well as complete openness to 

change. As a result, followers encourage their leaders to rethink their own viewpoints and 

preconceptions. Nothing is too excellent, too fixed, too political, or too bureaucratic to be 

contested, changed, or eliminated  (Ayoubi, 2015). 

Intellectual stimulation is a necessary component of TLS. Transformational leaders 

inspire others to question their own personal ideas and values, as well as the leader's, which 

may be obsolete or unsuitable for addressing contemporary issues, via intellectual 

stimulation (Puranam, et al., 2006). Employee loyalty to the company improves as a 

consequence of intellectual stimulation. This, in turn, has consequences for the company's 

ability to fulfil wishes based on the commitment and hard work of its employees (Pundt, 

2015).  
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Intellectual stimulation leaders argue for continuous re-examination of preconceived 

notions, for the exchange of other ways of thinking about issues, and for the use of 

comparison and metaphor. Transformational leaders continuously educate, demonstrate, but 

also encourage and acquire fresh and creative ideas for addressing problems from all 

institutional members by constantly seeking new information and intellectual stimulation 

(Prasad & Junni, 2016). Similarly, Prasad discovered that the TLS scale's intellectual 

stimulation component showed strong positive correlations with subordinates' additional 

effort. An intellectually stimulating leader, according to Avolio and Bass (2004), can 

"distinguish, understand, conceive, and communicate to their colleagues the possibilities and 

dangers confronting their company, as well as its strengths, weaknesses, and comparative 

advantages." Additionally, they stated that by empowering followers to seek intellectual 

solutions to problems, evaluate circumstances, and critically examine long-held 

beliefs/assumptions/values, transformational leaders were educating their followers to seek 

novel and creative solutions to conventional problems.  

Ishaq (2008) As mentioned before, an intellectual stimulation leader is one that 

encourages subordinates to be creative in addressing old issues in novel ways, fosters 

tolerance for apparently extreme views, and nurtures human beings to question their values 

and beliefs, as well as those of the business. At their core, leaders exist to solve issues. As 

leaders, our objective is to keep problems to a minimum, which requires us to be courageous 

enough to address them head-on before circumstances force us to do so. Transformational 

leaders have developed followers to seek innovative and creative solutions to traditional 

problems, transformational leaders have developed followers to critically question long-held 

beliefs/assumptions/values transformation leaders developed consumers. 
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Cheung and Wong (2011) indicated a wonderful marriage between intellectual 

stimulation leadership styles and employee innovation, which motivates and energizes 

employees to always seek new methods to do their tasks. Successful, high-growth company 

leaders understand that innovation is what drives growth (Podsakoff, et al., 1990). They 

believe that employees who share a persistent growth mentality and a love for problem 

solving are more likely to innovate. The ability of a business to recognize market 

opportunities and, as a result, to build a sustainable innovation organization is the bedrock of 

innovation. Leaders that promote intellectual stimulation inspire employees to think 

creatively, examine problems from many perspectives, and seek out new and better solutions 

to problems technology (Pillai, et al., 1999). 

Earlier study on intellectual stimulation management showed a strong correlation 

between intellectual stimulation leadership and staff performance and commitment. 

Managers who led with intellectual stimulation were more committed and relaxed. As a 

consequence, TLS was shown to be associated with improved institutional performance 

overall, higher staff motivation, and enhanced worker commitment, loyalty, and satisfaction. 

Researchers in Pakistan (Paracha, et al., 2012) looked at the link between intellectual 

stimulation, innovation, and SMEs' performance. This research discovered that intellectual 

stimulation may be utilized to foster creativity and improve SMEs' performance, as well as a 

significant positive connection between inventions and SMEs.   

Sltten (2014) showed intellectual stimulation was positively associated with the level 

of creativity of followers, based on a sample of employees and supervisors from 46 Korean 

companies. This research was conducted in Taiwan and focused only on 

telecommunications companies. Nordin (2012) looked at the link between intellectual 

stimulation, innovation, and the success of small businesses in Pakistan. Data was gathered 
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from 50 SMEs in Pakistan's Hatter (Haripur) industrial region. A total of 350 questionnaires 

were received, with 348 being valid for analysis, for a response rate of 70%. This connection 

was investigated using Pearson correlation and regression analysis. This research discovered 

that intellectual stimulation may be utilized as a technique to foster creativity and improve 

SMEs' performance, as well as a significant positive connection between inventions and 

SMEs' performance. This research is related to TLS in the sense that intellectual stimulation 

is a factor of TLS.  

Utami (2013) the researchers wanted to see whether intellectual stimulation may 

impact innovation, which is mediated through information exchange, and if innovation can 

help a company perform better. The concept was tested on 56 small and medium business 

owners in Tegal, Indonesia. Using the purposive sample method and the following criteria, 

the firm has a workforce of 5 to 100 employees working in the metal and equipment 

industries, excluding foreign-owned businesses. PLS (Partial Least Square) software 

analytic methods are utilized in this study. The end findings show that intellectual 

stimulation, experience sharing, and explicit knowledge sharing all have beneficial impacts; 

explicit knowledge sharing improves product innovation, and product innovation improves 

business.  

Although the exchange of experience has a beneficial effect on product development, 

it is small. According to this study, psychological barriers to the exchange of knowledge and 

experience of employees can be reduced through the intellectual stimulation of 

transformation leaders, in which case they serve as a model that can be repeated and 

replicated by subordinates or employees. The results of this study show that the use of TLS 

increases work performance. However, this work was carried out in Indonesia and the unit 

of analysis was small business owners. In addition, PLS was used for analysis in the study. 
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2.19.5 Individualized Consideration 

It implies that transformational leaders give close attention to the requirements of 

each person for success and development. Individualized consideration is used to identify 

other people's needs and strengths. By using this understanding and acting as mentors, 

transformational leaders help followers and colleagues in developing to ever higher levels of 

potential and accepting responsibility for their own growth. To attain customized 

consideration, it is necessary to engage in activities such as providing new learning 

opportunities in a supportive atmosphere, recognizing and accepting individual differences 

in needs and views, using two-way communication, and interacting with people in a 

personalized manner. The considerate leader listens carefully and actively (Phung et al., 

2019). 

The idea of TLS, also known as visionary leadership, strategic leadership, or 

charismatic leadership, arose from studies of successful and failed institutional transitions 

that highlighted the critical importance of leadership in these circumstances. This new arena 

requires unique leadership behaviours, actions, and tactics in order to achieve institutional 

change transformation (Phung, et al., 2019). 

The main indication of the element is individualized consideration, which includes 

growing followers via coaching, mentoring, and teaching (Phillips, et al., 2020). The leader 

of personalized attention shows great regard for his or her followers, respects them as 

people, gets to know them well, and listens to all of their problems and ideas (Pettman & 

Dobbins, 2002). Individualized attention aligns with TLS's core value of recognizing 

individuals as valuable parts of the team. Leaders that adopt this management style pay close 

attention to their employees' needs and train them to make long-term improvements. To 

summarize, a leader who gives personal attention to subordinates shows a commitment to 
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treating each employee as an individual and an interest in each employee's long-term 

development (Pettigrew, 1979). 

Tahir (2015) stated the aim of this research was to examine the many leadership 

characteristics associated with Transformational and Transactional Leadership, as well as to 

empirically evaluate the effect of each leadership style on institutional performance. This 

research looked at a sample of 800 people that were interviewed. In the case of the TLS, the 

research found that the TLS's individual consideration act had no substantial impact on 

employee performance. The empirical study concludes that TLS has a substantial beneficial 

impact on employee performance, and therefore institutional performance.  

According to a study of the research (Perry-Smith, 2006), mentoring may be 

assessed based on physical and visible events, as well as behavioural development and 

mental-emotional growth. There are four major reasons to look at the link between 

mentoring and small and medium business success (SME). The first reason is that, despite a 

growing literature base, there remains a scarcity of empirical research. Because of the cross-

disciplinary nature of mentoring, there are just a few evidence-based studies from fields 

including psychology, business management, and leadership development, with most 

workplace study focusing on executives (Paulsen, et al., 2013).  

Sibson (2003) believes that a manager or leader must be acquainted with an 

employee in order to give feedback based on observation of the employee's performance. 

Coaching is a great way for a leader to connect with his or her followers. According to 

Axmith (2005), the majority of businesses use coaching to assist newly hired employees in 

making a seamless transition to their new position. Additionally, to assist a valued employee 

who is experiencing a particular overall performance problem in acquiring new skills and 
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implementing important–and at times challenging–behavioural adjustments. Crompton 

(2012) investigated the impact of mentoring on the performance and development of small 

businesses. The results indicate a link between mentoring and employee confidence, as well 

as the fact that mentoring has a non-direct effect on business success and growth as a 

predictor of employee confidence (self-efficacy). The findings demonstrated the importance 

of qualitative techniques by establishing that mentoring experience and knowledge, as well 

as the trust developed through time in relationships, are just as critical to outcomes as so-

called hard, bottom-line results. Additionally, the findings showed that companies and 

entrepreneurs that engage in mentoring report receiving practical benefits that result in 

actual firm employee recruiting (Özaralli, 2003).  

Pradeep and Prabhu (2011) used correlation and regression analysis to examine the 

connection between transformational, transactional, and laissez-faire leadership styles and 

employee performance in selected public and private sector companies. The TLS has a 

strong connection with performance outcomes, according to the findings. Furthermore, at a 

1% significance level, the leaders' personalized attention of each subordinate likely to 

increase worker performance and satisfaction. However, since the study was based on a 

small number of organizations, a wider scope of research would undoubtedly provide more 

light on the different factors examined. Over time, recognition has shown to be one of the 

strategies that a company can use to boost its employees' overall performance and, as a 

consequence, improve the business's results. Furthermore, the results indicated that 

businesses that participate in mentoring report gaining practical advantages that lead to real 

firm employee recruitment productiveness (Oldham & Cummings, 1996).  

Furthermore, with the current worldwide financial climate, most employers of labour 

have realized that in order for their organizations to compete advantageously, the 
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performance of their workers plays a significant role in determining the organization's 

success. On the other hand, the total performance of workers in any business is critical, not 

only for the firm's development, but also for the growth of character personnel. 

Individualized consideration leaders instill a desire for change and development in their 

followers (Perry-Smith, 2006). 

Leaders must continuously have performance discussions and take remedial action. It 

is essential to have a system for rewarding and recognizing desirable behaviours such as 

responsibility, ownership, and involvement. Leaders need more knowledge and training, 

according to (Nordin, 2012). To comprehend the necessary skills and information in order to 

maintain first-class overall performance. This demonstrates that an effort is needed to 

identify the effect of leadership's critical role as a motivator for happiness and performance 

growth. Furthermore, transformational leaders inspire their followers to go above and 

beyond for themselves and others (Nusair, et al., 2012). 

2.20  Educational Transformational Leadership 

TLS is about creating an united common interest in which members' motivation is 

aided by "attempts to raise the members' egocentric attitudes, values, and beliefs to higher 

and altruistic attitudes, values, and beliefs, including those in leadership positions." 

Managerial and subordinate influence, as well as regular adjustments between degrees of 

decentralization and coordination, seems to be required for behavioural transformation shifts 

and integration (Northouse, 2007). 

According to another research (Sinha, 2013), the future school organization will be a 

"very reliable learning community" based on the requirement to preserve the core objective 

of learning while also achieving outcomes. Air traffic control systems, for example, are 
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trustworthy organizations since their objectives must be met at all times. Leadership is 

characterized by its constant presence of vision models (Nordin, 2012). 

In the 1980s, many leadership theories developed, including TLS theories, which 

have since grown popular. TLS may be linked to a wider set of concerns about the emotional 

and symbolic elements of leadership impact that arose in 1980s leadership discourses 

(Noblet & Brisson, 2017). The issue of how leaders persuaded followers to put their own 

interests aside for the greater good of the organization piqued our attention. The earliest 

important works in this area were written by (Kao, 2017). He said that the brilliance of 

leadership resides in the way leaders perceive and act according to their beliefs and the 

motivations of their followers, seeing power as a cultural connection for leadership 

followers (Nawaz & Bodla, 2010). 

The parallel between education as a normative practice and ideologies that 

emphasize moral principles and active participation in visions is one of the reasons TLS has 

been warmly embraced in the debate on educational leadership. Burns recognizes the 

importance of morality and values in leadership, stating that transactional management is 

guided by “media values” such as honesty, accountability, fairness, and the honour of 

engagement, while TLS is concerned with “final values” such as freedom, justice, and 

equality. It's important to remember, however, that the meaning of values in terms of 

substance isn't necessarily the same. In their everyday activities, educational leaders take on 

a range of responsibilities in the workplace and use a variety of leadership styles. According 

to researchers, the TLS style and other participatory methods including the idea of inclusion 

are really instrumental in nature and tactics or procedures to persuade instructors are less 

apparent. It follows that a leader is someone who has to create their organization or 

workplace a highly appropriate environment for them to accomplish their goal and vision, as 
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well as for the company as a whole to be about teaching. As a consequence, instructors use a 

variety of important leadership styles to concentrate on their student‟s outcomes (Mumford 

et al., 2002). 

Two styles of leadership are described, namely TLS leadership and participatory 

leadership (Mumford & Gustafson, 1988). The leadership style aims to involve a broader 

base of people in the decision-making process so that institutional improvements can be 

achieved. Models of transformative and participatory leadership are derived from Burn 

(1978). The author introduced the concept of TLS as visionary or charismatic leadership. 

This type of leadership approach focuses on the effectiveness of inclusivity, that is, getting 

things right. Researchers have also found that these approaches are helpful in changing the 

school environment first, then changing the way people think, and ultimately changing the 

underlying technologies for a better learning environment too. This transformative 

leadership style involves shared goals, willingness, and maintaining a culture of 

collaboration where teachers can learn and develop (Morkevičiūtė, et al., 2019). 

The researcher Sikorska-Simmons (2008) describes in his book “Educational 

Development and Leadership in Higher Education” TLS; He said that when the focus is on 

change, some will look to TLS of the type proposed, arguing that leaders approach change in 

defined forms. 

2.21  Defining Innovation 

Innovation can be defined as an idea, an object, a material 53 unfilm, or a practice 

understood as new or different from other things that have already been adopted by a person 

or organization. Innovation refers to something new that is neither common nor in practice. 

The role of the individual is to decide whether or not to take charge of the innovation. 



54 

Innovation is similar to the deliberate generation, introduction, acceptance, and 

implementation (or application) of an idea, process, asset, or offering that is new, applicable, 

and useful to a particular adoption entity (Afsar et al., 2019). 

Based on the theoretical perspective, innovation can be described as the generation 

of ideas, the promotion of ideas and the realization of ideas, such as the era, the promotion 

and awareness of thoughts by tactics or assets that may be current, appropriate, adaptable 

and helpful in solving problems or increasing popularity (Patterson et al., 2005). 

Many theoretical concepts have been developed for the contribution of the researcher 

to the adoption and change of practices in institutional psychology that can be regular with a 

micro attitude towards innovation. From these techniques and methodologies, the 

conceptualization of the study framework is associated with the definition of innovation, 

which aims to improve and develop a concept to transform things adaptively. The TBI 

integrates the creation and implementation phase of the previous models to reformulate or 

transform the tasks and tasks assigned in a much simpler and more adopting way (Pierce & 

Delbecq, 1977). 

2.22  Professional Development and Innovation  

To better determine how the development of innovation is related to the professional 

improvement of the staff who contribute to the improvement of the innovation, the literature 

on the study of institutional and administrative centres was analyzed. This evaluation shows 

in particular to what extent, sooner or later in the development of an innovation, the image 

reflected in the work plan, the corresponding results and the feedback of other possibilities 

to refine the innovation and stimulate competition and typical performance (Bammen 

Notelaers & Van Gils, 2015). 
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Family members the relationship between overall work and academic achievement, 

and between learning and innovative techniques, is well established in the areas of work and 

institutional knowledge acquisition. For example, the relationship between the form of the 

dominance of people in an institutional context and the way of knowing the company, the 

characteristics of the work schedule as a possibility of random dominance and the similar 

dating between these components and innovation were examined (De Jong & Hartog, 2003). 

A theoretical report that allows us to see how, through strategies for improving 

innovation, people examine their average overall performance, underlying strategies, 

expectations and ideals, and their implications (Åmo, 2014). According to his theoretical 

method, the plans are based on movement theories, which contain roughly strategic data, 

suitable activities to achieve safe results in favorable situations. Besides, it is very 

significant among the theories defended that could be used by people to justify their plans 

and the theories used, but which, practically, implicitly govern people‟s activities 

(Chatchawan, et al., 2017). 

Reflection plays a crucial role in different approaches, for example when surprising 

conditions are found when the movement does not produce the expected results, when 

certain obligations have to be met, or when the comments have consequences for the 

inconsistency between the justifications and the behavior of the real ones. – These are all 

situations that can arise when introducing and implementing modern strategies and products 

(Bagheri, 2017). 

Single-loop mastering is one way to deal with such situations: Mismatches are 

detected in a single mirrored image method and addressed immediately using the beneficial 

resource of modifying one's actions in a variety of well-known exercises while maintaining 
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their fundamental assumptions and explanations. Single-loop studying is useful in 

circumstances when there are no accessible exercise routines or cutting-edge explanations 

for one's activities can no longer be maintained insufficient (Kanbur, 2015). 

Double-loop learning is beneficial in certain circumstances: By including a second 

mirrored image procedure, it is possible to determine whether a current course of action is 

insufficient and should be renewed, whether one's values, assumptions, and justifications are 

inconsistent with one's behaviour and should be changed, or how to approach an unfamiliar 

scenario for the first time. Generally, an orientation toward double-loop learning as a highly 

reflective work behaviour. This behavioural orientation combines factors such as openness 

to feedback, criticism, and mistakes, as well as collaboration and mirrored image, all of 

which are necessary when confronted with unexpected situations, non-recurring obligations, 

or faulty results, and which can help boost innovation and expertise (Afsar et al., 2019).  

According to Afsar et al. (2019), single-loop and double-loop learning should be 

seen as complementary and contemporaneous modes of walking and reading: Single-loop 

mastery is an adaptive learning approach that is utilized in situations when the task at hand, 

the method to be used, and the consequences to be achieved are all fully defined. While such 

conditions limit innovation, a mirrored image of similar circumstances enables a greater 

focus on and development of one's sports activities and overall performance needs. 

Simultaneously, the adaptive mode results in labour automation, freeing up resources for 

developmental learning. This mode is advantageous in less predictable situations that need 

more reflected image, improvisation, and the appearance of an earlier or newer version  

(Nijenhuis, 2015). 
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Finally, the reflected mirror's significance in adapting and improving job activities, 

theories of motion, and outcomes to various responsibilities, settings, and requirements was 

shown by the theoretical methods described above. The study also found that a more critical 

orientation and double-loop learning can help with novelty and expert development 

(Vennebo, 2014).  

2.23  Innovative Work Behavior 

Innovation has been regarded a human activity since the 1980s, when study on it 

expanded from administrative science, communications, and anthropology to psychology 

and sociology. The term "IWB" was first coined in a psychological research. It may be 

described as the deliberate creation, promotion, and implementation of new ideas inside a 

job position, workgroup, or organization to achieve role efficiency, community, or 

institution (Afsar et al., 2019). Despite the fact that it is strongly related to employee 

innovation, creative work activity implies more than that. In the real world, Folkestad and 

Gonzalez (2010) found that not all highly imaginative creative people are. Innovative job 

activity tends to produce some form of gain and has a more superficial dimension added to 

it.  

As a result, studies have concluded that IWB includes employee creativity, which 

includes the development of new and useful ideas for goods, services, processes, and 

procedures, as well as the execution of such ideas (Folkestad & Gonzalez, 2010). 

Opportunity exploration and idea production are two activities that IWB entails (Damanpour 

& Evan, 1984): searching for and identifying chances to innovate, as well as generating 

ideas and solutions for those opportunities. The next step is championing, which entails 

advocating the created concept in order to gain support and form a coalition. Finally, the 
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application is what makes the supporting concept a reality. It include creating, testing, 

tweaking, and commercializing the concept. Traditionally, innovation has been seen as a 

human activity. IWB may range from incremental modifications to the development of 

whole new ideas that affect operations or products across the board. organization  

(Schweitzer, 2014).  

In most cases, IWB is not part of a normal employee's job description. Extra-role 

conduct is defined as discretionary activity that is not stated in the job description but 

nonetheless tries to help the company (Schweitzer, 2014). Many modern management 

concepts, such as continuous improvement, kaizen, corporate entrepreneurship, and 

suggestion, rely heavily on employees' IWB  (Schweitzer, 2014). 

2.24  Organizational Support for Innovation 

The “relative lasting quality of an organization's internal environment that comes 

from the conduct and policies of members of the organization, particularly in top 

management,” is how an organization's climate is described (Shahab & Imran, 2018). It 

relates to the members of the institution's views of social circumstances and their 

consequences (Sekaran, 1983). Climate research distinguishes between a psychological and 

an institutional climate. The former is concerned with the perceptual assessment of 

individual characteristics, whereas the latter is concerned with the perceptual measurement 

of institutional characteristics (Schweitzer, 2014). The psychological climate method is used 

in the current study since it focuses on the person (Parachaet al., 2012). A climate is 

described as an individual's summary views about their work environment from this 

viewpoint. Climate is an important source for the development of expectancies and 
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instrumentalities for conduct because it represents institutional expectations for behaviour 

and possible repercussions of action  (Shahab & Imran, 2018). 

The perceived support for IWB has been the subject of recent research on 

innovation. Two elements of organizational innovation support are perceived innovation 

encouragement and a sufficient availability of resources for innovation. The first relates to 

an individual's views about the organization's willingness to foster innovation. It involves 

encouraging risk-taking and idea creation, as well as evaluating new ideas in a fair and 

helpful manner. It also refers to the company's overall attitude toward innovation. 

Furthermore, incentives and recognition for innovation, as well as collaborative idea flow 

throughout the whole company, show support for innovation. The second factor is the 

amount of money spent by organizations to support innovation. It entails providing 

sufficient equipment, facilities and time  (Sekaran, 1983). 

2.25  Factors of IWB 

There are many useful study methods since the studied topic is IWB, and this 

behaviour may be affected by individual traits and contextual variables as seen by the 

person. In the majority of these approaches, the employee's evaluation of his or her own 

characteristics, as well as the employee's viewpoint on the environment, affect the 

employee's behaviour. This presents some difficulties for IWB research, since it is said that 

cognitions are not accessible save via inaccurate self-reports (Paracha et al., 2012). In IWB, 

this is an issue that must be solved. However, since the definition of IWB is dependent on 

employee initiative, which may or may not be requested or authorized by management, it 

may be argued that, despite the dangers involved with self-reporting, it is acceptable to ask 

the respondents themselves. The boss or coworker may not be aware of or approve of the 
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entrepreneurial conduct, and therefore may not be able or willing to give a more realistic 

image of the behaviour than what the workers portray (Shahab & Imran, 2018).  

Institutional change is said to be better understood when behavioural methods are 

combined with structural and cultural approaches. Change may occur spontaneously within 

an organization or be planned by management. Furthermore, it may be defined as a process 

or as a strategy for implementation (Slappendel, 1996). Mintzberg and Quinn (1996) argue 

against this division or dichotomy in an organization's strategy process. They believe that 

reality exists between top-down and bottom-up processes. Additionally, they believe that the 

most effective approaches include deliberation and control, as well as adaptability and 

institutional support. 

IWB research makes the assumption that certain independent variables influence the 

dependent variable in order to explain the actors' apparently rational behaviour. The action is 

the dependent variable, and in IWB-related research, the action is the IWB. The innovation 

activity examined in IWB research is the employee pushing for the acceptance of a new idea 

inside the organization. The IWB-related idea may be a new business unit, a new product, a 

new market, a new product/market combination, or a new cost-cutting method. A concept is 

considered new if it is novel inside the business unit in which it is delivered. The 

independent variables are the employees' attitudes, perceptions, or beliefs, which have an 

effect on how the business acts (Rank, et al., 2004). 

According to Slappendel (1996), states that an explanation of social, political, or 

economic events can only be considered sufficient if it is based on individual beliefs, 

attitudes, and choices. This is in contrast to methodological holism, which proposes that 

social wholes have goals or functions that are not reducible to the ideas, attitudes, and 
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behaviours of the people involved. Individualistic/voluntaristic research is the 

methodological stance in the IWB area. This explains a social phenomenon by using ideas 

linked to the person (employee qualities or the employee's own views of the environment). 

One employs deliberate explanations, such as the employee behaved the way he or she did 

in order to obtain this or that. The employee is thought to behave based on his or her 

impression of the circumstance rather than on objective reality. This is the result of 

hermeneutical study (Shahab & Imran, 2018). 

The individual's perspective of the actual situation, which he or she believes is the 

cause of the behaviour under study, should be investigated in the hermeneutical research 

tradition (Paracha et al., 2012). The employee's personal assessment of his or her own 

capabilities (Sekaran, 1983), his perception of the social acceptance of conducting 

entrepreneurial actions, his proactivity (Slappendel, 1996), his innovation history in the 

organization (Shahab & Imran, 2018), and the individual's potential gain by c are the 

situations that are thought to be considered by the potentially innovative employee (Sekaran, 

1983). It's also thought that the person with IWB potential thinks about the institutional 

environment. “Unfortunately for the student of change... it is not the interplay between 

individual behaviour, perception, and organizational structure that must be taken into 

account,” (Zaralli, 2003) says. The organization's role is also shaped by the larger 

environment in which it works influence.” 

According to the IWB idea, employees are recognized as self-responsible people 

who identify and develop their own distinctive competency and are expected to contribute to 

the development of the business in which they work. Even so, the employee's behaviour is 

affected by the employee's and employers negotiating power (Schweitzer, 2014). The 

company anticipates that the employee will be flexible and engaged in creative activities. 
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Similarly, the employee communicates his or her expectations in response to such work 

tasks. Essentially, it is assumed that the potentially creative individual has conducted a 

cost/value analysis in which he or she is aware of his or her preferences and the likelihood of 

all conceivable outcomes. The objective is to characterize human behaviour, and participants 

must make rational choices. As (Zaralli, 2003) puts it, “a person is equipped with a 

proclivity to respond in certain ways to particular situations, but is not causally obligated to 

do so.” so”. 

The IWB model assumes that people are fully rational and driven by a number of 

factors. This assumption is shared by both the entrepreneurial and corporate 

entrepreneurship theoretical approaches. In entrepreneurship research, neoclassical 

assumptions are used: the ontology is individualism, the actors are rational (as rational as 

man is capable of being), the actors maximize their value through exchange (time and 

engagement for intrinsic and extrinsic value), and the actors can forecast the outcome of an 

act (or at least they act as if they do). A part of the buffer zone around this core area is 

devoted to the kinds of motivating factors associated with entrepreneurial or entrepreneurial 

success (Damanpour & Evan, 1984). 

According to academics Damanpour and Evan (1984), "adhocracy" organization is 

one that cycle between focusing and changing its approach in response to new impulses. The 

real plan is created via a combination of top-down and bottom-up approaches. They think 

that the optimal way to organize innovation and development activities inside a small or 

medium-sized business is for employees to explore new ideas and participate in 

development work while continuing to do their normal responsibilities. This is because 

small and medium-sized companies are seldom able to establish divisions dedicated to 

significant development initiatives. 
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Management promotes IWB by asserting and enforcing their desire for such an 

investment in the institute's development. Employees decide whether or not it is appropriate 

to introduce IWB into the organization. According to others, employee creative behaviour 

promotes institutional rejuvenation since it is progressive and does not contradict the 

institute's mission and vision (Zaralli, 2003). 

According to others, such as Damanpour and Evan (1984), innovation is a difficult 

balancing act. On the one hand, management exercises control over the innovation process, 

while workers are empowered. Employees are encouraged to propose ideas and devote time 

and effort to the process of innovation development. When employees use their power, they 

have some impact on the course of innovation. According to Paracha et al. (2012), this 

involves two organizational structures: a management framework for monitoring and 

directing the innovation process, i.e., a corporate entrepreneurship framework, and a 

structure of entrepreneurial workers.  

Employee innovation is mostly generated by workers who provide IWB that can 

benefit the organization. Management also contributes significantly to IWB facilitation by 

encouraging employees to conduct IWB and advising them on which innovations are most 

desired from an organizational standpoint. Nonetheless, the employee is in control of the 

innovation process through his or her IWB. Innovation is required to maintain the global 

economy's competitiveness. The capacity of an institution to produce new products and 

services, restructure itself in a more effective manner, and improve the competitiveness of 

its advertising all contribute to its fulfillment. Additionally, institutional owners and 

executives encourage, motivate, finance, and reward such activities, since idea generation 

and creativity are needed for innovation (Shahab & Imran, 2018). We begin by examining 

the purpose of the idea period and creative triggers, as well as how those ideas contribute to 
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innovation. Following that, we will discuss the Componential Theory of and how it may be 

used to understand stimuli that promote institutional innovation  (Özaralli, 2003). 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.2. Theoretical Model of IWB (Butt, 2006) 
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Between these variables equilibrium indicates that one way of reaping this is by creating 

multidisciplinary teams. Team strategies and activities such as reflexivity and sharing of 

knowledge are essential factor of innovation  (Shahab & Imran, 2018). 

Knowledge is a highly unique commodity for an institute; it can generate tremendous 

value in the right hands, but at any moment people can leave the business enterprise, taking 

all their knowledge with them. Production or exchange of understanding isn't safe. While the 

ultimate monetary renewable is far away, and its price comes from sharing it with others, 

enabling and promoting this sharing is far very difficult. Sharing knowledge is a vital 

dimension of innovation, particularly sharing recent, diverse know-how. Model 

understanding takes place through the mixture and information shift (Paracha, et al., 2012). 

Schweitzer (2014) argues that there needs to be an opportunity for workers to exchange 

knowledge to be successful in sharing know-how. This can be achieved through the 

institution's structure, in which a flat system of autonomy and teams is positioned to sell 

IWB (Shahab & Imran, 2018). 

Experts like designers, engineers, and programmers also coordinate on assigned or 

special projects when innovation is mandated. Sikorska-Simmons (2008)describe to develop 

a team of people working together to provides services for which they are jointly 

responsible. Team members share goal and collectively be kept responsible for organizing 

them, in their achievement they are dependable with each other. Groups made up of people 

with various professional backgrounds, experience, skills and capacities would be extra-

modern than those whose members are identical because they build different perceptions of 

the group‟s troubles (Sekaran, 1983). Their difference of viewpoints can establish a few 

views which can spark more excellent revolutionary movements if effectively handled. The 

opportunity to provide task and positions increase the degree of diversity within the 
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institution and value such as diversity, independence and cooperative team work foster 

creativity and IWB  (Afsar et al., 2019).  

The idea that organizations should encourage, develop, and utilize the creative 

potential of their workforce as a means to institutional (Zaralli, 2003) is supported by a large 

number of practitioners and intellectuals. As a method of institutional success, companies 

should encourage, develop, and utilize their workforce's creative potential. On many times, 

the importance of IWB in companies has been proven, leading to the acknowledgment of 

effective leadership as a potential approach. Furthermore, the intellectual inspiration of a 

transformational leader may aid unique and creative thinking and functioning processes that 

lead to new facts and information, which is essential to change. determined IWB (Perry-

Smith, 2006) 

2.25.2 Idea Generation 

Another subscale of IWB was the generation of ideas. High scores on the subscales 

indicate high degree of generation of ideas and low scores indicate less generation of 

employee ideas within the company (Sekaran, 1983). In the literature, creativity and IWB 

are used interchangeably as the concepts of idea generation. Research into them in the sense 

of this study is essential (Afsar et al., 2019). A concept is graded as new if it is new to the 

Institute in miles. Fresh thoughts may be new ideas, or copied from other sites. By 

comparison, the time span innovation applies most effectively to relevant, innovative and 

appropriate ideas (Shahab & Imran, 2018). Researchers Afsar et al. (2019) Discuss how 

leaders may boost and promote institutional creativity, which is defined as "the development 

of a meaningful, practical, and useful new product, service, method, concept, or process by 

people working together in a social system." People working together to generate ideas via 

cooperation, discussion, and difference is what corporate creativity is all about. Similarly, 
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Perry-Smith (2006) discusses how institutions rely on them-based structures as well as 

rivalry among these teams inside the institute to bring out the best in them creativity. 

2.25.3 Idea Promotion 

Idea promotion was a subscale of IWB. Employees with high scores on the idea 

promotion scale are more likely to promote their creative ideas, whereas those with low 

ratings are less likely to do so (Sekaran, 1983). In these studies a successful application of 

creativity is innovation and due to the result of creativity is said to be ignite innovation 

(Shahab & Imran, 2018). When an organization chooses to launch a new product or service, 

it generates plenty of thoughts, from which the fun alternatives to these for creation 

(Schweitzer, 2014) emerge. Innovation means turning fresh concepts into new items, 

strategies or solutions in different words. Given the importance of the concept age and the 

innovative nature of innovation Broad research has studies factors enhancing workers 

creativity  (Perry-Smith, 2006). 

In this model the creativity stem from together thought of 4 factors, 3 related to the 

character expertise, motivation and innovative questions and last one relate to the external 

environment in which they find out themselves. Number of approaches that can motivate 

creativity with the help of four elements, and such elements can promote creativity and IWB 

through helping and stimulating environment (Shahab & Imran, 2018). 

2.25.4 Problem Recognition 

 Janssen (2000) defined creative work performance as the deliberate implementation, 

development, and application of novel ideas within a work function, group, or sector with 

the aim of enhancing the function, organization, or institution's overall performance.  
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One of the problems facing institutes inside the new monetary technology, as it's 

already considered by now. In addition to the robust implementation of latest generation and 

working technologies, their rising responsiveness to drastic changes in marketplace 

demands. However, product innovation and internal techniques have obviously grown to be 

a requirement in meeting those demands; IWB is no longer merely a task of specialists, 

scientists, or R&D professionals (Schweitzer, 2014). Now many practitioners and lecturers 

in an afternoon advocate the view that institutes ought to cultivate, grow and exploit 

progressive capacity in their workers as a tool for institutional achievement. Unleashing the 

progressive potential inside the painting force is anticipated to be a component in obtaining 

an aggressive advantage of ten, as shown in outstanding control and quality projects. 

improvement (Perry-Smith, 2006). 

2.25.5 Involving Others 

Individuals' purposeful or deliberate conduct to increase or follow new ideas in order 

to improve role performance is referred to as IWB. While academics define IWB as 

"deliberate attempts to gain exceptional benefits" (Sekaran, 1983). Individual behaviour, on 

the other hand, must highlight IWB and should no longer be limited to a secondary function 

in the reward system. As a consequence of this convergence of viewpoints, three 

components of IWB emerged: (1) concept technology, (2) concept advertising, and (3) 

concept recognition in teaching and learning. Innovative teaching is therefore the ability of 

lecturers to interact with students in the classroom, to enhance students' capacity to evaluate, 

identify, and respond to the students' specific wishes via the use of methods. It also 

encourages academics to choose their creative expression from within the mastering process. 

Researchers Pundt (2015) verify that teacher creativity is necessary within the study way for 

each teacher and student. It strengthens teaching methods and ensures that college students 
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have freedom of interest. In the prevailing age of rapid exchange, companies are facing 

more demands from their society to engage with new practices to build and offer their goods 

and or services to remain competitive and to direct the trade technique. To effectively 

accomplish this mission, companies rely on their workers to innovate their processes, 

strategies and operations. Individual workers must engage at IWB if such activities are to 

help organizations  (Shahab & Imran, 2018). 

2.25.6 Overcoming Obstacles 

An increasing variety of academies on innovation determinants through individuals 

in institutes. What does human beings derive to be innovative and to improve their work? 

Also gift in the idea of innovation is the motivation of personnel to have interaction in 

proactive or extra-functional behavior in the attention of agency research and the belief that 

the worker's willingly 'doing more than is needed.' The method of innovation no longer 

involves the development of innovative thoughts, but also the realization of thoughts. The 

notion of modern painting behavior IWB is conceived as a complicated behavior including 4 

interrelated sets of behavioral actions, namely: reputation for hassle, era of concept, 

promotion of idea, and attention to idea (Shao, 2019). The most frequently used dimensions 

are idea generation (introducing new ideas), idea promotion (earning support for idea 

implementation), work commitment (demonstrating self-motivation and personal 

commitment to an innovative and idea-based endeavor), and practical implementations of 

new ideas in the actual work environment  (Rainey, 2009). 

2.25.7 Innovation Outputs 

 In this studies creativity give original, graceful solution to the complex, new, poorly 

structured problem solution, and every individuals will be utilizing the understanding 

knowledge into new approaches. There is a complex procedures involve in innovative 
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thinking and depend upon the knowledge of the individuals at the time of execution process. 

They argue that in the problem situation creative thinking process will started. This is 

accompanied by data collection, institute of facts, conceptual mixture, era of ideas, and 

evaluation of ideas, plan implementation and monitoring of responses. The individuals 

complete their task in energetic ways, if they failure to complete any stage they will back to 

perform early activities (Shao, 2019).  

Adams (2006) describes that environment tor effort that encourages the individuals 

who are creative that generate new ideas or combination of ideas. One of the most common 

techniques is brainstorming used to induce creativity (Shahab & Imran, 2018). It aims to 

produce a small number of positive thoughts that can be further developed so that they can 

be implemented (Rainey, 2009). Group brainstorming becoming effective when number of 

individuals a few minutes to think and then write their ideas on paper individually than 

collect all ideas all these discuss with ideas with each other according to their view points 

and find the reason why it is not working. Such type of group in which individual working 

alone on his task after that sharing their ideas with each other and a chance to generate new 

ideas. Shalley, Zhouand Oldham, (2004) found that creativity in employees can be 

motivated through management. If management give attention to the employees 

requirement. They work effectively while decreasing their fear about mistakes and 

encouraging about taking risk  (Shahab & Imran, 2018). Coworker knowledge and expertise 

produce input new knowledge and creation of novel ideas thereby enhancing innovation 

(Zhou & George, 2001). 

Researchers Shao (2019) Advocate that task rotation can help establish this relaxing 

atmosphere for works. Institutes with less institutional constraints and less bureaucracy are 

more likely to encourage such information flows, since there may be a greater awareness of 
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idea technology and sharing than career development in all possibilities. Different studies 

suggest that several strategies can be used to promote an inventive work atmosphere 

together with the emergence of competitive, variedly trained and idea-focused working 

groups; the implementation of incentives to apprehend artistic paintings; and the 

establishment of criteria for constructive exchange of ideas within the company. The work 

atmosphere must be conducive to the development of ideas, creativity, and innovation. 

According to Mumford (2000), while selecting interventions to foster creativity, institutions 

should examine various interventions that include the person, the group, the institute, and 

the strategic environment. This viewpoint is supported by the Computational Model of 

Creativity (Shao, 2019), which contends that creativity is the result of combining 

knowledge, creative endeavor, inventive thinking, and motivation. Adequate information 

flow inside an institution is critical, and creative innovation is most likely to emerge when 

vastly disparate ideas collide, according to Shao (2019). Cummings and Oldham (1997) 

discovered that institutions that offer creativity with a favorable innovation backdrop seem 

to gain more advantages from employees who are naturally creative.   

Rainey (2009) management can promote employee creativity, according to the 

findings. They observe that assistance that is tailored to the requirements of workers 

improves excitement and job dedication while decreasing their fear of making a mistake and 

so encouraging risk-taking and creativity. Colleagues at work also contribute to the 

development of a good working environment. According to Zhou and George (2001), 

coworkers' expertise and abilities provide input, fresh information, and the generation of 

innovative ideas, thus boosting creativity. According to Shao (2019) claims this stimulating 

working environment can be strengthened by rotation of the tasks. Institutions that are less 
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structured and less bureaucratic institutes have a chance of more encourage, since they are 

more likely to focus on generating and sharing ideas rather than advancing careers.  

2.26  Supportive Theories 

The framework regarding the factors of TLS and IWB is discussed here as under: 

2.26.1 Transformational Leadership Theory 

According to Bass (2008) and Avolio et al. (1999), transactional leadership is the 

bedrock of a sustainable leadership system. For instance, if leaders stand behind their many 

dealings with followers, followers eventually develop a sense of confidence in them. 

Transformational leaders build on a foundation of increased trust and identification to 

achieve extraordinary performance. TLS does not replace transactional leadership; rather, it 

improves or extends the effect of transactional leadership on follower motivation, 

satisfaction, and performance. TLS goes much beyond exchanging inducements for desired 

performance (Alblooshi, et al., 2020). 

Transformational leaders inspire followers to commit to the organization's objectives 

and empower them to accomplish them. Transformational leaders are required to identify the 

need for change, develop new visions and rally support for them, priorities long-term 

objectives, inspire followers to go beyond their own self-interests in pursuit of higher-order 

goals, and transfer employers. Followers grow into leaders, and leaders become alternative 

dealers, changing the business in the process (Al-Harbi, et al., 2019).  

TLS seems to be making significant theoretical advances to our knowledge of 

leadership processes and outcomes. It encompasses more than the technical and 

interpersonal components of successful management; it is founded on critical symbolic 

qualities. It is founded on meaning as well as deeds, and leaders create meaning. However, 
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more attention should be placed on situational factors that both restrict and promote TLS 

(Aktas, et al., 2016). TLS has been the subject of much study since its debut in the mid-

1980s. According to Akram (2012), the study's findings corroborate a number of 

generalizations regarding the factors influencing transactional leadership. For example, 

idealized influence and inspirational leadership are the most effective and satisfying; 

intellectual stimulation and individualized concern are somewhat less effective. Each of 

these approaches is more effective than transactional leadership. TLS, in general, resembles 

what people picture when they consider their ideal leader. In practice, this means that 

leaders instill a high degree of expectation of performance in their followers rather than 

focusing only on transactional duties. In other words, the leader must be both a developer of 

individuals and a builder of teams (Tipu, et al., 2012). 

In terms of the general idea, results from MLQ research show that transformational 

leaders get better evaluations, are considered to be running more successful companies, and 

have subordinates who put in more effort than transactional leaders (Aguinis, et al., 2005). 

Similarly, research clearly shows that TLS may motivate followers to outperform 

expectations. In compared to transactional leadership, he thinks that TLS produces more 

substantial subordinate effort, commitment, and satisfaction. Other academics are also 

enthusiastic about the concept (Agle, et al., 2006).  

In a four-year study of schools undergoing structural modifications, the impacts of 

seven TLS aspects were evaluated (Afsar et al., 2019). To begin, TLS in schools has a direct 

effect on the grades of such students. Second, TLS has an indirect effect on these outcomes 

by influencing three critical psychological traits of staff–perceptions of school 

characteristics, institutional learning, and teacher commitment to change. The study of 

Leithwood reveals the following generalizations (Afsar et al., 2019):  
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1. TLS is dependent on attention to all elements of leadership, such as idealistic 

influence, inspiring motivation, intellectual stimulation, and personalized concern, to 

use Bass's terminology.  

2. Educational institutions may need customized TLS formulations based on specific 

consideration.  

3. TLS, with the exception of expert thinking, represents a contingency approach.  

4. It is impossible to distinguish between leadership and management based on 

observable conduct.  

The researcher finds that there is fairly good support for the claim that transformative 

types of leadership are important in reforming educational institutions (Afsar, et al., 2014). 

Another research discovered that transformational leaders had a more beneficial impact on 

institutions than transactional leaders (Afsar et al., 2014). The effect of two distinct styles of 

leadership on instructional quality and student achievement. They found that when two 

distinct styles of leadership are united in schools, high-quality instruction and high student 

performance are evident. 

By and large, TLS theory is generally accepted and confirmed by many research 

studies. As a consequence, a TLS model may provide intellectual capital to educational 

leaders struggling to modernize their school organizations (Zulfqar et al., 2016). Regardless 

of the focus on research, the commitments of this work include concrete suggestions for 

promoting Innovative work habits and destiny improvement in secondary schools. These 

tips can also refer to actual situations on the institutional stage, or to verbal exchanges at the 

level of social work settings, or to individual attitudes and observations (Zheng et al., 2019). 
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From the beginning, forming the concept of innovation as innovative improvement 

and connected to attitudes can be used to determine the auxiliary Situation at the 

institutional level. Because the development of progress somehow requires completing 

social and intelligent exercises, school head set up institutional structures that allow 

commerce and cooperation between many characters at the screen in and out of high 

schools. This may include the basis for showing the groups, the start of the value that leaders 

form, and the arrangement of control bodies with explicit tasks related to school progress. In 

addition, this is linked to the foundation of outer participation in schools and organizations 

that focus on developing innovative learning Situations primarily based on actual 

professions, meeting the advantages and needs of pupils, and promoting their progression in 

the living room. In addition, to achieve the essential commitments for further progress, Get 

right of entry to guide systems, along with information (e.g. information, skills, capability, 

political perspectives, expertise), assets and ideological favors must be accessible (Zhang & 

Sims, 2005).  

When secondary teachers approach this type of support as it evolves, it improves 

their view of the impact on secondary schools' procedures and outcomes (Yunita, 2015). 

These stable primary conditions for the development of educational organizations, 

legislative matters and a legitimate framework that allows and promotes the development of 

developments in and through secondary schools must be recognized and legitimized (Yiing 

& Ahmad, 2009). 

The examinations' findings make it possible to deduce inevitable consequences for 

the promotion of development commitments concerning the degree of social work. First, all 

high school professionals (e.g., school board and high school teachers) need to focus on their 

work as social development assistance providers by being transparent and appreciative of 
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school administration and authorities' ideas. High school teachers should give way to 

independent decision-making and adaptable business success. Provide helpful information 

about thoughts, execution and results during further development and offer collaboration to 

produce, lead and recognize thoughts. Besides, the transaction between social assistance and 

self-coordinated individual observation in the promotion of IWB must be considered. By 

providing social assistance for development commitments, as noted above, high school 

teachers can strengthen their employees' self-belief of their skills, in addition to their 

influence of effect on work strategies and outcomes. Encourages the presentation of IWB by 

their colleagues and reinforces and continues their natural inspiration for development, for 

example in circumstances where social assistance is not accessible. Apart from the adequate 

support of individual commitments for further development, one's own innovative working 

behavior takes on an essential task in promoting employees' innovative working behavior. 

By contributing to development yourself, a stable working atmosphere is created which 

provides a code of conduct that facilitates innovative working behavior (Robinson, et al., 

2008). 

In addition, the theoretical conceptualization of IWB as a dynamic production related 

to attitude offers a solid precondition for know-how individual responsibilities of further 

improvement. This knowledge is critical in any respect institutional tiers which will create 

support systems and duties. Distinguish among progressive representatives and their 

improvement duties; provide enough social assistance for future improvement; Improvement 

of one's very own innovation limit way to intelligent sporting events at paintings and in 

formal education; and in the end to enhance the improvement of revolutionary factors and 

procedures. Besides, expertise of the sensible and social elements of modern work behavior 

is vital for information open doorways, which consist of precise commitments to in addition 
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improvement to improve running conditions, acquire work-related dreams and broaden as 

that respondent (Patriotta, 2003).The above theory is related to our study in the sense that 

the theoretical model was also adapted from the theory (Bass, 2008). 

2.26.2 Social Exchange Theory 

The Social Exchange Theory (SET) was developed to provide a more complete 

explanation of human behaviour within the dynamic of the relationship cycle (Homans, 

1958). Social exchange was described in this context as a kind of action in which two or 

more individuals engage in a physical or intangible activity that may be rewarding or costly 

(Blau, 1964). Instead of directly compensating employees for their performance, Blau 

(1964) and Gouldner (1960) suggested that resources in the form of developmental and 

social benefits be provided. The organizations give these resources to employees in advance 

as a gift, without regard for performance, and on a completely voluntary basis (Schult et al., 

2009). The act of freely giving and its implications for performance behaviour are 

extensively discussed in the Social Exchange Theory (SET) and the principles of the gift 

economy (Dolfsma et al., 2008; Marcoux, 2009), as well as the reciprocity principles 

(Gouldner, 1960). According to these theories, employees' loyalty, engagement, and job 

performance would increase as a result of their obligation to return the act of kindness they 

have received (Aselage & Eisenberger, 2003). As a consequence, the descriptions above 

demonstrate that when employees are given more creative resources, they develop a stronger 

sense of trust and fairness in the organisation. This, in turn, compels employees to 

participate in extra-role behaviour (Organ, 1988), which is important for promoting 

employee creativity and innovative behaviour. The more their duty, the bigger the IWB's 

effect on them (Blau, 1964). Given the importance of reciprocity and social exchange 



78 

between employees and organizations in establishing IWB, this study's research approach is 

based on (Blau's 1964). 

The research provides theoretical underpinnings for social exchange theory. In the 

context of this study, the researcher believes that creative conduct on the part of teachers is 

linked to the TLS of head teachers. It is claimed that teachers' views of a supportive leader 

(Head teacher) instill confidence in them, allowing them to stay innovative. 

2.27  Conceptual Framework 

The Figure 2.3 states the conceptual framework of the study. The main objective of 

the study is to find out the relationship between TLS and IWB. TLS was determined through 

various factors as discussed earlier. The TLS among the Head teachers were examined and 

the relationship is checked with IWB among teachers. For further in-depth analysis the TLS 

factors of head teachers were surveyed by teachers as well. Similarly IWB is also 

determined through various factors and the IWB was surveyed through teachers and cross 

verified by the head teachers of secondary schools of Punjab. 
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2.28  Demographic Variables 

 Numerous research in the area of TLS have been performed to investigate the impact 

of certain demographic features of people on their TLS and IWB. Some studies have 

focused on the influence of characteristics on an individual's TLS, while others have focused 

on followers' perceptions of an individual's IWB and the influence of these characteristics, 

and still others have included the perceptions of both transformational leaders and their 

followers. Krishnan and Park (1998) observed that demographic factors had a significant 

effect on top managers' TLSs. Hambrick and Mason (1984) suggested that demographic 

characteristics such as gender, experience, and geography are all important factors in TLS 

that influence IWB. 

2.28.1 Gender 

 One of the best-studied aspects of TLS is the differences in TLS between men and 

women. Transformational leaders are more transformative. These findings are supported by 

other studies which have found that men are more likely to use TLS as a style than women 

(Druskat, 1994; Rosener, 1990). 

2.28.2 Experience 

 Several studies have been performed to assess the connection between a person's 

TLS and their experience inside an organization, as well as their experience in TLS roles. 

Bantel and Jackson (1989) discovered that the longer the senior management team of the 

autonomous institutions they examined had been in place, the more likely they were to 

oppose innovation and organizational change. The TLS has been shown to be more suitable 

among head teachers, and creative talents are more prevalent among young people.    
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2.28.3 Location 

 Cooper (1985) reported that there are three main elements that are believed to be 

necessary for the development and achievement of the transformational leader at a 

fundamental level. However, the predecessor effect (background elements such as location, 

human capacity and influence of the family), the organization linked to an incubator (the 

characteristic of the business where the entrepreneurs were active before starting their 

commercial task) and ecological characteristics such as political environment, etc. In 

addition, the study by Alger (2008) conducted a study examined the central association of 

demographic variables with transformational leader. There has been a struggle to study the 

effect of demographic variables on the goal of the transformational leader. Statistical 

techniques such as averages, percentages, and t-tests were performed to analyze the data. 

The results revealed that kind, that kind of family; Family background and location were, of 

course, noticed and found to have a significant effect on the transformative leader and 

innovation. 

2.29  Summary 

 The chapter discusses the detailed review of literature and scholars have 

demonstrated from a theoretical perspective that TLS as important implications for IWB. 

The chapter also includes the theoretical and conceptual framework related to the study.  
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CHAPTER 3 

RESEARCH METHODOLOGY 

 In this chapter the detail of research procedures in performing the study is discussed, 

including research design, research procedure, pilot survey, population, and sampling. First, 

the research approach and data collecting procedures is defined. Second, all of the 

questionnaire's tools are addressed. Finally, some basic data entry and analysis procedures 

are discussed. 

3.1  Research Design 

The study has addressed the relationship TLS and IWB after recognizing the 

theoretical foundations in the field. In this respect, the methodology section was summarized 

and explained the research methods used to answer the research issues by empirically 

examining the connection between the important factors. The research looks at the link 

between the head teachers TLS and his teachers' IWB in Punjab secondary schools. In this 

research, the correlation technique was utilized. The current research is mostly descriptive. 

The survey method of data collection was used. The research methodology: heads and 

teachers of institutions were approached individually by the researcher. Instructions 

regarding the questionnaire were correctly given because these were self-administered 

questionnaires. The researcher developed the questionnaire by using previously developed 

tools of TLS (Almas, 2008) and IWB (Butt, 2006). The researcher modifies those tools with 

more detailed version. The researcher's purpose was to take responses from both teachers 

and head teachers because the researcher wanted to keenly observe and find out what factors 

are essential in TLS as per head teachers and what teachers think about the critical factors in 
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TLS of Heads. Similarly in case of IWB two different responses were taken from teachers 

themselves and from head teachers about IWB among teachers. 

The descriptive study described and evaluated what „is' existent (Folkestad & 

Gonzalez, 2010), and surveys were performed to gather data from head teachers and 

teachers using a questionnaire technique devised by combining closed and open ended 

questions. The survey study takes many methods, but the end goal is to collect answers, 

opinions, attitudes, beliefs, and perceptions about a current issue from a larger sample 

because the researcher intends to generalize the study's results back to a broader community 

(Shahab & Imran, 2018). 

 The present study was designed to analyze TLS and IWB among secondary school 

head teachers and teachers in Punjab. This study was descriptive as well as co-relational in 

nature. Co relational study is a non-experimental type of research and is suitable where the 

two way relationship is analyzed and it is not clear which is dependent and independent 

(Cohen, et al.,  2007). Descriptive research is significant as surveys abound in educational 

research and are utilized by many researchers as an investigative tool to collect data to 

address educational questions (Folkestad & Gonzalez, 2010). Co-relational study is used to 

find out the relationship among the variables. With regards to the topic the relationship 

between TLS and IWB was analyzed.  

 The survey method was used to conduct this work. The researcher selects a sample 

from the population and administers a questionnaire to them in survey research. The 

questionnaire survey can be a written document filled out by the respondent, an internet 

survey, a face-to-face meeting or a telephone interview (Kelley, et al., 2003). 
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3.2  Research Procedure   

 Descriptive research entails gathering data that explains actions, organizing it into a 

table, and analyzing it. It often uses visual aids such as charts and graphs to help the reader 

comprehend the material. Because the human mind is unable to removing the entire import 

of a massive amount of raw data, descriptive statistics are critical in reducing the data to a 

digestible form. The bulk of quantitative research falls into two categories: studies intended 

at discovering conclusions and studies focused at causal relationships (DeVires, 1999). 

 In the current study, the researcher has examined the relationship between TLS of 

head teachers and IWB of teachers in secondary schools of Punjab. Hence the researcher 

selected all the divisions of Punjab for the data collection and 376 schools were selected for 

the sample collection. Therefore the number of head teachers was also 376 whereas from 

each school 4 teachers were selected. The teachers and head teachers were also asked with 

the open ended questions to find out the possible hurdles and suggestions in addressing 

transformational leadership and implementation IWB. The respondents were approached 

physically (where possible) while in some cases the respondents were contacted through 

online sources i.e. email, online questionnaire survey, etc. In some other cases the researcher 

involved research assistant to fill the questionnaire from some schools. He was a 

postgraduate student and was trained in this regard.  

3.3  Pilot Study 

The nature and purpose of the study was also discussed with the participants. 

Informed consent was taken from the head teachers and teachers before administering the 

questionnaires. The population of the research included all heads and teachers of Punjab's 

public secondary schools. The researcher, before conducting the survey, had conducted the 
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pilot study. According to Roscoe (1975), rule of thumb, a sample of more than 30 but less 

than 500 is appropriate to conduct a pilot study. Therefore, pilot study sample of head 

teachers were 50 and sample teachers were 200. The pilot study was designed to assess the 

reliability of the scale and responses. The reliability of all scales in the pilot study was more 

than.7, indicating that the scale is reliable. Few tests were also performed during pilot study, 

including correlation of determinants of TLS and IWB which were also found significant. 

After conducting pilot study the researcher moved to further process of research. 

Table 3.1                                                                                                                             

Correlation among TLS and IWB  

 IWB   TLS 

IWB  1 .597
**

 

  .000 

TLS .597
**

 1 

 .000  

**p < .01 

 The results of above Table 3.1 found that innovative work behaviour was 

significantly positively correlated with transformational leadership style (r = .597, p < .01) 

among teachers.    

Table 3.2                                                                                                                             

Correlation among TLS and IWB  

 IWB TLS 

IWB  1 .681
**

 

  .000 

TLS .681
**

 1 

 .000  

**p < .01 

 The results of above Table 3.2 found that innovative work behaviour was 

significantly positively correlated with transformational leadership style (r = .681, p < .01) 

among head teachers.     
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3.4  Population of Study 

 Denmis (2004) stated that a population is a collection of people who share at least 

one familiar or universal characteristic or trait that distinguishes them from other 

individuals. The purpose of this research was to investigate the connection between 

transformative leadership and IWB among secondary school heads and teachers in Punjab. 

As a result, the population of this research comprised all secondary school teachers and head 

teachers in Punjab. The population of the study was; (https://schoolportal. 

punjab.gov.pk/sed_census/).  

1. Teachers of secondary schools of Punjab (total number upto 2018: 133260). 

2. Head teachers of secondary schools of Punjab (total number upto 2018: 6674). 

3.5  Sampling and Sample 

The participation/selection of respondents is a critical issue in any study. The method 

used to choose those responders is known as sampling (Devires, 1999). A sample is a 

portion or subset of a larger group known as a population. A good sample is a miniature 

copy of the population to which it belongs, although a considerably smaller one 

(Egweniytega, 1994). A sample is a representation of a subset of a population (Evertson, 

2000). To choose the most representative sample from the population, a multistage sampling 

method was used. As per Cohen, et al. (2007) for a population of up to 7500 representative 

sample of 363 is sufficient. Among 47 tehsils and 8 schools from each tehsil our sample of 

the research become 376 schools i.e., 376 head teachers. And from every school 4 teachers 

were also taken as sample hence sample of teachers become 1504. The sample detail is as 

follows: 
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Table 3.3                                                                                                                             

Sampling Framework 

Division/ 

District Name 

No. of 

Tehsils 

No. of Schools 

in sample (each 

tehsil) 

Total No. of 

Schools in 

each District  

No. of 

Head teachers in 

sample (each 

tehsil) 

No. of 

Teachers 

from each 

school  

 A B c (axb) D e (d x 4) 

Multan  4 8 32 32 128 

Bahawalpur 6 8 48 48 192 

DG Khan 5 8 40 40 160 

Sahiwal 2 8 16 16 64 

Lahore 5 8 40 40 160 

Rawalpindi 7 8 56 56 224 

Sargodha 7 8 56 56 224 

Gujranwala 5 8 40 40 160 

Faisalabad 6 8 48 48 192 

Total 47 -- 376 376 1504 

 

3.6  Research Instruments 

To gather data from a chosen sample in order to fulfill the study's goals, a research 

instrument is used. Because of the descriptive character of this study, questionnaires (closed 

and open ended) were used as research instruments. Variables were used to construct the 

research instruments. The tool of TLS was developed for head teachers and IWB was 

developed for teachers. Both tools were modified to cross verify the responses i.e., IWB 

from head teachers and TLS for teachers. The questionnaire was divided into three sections. 

Part I included demographic information on head teachers and teachers, whereas Part II 

contained closed-ended statements. On a five-point Likert scale, closed-ended questions 

were asked (from strongly agree to disagree strongly). Part III consists of open ended 

questions related to IWB and TLS. The complete detail of the items used in the scale of 

IWB (for teachers) and TLS (for head teachers) is shown in appendix. The scale was little 

modified for teachers and head teachers as the questions were asked in their perspective as 

well as the items were cross verified to find out the possible issues and their solution which 
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act as a barrier in IWB and TLS. The questionnaire for both head teachers and teachers is 

also mentioned in appendix A. and B 

3.7  Reliability of the Instrument 

The questionnaire for IWB and TLS was converted into four questionnaire i.e., 

1. TLS for Head teachers 

2. IWB for teachers  

3. TLS for teacher (for cross verification of determinants) 

4. IWB for head teachers (for cross verification of determinants) 

 There were four questionnaires, two was for the head teachers and the other two was 

for the teachers. Cronbach's alphas were used to determine the tool's reliability. The 

reliability of tools was more than 0.7, indicating that the tools were reliability. The reliability 

and factor loading analyses are included in Tables 3.2 and 3.3 (see Appendix C), as are the 

items and dimensions of IWB and TLS. The values of this factor analysis and reliability are 

high in this table, indicating that these assertions are more committed.  

Table 3.4                                                                                                                             

Reliability of Scale  

Variable  No. of Items Reliability 

TLS (Head) 43 .849 

TLS (Teacher) 43 .742 

IWB (Head) 49 .786 

IWB (Teacher) 49 .862 
 

3.8  Validity of Instruments 

 Questionnaire (close ended and open ended) was validated by having respondents‟ 

opinions. The tools were given to twenty university professors and educationists for the 
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tools' content and face validity. Majority items of the questionnaire were accepted. Some 

items were pointed out as inappropriate. Such items were revised in the light critical 

comments of the experts.  

3.9  Data Collection 

Data was collected physically from teachers of selected districts and whereas 

possible online sources and postal services were also utilized for better data collection and 

sample representation. Total 1880 questionnaire (1504 teachers 376 head teachers) of urban 

and rural areas were delivered. The return rate for tools was 100%. The data collecting 

began in August 2019 and will conclude in January 2020. As a result, about 6 months were 

spent collecting data. 

3.10  Data Analysis 

Data was gathered via a questionnaire. The questionnaire responses were rated based 

on their degree of individualization. The data collected was entered into a spreadsheet and 

analyzed with the help of SPSS (Version-25). The data was examined using descriptive 

statistics such as frequencies and variance. In Chapter 4, the studied data was given in the 

form of tables, together with correlation, independent sample t-test and ANOVA with 

explanation. In the chapter 5, only significant results were presented as findings and 

conclusions. 

3.11  Summary 

 The research design, research procedure, procedure and process for the pilot study, 

as well as population and sampling in this chapter. The method for data gathering and 

analysis was also explained.  
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     CHAPTER 4 

4 DATA ANALYSIS 

 

The purpose of this chapter is to discuss data analysis and interpretation. As 

mentioned in the previous chapter, In Punjab, information was collected from teachers and 

head teachers, to achieve the study's objectives; data was examined using the correlation 

technique. The nature of the variables selected to assess TLS and IWB among head teachers 

and teachers was clarified using descriptive statistics.  Various values are addressed later in 

this chapter, but before calculating those values, a brief explanation of the values and their 

function is given here. Teachers and head teachers filled questionnaires. The questionnaire 

of TLS was related to Head teachers, while the questionnaire of IWB was related to teachers 

of secondary schools in Punjab. The reason to fill the questionnaire from both teachers and 

heads was to confirm the determinants of the TLS and IWB. The correlation between TLS 

and IWB is also checked to find out the answer to our primary research objective. To 

evaluate the findings based on demographic factors, an independent sample t-test and a one-

way ANOVA were employed.  

4.1  Demographic Analysis 

According to the questionnaire, the following demographic characteristics analyzed 

by descriptive statistics (i.e., frequency and percentage) 

i. Gender of teachers  

ii. Gender of Head teachers 

iii. Location of Schools  

iv. Teaching Experience of teachers  

v. Administrative of head teachers 
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The above demographic characteristics are analyzed below from Table 4.1 to Table           

Table 4.1                                                                                                                                   

Gender of Teachers 

Gender of Teacher  Frequency Percent% 

Male 752 50 

Female 752 50 

Total 1504 100 

 Table 4.1 shows that the teachers' sample from Punjab, which included a total of 

1504 secondary school teachers, 752 (50 percent) males and 752 (50 percent) females.  

Table 4.2                                                                                                                                   

Gender of Head teachers 

Gender of Head teachers  Frequency Percent% 

Male 188 50 

Female  188 50 

Total 376 100 

 Table 4.2 shows that the total number of head teachers in the Punjab sample was 

376, which was identical to the number of schools in the sample. The data was gathered 

from the head teachers, of whom 188 (50%) were male and 188 (50%) were female. 

Table 4.3                                                                                                                                   

Location of Schools 

Location of School  Frequency Percent% 

Rural  188 50 

Urban 188 50 

Total 376 100 

 Table 4.3 shows that the results of the analysis. There were 376 schools in all, with 

188 schools in rural regions and the remaining 188 schools in urban areas. 
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Table 4.4                                                                                                                                    

Experience (Teacher) 

Experience of Teacher  Frequency Percent 

1-3 years 407 27.1 

4-6 years 437 29.1 

7-9 years 290 19.3 

More 370 24.6 

Total 1504 100.0 

 Table 4.4 describes that when the data was collected from 1504 teachers, then it was 

found that 407 (27%) teachers had 1 to 3-year experience, 437 (29%) teachers had 

experienced between 4 to 6 years, 290 (19%) teachers had experienced between 7 to 9 years 

and there were 370 (25%) teachers who had more than nine-year experience.  

Table 4.5                                                                                                                                   

Experience (Head teacher) 

Experience of Head teacher Frequency Percent 

1-3 years 97 25.8 

4-6 years 97 25.8 

7-9 years 79 21.0 

More 103 27.4 

Total 376 100.0 

 Table 4.5 describes that when the data was collected from 376 head teachers, then it 

was found that 97 (26%) head teachers had 1 to 3-year experience, 97 (26%) head teachers 

had experienced between 4 to 6 years, 79 (21%) head teachers had experienced between 7 to 

9 years and there were 103 (27%) head teachers who had more than nine-year experience.  

4.2  To Examine the Determinants of Transformational Leadership 

 Styles (Teacher/Heads) 

 The first objective of the study is to examine the determinants of TLS. At the same 

time, discussing teacher and head teachers of public schools. For this purpose following 

statistics were calculated from the collected data to meet this objective. The purpose of 
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descriptive statistics, i.e., the mean and standard deviation, is to verify the most strong 

influencing factor (i.e., if the mean lie towards agree side, then the factor is decisive) and 

through Correlation analysis, will be calculated and if it is strong, then the relation of the 

factor with TLS is also vital.  

Table 4.6                                                                                                                                   

Descriptive Statistics TLS (Teachers) 

 N Mean SD SE 

IIA 1504 2.7990 .54917 .01416 

IIB 1504 2.6671 .44936 .01159 

IM 1504 2.6177 .38636 .00996 

IS 1504 2.5781 .52624 .01357 

IC 1504 2.7900 .58247 .01502 

TLS 1504 2.6904 .34488 .00889 

 Table 4.6 states that the descriptive statistics table of the determinants of TLS 

regarding teachers states that the number of teachers included in the sample is 1504 whereas 

the mean of IIA is 2.799and the mean of IIB is 2.677, 2.617 for IS and that of IMs is 2.6177. 

The value of standard deviation and mean difference is also calculated. As per this table, the 

most substantial factor is IIA and IC, whereas the weakest factor is IS.  

Table 4.7                                                                                                                                   

Correlation among determinants of TLS (Teachers) 

 IIA IIB IM IS IC TLS 

IIA - - - - - - 

IIB .215
**

 - - - - - 

IM .220
**

 .213
**

 - - - - 

IS .491
**

 .094
**

 .317
**

 - - - 

IC .929
**

 .213
**

 .138
**

 .335
**

 - - 

TLS .888
**

 .477
**

 .493
**

 .671
**

 .823
**

 - 

Sig.  .000 .000 .000 .000 .000 - 

**p < .01 

Table 4.7 explains the strength of the relationship among the determinants. In this 

table, TLS (teacher) factors are taken to explain the first objective of the study. The results 
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have found that as far as teachers are concerned, the relation between TLS and idealized 

influence (attributed) is .888, the correlation between TLS and idealized influence 

(behavior) is .477, which is very weak, the correlation between TLS and IM is .493which is 

also weak. There were 1504 teachers in the sample, and all the results are significant at p < 

.05. As per this table, the most decisive factor is IIA and IC, whereas the weakest factor is 

IIB. 

Table 4.8                                                                                                                                   

Descriptive Statistics TLS (Head teachers) 

 N         M SD SE 

IIA 376 3.3116 .55929 .02884 

IIB 376 3.3209 .60067 .03098 

IM 376 3.3172 .56362 .02907 

IS 376 3.2990 .52516 .02708 

IC 376 3.2903 .56108 .02894 

TLS 376 3.3078 .53370 .02752 

 Table 4.8 states the descriptive statistics table of the determinants of TLS concerning 

head teachers states that the number of head teachers included in the sample is376,whereas 

the mean of IIA is 3.311 and the mean of IIB is 3.320, 3.317 for IM, and that of IC is 3.290. 

The value of standard deviation and mean difference is also calculated. As per this table the 

strongest factor is IIA, IIB and IM, whereas the weakest factor is IC.  

Table 4.9                                                                                                                                   

Correlation among determinants of TLS (Head teachers) 

 IIA IIB IM IS IC TLS 

IIA - - - - - - 

IIB .922
**

 - - - - - 

IM .995
**

 .895
**

 - - - - 

IS .934
**

 .767
**

 .950
**

 - - - 

IC .857
**

 .622
**

 .883
**

 .978
**

 - - 

TLS .991
**

 .889
**

 .994
**

 .971
**

 .909
**

 - 

Sig.  .000 .000 .000 .000 .000 - 

**p < .01 

Table 4.9 states the correlation table explains the strength of relationship among the 
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determinants. In this table the factors of TLS (head) are taken to explain the first objective of 

the study, the results have found that as far as head teachers are concerned, the relation 

between TLS and idealized influence (attributed) is .991, the correlation between TLS and 

idealized influence (behavior) is .889 which is very strong, the correlation between TLS and 

IM is .994 which is also strong, the relationship between IS and TLS is .971. There were 376 

head teachers in the sample and all the results are significant at p < .05 as per this table the 

strongest factor is IIA whereas the weakest factor is IIB. 

4.3  To Examine the Determinants of IWB (Teacher/Heads) 

 The second objective of the study is to find out the factors involved in IWB while 

discussion about teacher and head teachers of public schools. For this purpose various 

figures were calculated from the collected data to meet this objective. The mean, standard 

deviation and correlation analysis is conducted. The purpose of descriptive statistics i.e., 

mean and standard deviation is to verify the most strong influencing factor (i.e., if the mean 

lie towards agree side then the factor is strong) and through Correlation analysis will be 

calculation and if it is strong then the relation of factor with IWB is also strong.  

Table 4.10                                                                                                                                   

Descriptive Statistics IWB (Head teachers) 

 N M SD SE 

IR 376 2.6977 1.16441 .06005 

IG 376 2.6958 1.34602 .06942 

IP 376 2.7106 1.00261 .05171 

PR 376 2.7080 1.33040 .06861 

IO 376 2.8258 1.38693 .07153 

OO 376 2.6948 1.18115 .06091 

INO 376 2.6924 1.28406 .06622 

IWB 376 2.7179 .89603 .04621 

 Table 4.10 states descriptive statistics of the determinants of IWB with respect to 

head teachers‟ states that the mean of IR is 2.6977 and mean of IG is 2.695, 2.710 for IP and 
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that of PR is 2.708. The value of standard deviation and mean difference is also calculated. 

As per this table the strongest determinants is IO whereas the weakest factor is IR and IG. 

Table 4.11                                                                                                                                   

Correlation among determinants of IWB (Head teachers) 

 IR IG IP PR IO OO INO IWB 

IR - - - - - - - - 

IG .275
**

 - - - - - - - 

IP .847
**

 .738
**

  - - - - - 

PR .013 .382
**

 .218
**

 - - - - - 

IO .875
**

 .003 .626
**

 -.111
*
 - - - - 

OO .911
**

 .402
**

 .856
**

 .068 .678
**

 - - - 

INO .448
**

 .686
**

 .689
**

 .318
**

 .230
**

 .594
**

 - - 

IWB .840
**

 .681
**

 .962
**

 .385
**

 .635
**

 .866
**

 .775
**

 - 

Sig.  .000 .000 .000 .000 .000 .000 .000 - 

**p < .01 

Table 4.11 explains the strength of relationship among the determinants. In this table 

the factors of IWB are taken to explain the second objective of the study, the results have 

found that as far as head teachers are concerned, the relation between IWB and IR is .840, 

the correlation between IWB and IG is .681 which is moderate, the correlation between IWB 

and IP is .962 which is also strong, the correlation between PR, involving other, overcoming 

obstacle is .385, 685 and .866. There were 376 head teachers in the sample and all the results 

are significant at p < .05. As per this table the strongest factor is IP whereas the weakest 

factor is PR. 
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Table 4.12                                                                                                                                   

Descriptive Statistics IWB (Teachers) 

 N M SD SE 

IR 1504 3.5709 .50317 .01297 

IG 1504 3.6982 .48368 .01247 

IP 1504 3.6955 .39094 .01008 

PR 1504 3.7106 .51085 .01317 

IO 1504 1.5049 .26782 .00691 

OO 1504 3.4004 .50110 .01292 

INO 1504 3.5654 .63858 .01647 

IWB 1504 3.3074 .44557 .01149 

 Table 4.12 states the descriptive statistics of the determinants of IWB with respect to 

teachers states that the mean of IR is 3.570 and mean of IG is 3.698, 3.695 for IP and that of 

PR is 3.710. The value of standard deviation and mean difference is also calculated. As per 

this table the weakest factor is IO whereas the strongest factor is PR and IG. 

Table 4.13                                                                                                                                   

Correlations among Determinants of IWB (Teachers) 

 IR IG IP PR IO OO INO IWB 

IR - - - - - - - - 

IG .964
**

 - - - - - - - 

IP .954
**

 .906
**

 - - - - - - 

PR .947
**

 .885
**

 .927
**

 - - - - - 

IO .881
**

 .854
**

 .770
**

 .913
**

 - - - - 

OO .917
**

 .868
**

 .913
**

 .788
**

 .643
**

 - - - 

INO .930
**

 .950
**

 .817
**

 .827
**

 .888
**

 .793
**

 - - 

IWB .805
**

 .786
**

 .772
**

 .758
**

 .699
**

 .747
**

 .744
**

 - 

Sig.  .000 .000 .000 .000 .000 .000 .000 - 

**p < .01 

Table 4.13 explains the strength of relationship among the determinants. In this table 

the factors of IWB are taken to explain the second objective of the study, the results have 

found that as far as teachers are concerned, the relation between IWB and IR is .805, the 

correlation between IWB and IG is .786 which is strong, the correlation between IWB and 

IP is .772 which is also strong, the correlation between PR, involving other, overcoming 

obstacle is .758, 699 and .747 respectively. There were 376 teachers in the sample and all 



97 

the results are significant at p < .05 

4.4  To Investigate the Relationship between Transformational 

 Leadership and IWB of Head teachers and Teachers of 

 Secondary Schools (Punjab) 

 The third objective of the study is to investigate the relationship between TLS and 

IWB among head teachers and teachers. For this purpose, a correlation analysis was 

conducted to meet this objective. The head teachers were asked to fill questionnaire of TLS 

about themselves and IWB in their teacher's perspective. 

Table 4.14                                                                                                                                   

Correlation among TLS and IWB (Head teacher) 

 IWB TLS 

IWB  .782
**

 

  .000 

TLS .782
**

  

 .000  

**p < .01 

 Table 4.14 states that the correlation between TLS and IWB for head teachers is 

.782. Hence it can be said that there a strong relationship exists between TLS and IWB, and 

results are significant at p < .05.  

Table 4.15                                                                                                                                   

Correlation among TLS and IWB (Teacher) 

 IWB TLS 

IWB  .694
**

 

  .000 

TLS .694
**

  

 .000  

**p < .01 

 Table 4.15 a states that the correlation between TLS and IWB for teachers is .694. 

Hence it can be said that there a strong relationship exists between TLS and IWB, and 

results are significant at p < .05.   
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4.5  Geographical Area Wise Results of TLS and IWB (Head teachers 

 and Teachers) 

TLS has a significant correlation with IWB as per the above tables. The results are 

now discussed based on demographic information. As far as teachers' area is concerned, it is 

classified in two categories i.e., rural and urban. The fourth and fifth objective of the study is 

to find out the geographical area-wise effect of TLS on IWB while discussing teacher and 

head teachers of public schools. For this purpose, an independent sample t-test was 

calculated from the collected data to meet this objective.  

4.5.1 To Compare the TLS of Rural and Urban Head Teachers at Secondary Schools 

Table 4.16                                                                                                                                   

Independent t-test on TLS (Head teachers) based on Location 

 Location N M SD SE t p 

IIA Rural 188 3.2135 .53950 .03935 -3.448 .001 

Urban 188 3.4096 .56293 .04106   

IIB Rural 188 3.3143 .57085 .04163 -.214 .830 

Urban 188 3.3276 .63054 .04599   

IM Rural 188 3.2084 .54961 .04008 -3.810 .000 

Urban 188 3.4260 .55781 .04068   

IS Rural 188 3.1444 .49839 .03635 -5.967 .000 

Urban 188 3.4536 .50656 .03694   

IC Rural 188 3.0887 .53582 .03908 -7.461 .000 

Urban 188 3.4920 .51226 .03736   

TLS Rural 188 3.1938 .51011 .03720 -4.233 .000 

Urban 188 3.4218 .53374 .03893   

 Table 4.16 states the study's objective is concerned then the researcher has checked 

the determinants wise differences in TLS on location. With regards to IIA, the mean of rural 

respondents was 3.21 and for urban respondents 3.40. IIB among rural head teachers was 

3.31 and for urban head teachers were 3.32. Similarly the mean for IM (urban= 3.42, rural = 

3.20), IS (urban = 3.45, rural = 3.14) and IC (urban= 3.49, rural = 3.08) is also mentioned in 

the table. The results have found that except IIB, all the determinants have significant 
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means, as the t-test has found p < .05, indicating that the characteristics of TLS vary with 

location.  

4.5.2 To Compare the IWB of Rural and Urban Teachers at Secondary Schools 

Table 4.17                                                                                                                                   

Independent t-test on IWB (Teachers) based on Location 

 Location N M SD SE t Sig.  

IR Rural 752 3.5491 .51679 .01885 -1.684 .092 

Urban 752 3.5928 .48854 .01782   

IG Rural 752 3.6805 .49780 .01815 -1.415 .157 

Urban 752 3.7158 .46880 .01710   

IP Rural 752 3.6836 .39774 .01450 -1.174 .241 

Urban 752 3.7073 .38391 .01400   

PR Rural 752 3.6902 .52628 .01919 -1.555 .120 

Urban 752 3.7311 .49443 .01803   

IO Rural 752 1.4941 .27514 .01003 -1.560 .119 

Urban 752 1.5157 .26002 .00948   

OO Rural 752 3.3777 .51021 .01861 -1.764 .078 

Urban 752 3.4232 .49110 .01791   

INO Rural 752 3.5426 .65114 .02374 -1.387 .166 

Urban 752 3.5882 .62537 .02280   

IWB Rural 752 3.2797 .43967 .01603 -2.412 .016 

 Urban 752 3.3350 .44998 .01641   

 Table 4.17 stated the study's objective is concerned then the researcher has checked 

the determinants wise differences in IWB on location. With regards to IR, the mean of rural 

respondents was 3.54 and for urban respondents 3.59. The IG among rural teachers was 3. 

68 and for urban teachers was 3.71. Similarly the mean for IP (urban= 3.70, rural = 3.68), 

PR (urban = 3.73, rural = 3.69) and INO (urban= 3.58, rural = 3.54) is also mentioned in the 

table. Then the results have found that except IR and INO, all the determinants have 

different means. As t-test has found that all the determinants have no significant difference 

(p > .05) while characteristics of IWB varies with location, indicating that the p < .05. 
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4.6  Gender Wise Results of TLS and IWB (Head teachers/Teachers) 

 The sixth and seventh objective of the study is to find out the gender-wise effect of 

TLS on IWB while discussing teacher and head teachers of public schools. For this purpose, 

independent sample t-test was calculated from the collected data to meet this objective.  

4.6.1 To Compare the TLS of Male and Female Head Teachers at Secondary Schools 

Table 4.18                                                                                                                                   

Independent t-test on TLS (Head teachers) based on Gender 

 Gender N M SD SE t Sig.  

IIA Male 188 3.3961 .58246 .04237 2.977 .003 

Female 188 3.2261 .52264 .03822   

IIB Male 188 3.4056 .61837 .04498 2.774 .006 

Female 188 3.2353 .57121 .04177   

IM Male 188 3.4074 .58883 .04283 3.157 .002 

Female 188 3.2261 .52286 .03824   

IS Male 188 3.3560 .50842 .03698 2.126 .034 

Female 188 3.2414 .53678 .03925   

IC Male 188 3.3404 .53919 .03922 1.744 .082 

Female 188 3.2398 .57942 .04237   

TLS Male 188 3.3811 .53994 .03928 2.700 .007 

Female 188 3.2337 .51829 .03790   

 Table 4.18 stated the objective of the study is concerned then the researcher has 

checked the determinants wise differences in TLS on the basis of gender then the results 

have found that all the determinants have different means. With regards to IIB the mean of 

male respondents was 3.40 and for female respondents 3.23. The of IIA among male head 

teachers was 3.39 and for female head teachers was 3.22. Similarly the mean for IM (male = 

3.40, female = 3.22), IS (male = 3.35, female = 3.24) and IC (male = 3.34, female = 3.23) is 

also mentioned in the table. As t-test has found that all the determinants have significant 

difference (P< .05) while characteristics of TLS varies with location indicating that the p < 

.05. 
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4.6.2 To Compare the IWB of Female and Male Teachers at Secondary Schools 

Table 4.19                                                                                                                                   

Independent t-test on IWB (Teachers) based on Gender 

 Gender N M SD               SE  t Sig. 

IR Male 752 3.5485 .50741 .01850 -1.726 .084 

Female 752 3.5933 .49823 .01817   

IG Male 752 3.6761 .48803 .01780 -1.769 .077 

Female 752 3.7202 .47860 .01745   

IP Male 752 3.6822 .39349 .01435 -1.319 .187 

Female 752 3.7088 .38818 .01416   

PR Male 752 3.6939 .51910 .01893 -1.272 .203 

Female 752 3.7274 .50224 .01831   

IO Male 752 1.4941 .27359 .00998 -1.560 .119 

Female 752 1.5157 .26165 .00954   

OO Male 752 3.3800 .50147 .01829 -1.583 .114 

Female 752 3.4209 .50022 .01824   

INO Male 752 3.5310 .64219 .02342 -2.089 .037 

Female 752 3.5997 .63352 .02310   

IWB Male 752 3.2784 .41803 .01524 -2.528 .012 

Female 752 3.3363 .46999 .01714   

 Table 4.19 stated the objective of the study is concerned then the researcher has 

checked the variables wise differences in IWB on the basis of gender then the results have 

found that all the determinants have different means. With regards to IR the mean of male 

respondents was 3.54 and for female respondents 3.59. The of IG among male teachers was 

3.67 and for female teachers was 3.72. Similarly the mean for IP (male = 3.68, female = 

3.70), PR (male = 3.69, female = 3.72) and INO (male = 3.53, female = 3.59) is also 

mentioned in the table. As independent sample t-test then the results have found that except 

INO all the determinants have no significant difference, while the characteristics of IWB 

varies with gender indicating that p < .05.  

4.7  Experience Wise Results of TLS and IWB (Teachers/Heads) 

 The eighth and ninth objective of the study is to find out the experience wise effect 

of TLS on IWB while discussion about teacher and head teachers of public schools. For this 
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purpose One way ANOVA were calculated from the collected data to meet this objective. 

As far as experience of teachers is concerned then it is classified in four categories. The first 

category was teachers who are experienced between 1 to 3 years, second category is 4 to 6 

years, third is 7 to 9 year experience and the last category is above 9 years. 

4.7.1 To Compare the TLS of Head Teachers at Secondary Schools on the Basis of 

Experience 

Table 4.20                                                                                                                                   

ANOVA related to TLS (Head teachers) based on Experience 

 Sum of squares df Mean square  F Sig. 

IIA Between groups 9.429 3 3.143 10.839 .000 

Within groups 107.871 372 .290   

Total 117.300 375    

IIB Between groups 10.109 3 3.370 10.012 .000 

Within groups 125.195 372 .337   

Total  135.303 375    

IM Between groups 10.006 3 3.335 11.371 .000 

Within groups 109.117 372 .293   

 Total  119.124 375    

IS  Between groups 4.689 3 1.563 5.889 .001 

Within groups 98.734 372 .265   

Totals 103.423 375    

IC Between groups 3.904 3 1.301 4.241 .006 

Within groups 114.151 372 .307   

Total  118.055 375    

TLS Between groups 7.232 3 2.411 9.005 .000 

Within groups 99.583 372 .268   

Total  106.815 375    

Table 4.20 stated an experience of head teachers has more than two categories 

therefore ANOVA was applied instead of independent sample t-test. The results have found 

that there is significant difference between the groups in TLS whereas when the factors of 

TLS are discussed then all the factors have significant difference as the value of p < 0.05.  
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4.7.2 To Compare the IWB of Teachers at Secondary Schools on the Basis of 

Experience 

Table 4.21                                                                                                                                   

ANOVA related to IWB (Teachers) based on Experience 

 Sum of squares df Mean square F Sig. 

IR Between groups .511 3 .170 .672 .569 

Within groups 380.021 1500 .253   

Total  380.532 1503    

IG Between groups .400 3 .133 .570 .635 

Within groups 351.222 1500 .234   

Total  351.623 1503    

IP Between groups .399 3 .133 .870 .456 

Within groups 229.310 1500 .153   

Total  229.709 1503    

PR Between groups .784 3 .261 1.001 .392 

Within groups 391.446 1500 .261   

Total  392.230 1503    

IO Between groups .142 3 .047 .659 .577 

Within groups 107.662 1500 .072   

Total  107.804 1503    

OO Between groups .347 3 .116 .460 .710 

Within groups 377.055 1500 .251   

Total  377.402 1503    

INO Between groups .692 3 .231 .565 .638 

 Within groups 612.212 1500 .408   

Total  612.904 1503    

IWB  Between groups .659 3 .220 1.106 .345 

Within groups 297.732 1500 .198   

Total  298.390 1503    

Table 4.21 stated an experience of teachers has more than two categories therefore 

ANOVA was applied instead of independent sample t-test. The results have found that there 

is insignificant difference between the groups in IWB whereas when the factors of IWB are 

discussed then all the factors have insignificant difference as the value of p < 0.05. Hence it 

can be concluded that IWB among teachers is not related with the experience of teachers. 
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4.8  Open Ended Questions: To Highlight the Barriers Effecting TLS 

 and IWB 

4.8.1 Enlist at Least Three Major Barriers in Achieving and Maintaining 

Transformational Leadership Style (Head teachers) 

Table 4.22                                                                                                                                   

Major Barriers in Achieving and Maintaining Transformational Leadership Style (Head 

teachers) 

Sr No Major Barriers Highlighted By Head teachers Frequency Percentage 

1 Adherence with government policies 64 17.02% 

2 Already set and fixed goals with specific rules 45 11.97% 

3 Rigidity in practice 41 10.90% 

4 Unnecessary interference from administration 39 10.37% 

5 Unsupportive staff 32 8.51% 

6 Unclear guidelines from authority 29 7.71% 

7 Shortage of Staff 26 6.91% 

8 Lack of infrastructure 21 5.59% 

9 Responsibility factor 18 4.79% 

10 Lack of initiative 15 3.99% 

11 Lack of sources 12 3.19% 

12 Unskilled team members 10 2.66% 

13 None 24 6.38% 

 Table 4.22 stated when the head teachers were asked about the barriers in 

implementing TLS then they mentioned the barriers as shown in the above table. The most 

common barrier which was highlighted by majority of the head teachers was adherence to 

government policies. Due to the adherence to the policies and procedures majority of the 

head teachers feel reluctant to implement TLS and implement something different. Head 

teachers were also of the view that there are prescribed goals and instructions set by 

authorities, therefore it is difficult to implement TLS, therefore they have to rigid in the 

practice and avoid TLS.  

 While some head teachers also reported that due to unnecessary interference of the 

authorities, the head teacher has not much time to implement TLS in school. Another barrier 

in implement TLS is unsupportive staff. As the staff usually follows the general working 
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environment and they discourage any change therefore it is an important barrier. Meanwhile 

some other head teachers mentioned that shortage of staff and lack of infrastructure is also a 

barrier in implementing TLS. While implementing TLS head teachers also hesitate as it 

brings all the responsibility to their shoulders therefore they discourage to implement TLS. 

Therefore, some head teachers also mentioned the lack of initiative as a barrier, because 

neither the head teacher nor the higher authority encourages initiative.  

4.8.2 Enlist at Least Three Major Barriers in Achieving and Maintaining IWB 

(Teachers) 

Table 4.23                                                                                                                                   

Major Barriers in Achieving and Maintaining IWB (Teachers) 

Sr 

No 

Major Barriers Highlighted By Teachers  Frequency Percentage 

1.  Favoritism  320 21.28% 

2.  Lack of Communication 208 13.83% 

3.  Teacher-head teacher relationship 180 11.97% 

4.  Lack of leadership 120 7.98% 

5.  Lack of motivation 105 6.98% 

6.  Limited Budget/funds 80 5.32% 

7.  Lack of encouragement, respect, feedback or compliment  69 4.59% 

8.  Lack of planning from head teachers 47 3.13% 

9.  Lack of generosity on the part of the head teachers in terms of 

ideas sharing and idea implementation 
32 2.13% 

10.  Close culture 30 1.99% 

11.  Lack of concern with issues 18 1.20% 

12.  None  295 19.61% 

Table 4.23 stated the teachers were asked about the barriers in implementing the 

IWB. Majority of the teachers said favoritism in public schools is a major barrier while 

sharing any innovative idea. They also mentioned that lack of communication, leadership 

and lack of motivation are also the main causes due to which public school teachers are not 

encouraged to be innovative. Some of the teachers also mentioned that in almost every 

school there are budgetary limitations due to which teachers‟ innovative behavior is always 

discouraged. Another barrier mentioned by the teachers was lack of planning and 
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encouragement from head teachers. Usually due to age gap and administrative issues the 

head teacher not always encourages innovative ideas. Lack of generosity on the part of the 

head teachers in terms of ideas sharing and idea implementation is also a barrier as 

mentioned by some of the teachers. Teachers also pointed out that there is usually close 

culture in the public schools which does not allow showing or implementing innovative 

behavior, hence innovative behavior is discouraged.  

4.9  Summary 

 This chapter was done to elaborate the results of the data collected from the 

respondents through closed and open ended questions. The researcher has found that in the 

response of Head teachers IIA, IIB and IM has the highest mean, while in response of 

teacher IIA and IC has the highest mean stating the most influencing factors of TLS. 

Correlation analysis of the determinants stated that for head teachers the relation between 

TLS and IM was strongest, while in response of teachers the relation between TLS and IIA 

was strongest. In second objective the results have found that for IWB among teachers PR 

IG and IP was the highest mean in response of teachers while IO, IP and PR, has highest 

mean in response of head teachers stating the most influencing determinants. As far as 

correlation analysis of the determinants was concern in response of teachers the relation 

between IWB and IR was strongest and in response of head teachers the relation between 

IWB and IP was strongest.  

 In the results of third objective results have found that strong relation exist between 

TLS and IWB. In the fourth and fifth objective the results has explained the results based on 

location (i.e. urban and rural) of teachers and head teachers. The determinants of TLS and 

IWB were judged on the independent sample T-test based on location. It was found that 
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from urban head teachers and teachers TLS and IWB (respectively) is more common as 

compared to those in the rural areas.  

 Similarly the results of sixth and seventh objective identified the TLS and IWB 

based on gender of teachers and head teachers i.e. male and female. The determinants of 

TLS and IWB were judged on the independent sample T-test based on gender. The 

responses of IWB were collected from teachers and TLS from head teachers. It was 

observed that TLS of male head teachers was comparative better as compared to female 

head teachers (based on mean and p value). Similarly IWB in female teachers was found 

more as compared to male teachers (based on mean and p value). The researcher concludes 

that male head teachers. The results of eighth and ninth objective stated the TLS and IWB 

based on experience of teachers and head teachers. There was significant difference between 

the groups in TLS, while on IWB there are insignificant differences.  

 In the last objective the barriers effecting leadership styles and IWB were discussed 

and the results have found that majority of respondent point out the barriers in TLS were 

teachers‟ lack of understanding expressed by teachers and lack of understanding expressed 

by the head teacher and the barriers in IWB were the rules were not enforced, lack of 

Communication, teacher-head teacher relationship. When the head teachers were asked 

about the barriers in implementing TLS then they mentioned the barriers as shown in the 

above table. The most common barrier which was highlighted by majority of the head 

teachers was adherence to government policies.  
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CHAPTER 5 

5 FINDINGS, DISCUSSION, CONCLUSION, SUMMARY 

AND RECOMMENDATIONS 

The study's goal was to determine the connection between TLS of head teachers and 

IWB of teachers in Punjab's public secondary schools. This chapter discusses the findings of 

the data analysis presented in the previous chapter. Following the presentation of 

comprehensive numerical findings of the data and their interpretations in the previous 

chapter, it seemed reasonable to examine the outcomes of this study and attempt to answer 

the study's research questions. This chapter deals with findings, discussion, conclusion and 

recommendations. However, the chapter begins with a result of the research is given below:    

5.1  Main Findings 

The main findings of the data collection are given below; 

5.1.1 To Examine the Determinants of TLS of Head teachers 

 Table stated that descriptive statistics of the determinants of TLS with respect to 

teachers stated that the number of teachers included in the sample were 1504 

whereas the mean of IIA was 2.799 and mean of IIB was 2.677, 2.617 for IS and that 

of IMs was 2.6177.  

 Table explained the strength of relationship among the determinants. In this table the 

determinants of TLS (teacher) were taken to explain the first objective of the study, 

the results have found that as far as teachers were concerned, the relation between 

TLS and idealized influence (attributed) was .888, the correlation between TLS and 

idealized influence (behavior) was .477 which was very weak, the correlation 

between TLS and IM was .493 which was also weak. There were 1504 teachers in 

the sample and all the results were significant at p <0.05. 
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 Table stated the descriptive statistics table of the determinants of TLS with respect to 

head teachers stated that the number of head teachers included in the sample were 

376 whereas the mean of IIA was 3.311 and mean of IIB was 3.320, 3.317 for IM 

and that of IC was 3.290. The value of standard deviation and mean difference was 

also calculated.  

 Table stated the correlation table explained the strength of relationship among the 

determinants. In this table the factors of TLS (head) were taken to explain the first 

objective of the study, the results have found that as far as head teachers were 

concerned, the relation between TLS and idealized influence (attributed) was .991, 

the correlation between TLS and idealized influence (behavior) was .889 which was 

very strong, the correlation between TLS and IM was .994 which was also strong, 

the relationship between IS and TLS was .971. There were 376 head teachers in the 

sample and all the results were significant at p <0.05.  

5.1.2 To Examines the Determinants of IWB of Teachers 

 Table stated descriptive statistics of the determinants of IWB with respect to head 

teachers‟ stated that the mean of IR was 2.6977 and mean of IG was 2.695, 2.710 for 

IP and that of PR was 2.708. The value of standard deviation and mean difference 

was also calculated.  

 Table explained the strength of relationship among the determinants. In this table the 

factors of IWB were taken to explain the second objective of the study, the results 

have found that as far as head teachers were concerned, the relation between IWB 

and IR was .840, the correlation between IWB and IG was .681 which was moderate, 

the correlation between IWB and IP was .962 which was also strong, the correlation 
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between PR, involving other, overcoming obstacle was .385, 685 and .866. There 

were 376 head teachers in the sample and all the results were significant at p < 0.05 

 Table stated the descriptive statistics of the determinants of IWB with respect to 

teachers stated that the mean of IR was 3.570 and mean of IG was 3.698, 3.695 for 

IP and that of PR was 3.710. The value of standard deviation and mean difference 

was also calculated.  

 Table explained the strength of relationship among the determinants. In this table the 

factors of IWB were taken to explain the second objective of the study, the results 

have found that as far as teachers were concerned, the relation between IWB and IR 

was .805, the correlation between IWB and IG was .786 which was strong, the 

correlation between IWB and IP was .772 which was also strong, the correlation 

between PR, involving other, overcoming obstacle was .758, 699 and .747 

respectively. There were 376 teachers in the sample and all the results were 

significant at p <0.05 

5.1.3 To Investigate the Relationship between Transformational Leadership and IWB 

among Head teachers and Teachers of Secondary Schools (Punjab) 

 Table stated the correlation between TLS and IWB with respect to head teachers and 

teacher respectively was .782 which was strong, hence it can be said that there was a 

strong relation exists between TLS and IWB and results were significant at p < 0.05 

5.1.4 To Compare the TLS of Rural and Urban Head Teachers  

 In terms of the study's aim, TLS demonstrates that there was a significant disparity in 

the opinions of rural and urban head teachers. TLS were higher among urban head 

teachers than among rural head teachers.. 
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5.1.5 To Compare the IWB of Rural and Urban Teachers  

 In terms of the study's aim, a locality-wise comparison revealed that there was a 

significant difference in the opinions of rural and urban instructors about IWB. It 

demonstrates that urban instructors were more IWB than rural teachers. 

5.1.6 To Compare the TLS of Male and Female Head Teachers at Secondary 

Schools 

 A gender comparison of head teachers' opinions on TLS reveals a significant 

disparity between male and female teachers' opinions. Male principals received 

more TLS than female head teachers. 

5.1.7 To Compare the IWB of Male and Female Teachers  

 A gender comparison of head teachers' opinions on IWB reveals a significant 

disparity between male and female teachers' opinions. Female instructors were 

more prevalent IWB.  

5.1.8 To Compare the TLS of Head Teachers at Secondary Schools on the Basis of 

Experience 

 Experience wise comparison of head teachers shows that head teachers has more 

than two categories therefore ANOVA was applied instead of independent sample t-

test. The results have found that there was significant difference between the groups 

in TLS, 

5.1.9 To Compare the IWB of Teachers at Secondary Schools on the Basis of 

Experience 

 Experience wise comparison of teachers stated experience of teachers has more than 

two categories therefore ANOVA was applied instead of independent sample t-test. 

The results have found that there was insignificant difference between the groups in 
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IWB. It can be concluded that IWB among teachers were not related with the 

experience of teachers. 

5.1.10 To Highlight the Barriers Effecting Transformational Leadership and IWB 

The open ended questions were asked from the respondents i.e., teachers and head 

teachers about IWB and TLS respectively. The results have found that teachers face various 

issues regarding IWB, as it was already mentioned that due to the administrative system of 

public schools the new comers cannot work with their full potential rather they were 

discouraged. Similarly if the head wants to implement something new, then there were 

budget issues from authorities and the teachers also creating hurdle while implementing new 

ideas. Hence this study was an attempt to find out how the system or the environment of the 

public schools can be changed and new ideas can be implemented. Teachers and head 

teachers suggest various strategies in this regard, the most important of which was the 

coordination between teacher and head teachers, as external factors were difficult to manage 

but the internal factors i.e. head teacher, teacher and students can be managed and the 

environment of the school can be changed and more productive working atmosphere may be 

created where students can learn more rapidly. 

5.2  Discussion 

 In the first objective, i.e., to examine the determinants of TLS of head teachers, the 

researcher has found that idealized influence (attributed) has the highest mean stating the 

influencing factor of leadership in teachers' response. Table stated that in descriptive 

statistics the determinants of TLS concerning teachers stated that the number of teachers 

included in the sample was 1504. In contrast, the mean of IIA was 2.799, and the mean of 

IIB was 2.677, 2.617 for IS, and that of IMs was 2.6177. The value of standard deviation 

and mean difference was also calculated. Results explain the strength of the relationship 
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among the determinants. The factors of TLS (teacher) were taken to explain the first 

objective of the study. The results have found that as far as teachers were concerned, the 

relation between TLS and idealized influence (attributed) was .888, the correlation between 

TLS and idealized influence (behavior) was .477, which was very weak, the correlation 

between TLS and IM was .493which was also weak. There were 1504 teachers in the 

sample, and all the results were significant at p <05. Results stated the descriptive statistics 

table of the determinants of TLS concerning head teachers stated that the number of head 

teachers included in the sample were 376. 

 In contrast, the mean of IIA was 3.311 and meant of IIB was 3.320, 3.317 for IM, 

and that of IC was 3.290. The value of standard deviation and mean difference was also 

calculated. The correlation explained the strength of the relationship among the 

determinants. The results have found that as far as head teachers were concerned, the 

relation between TLS and idealized influence (attributed) was .991, which was strong, the 

correlation between TLS and idealized influence (behavior) was .889, which was strong, the 

correlation between TLS and IM was .994 which was also strong, the relationship between 

IS and TLS was .971. There were 376 head teachers in the sample, and all the results were 

significant at p < 0.05 

This study's results on school leadership and school effectiveness were as follows: In 

addition, reflection and study suggested that leadership conduct served as a mediator 

between transformational leadership and creative behavior work (Akram, 2012). A study 

was conducted on transactional, transformational, or free enterprise management: an 

assessment of the pioneers of the agricultural school curriculum who said that 

transformative leadership was best used (Yunita, 2015). Another researcher shared the same 
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results that idealized influence was the main factor of TLS and effective in TLS (Nawaz & 

Bodla, 2010).  

 In the second objective, i.e., to examine the determinants of IWB of teachers. Results 

stated descriptive statistics of the determinants of IWB concerning head teachers‟ stated that 

the mean of IR was 2.6977 and meant of IG was 2.695, 2.710 for IP and that of PRwas2.708 

and for IO was 2.82. The value of standard deviation and mean difference was also 

calculated. Results explained the strength of the relationship among the determinants. The 

results have found that as far as head teachers were concerned, the relation between IWB 

and IR was .840 which was strong, the correlation between IWB and IG was .681 which was 

moderate, the correlation between IWB and IP was .962 which was also strong, the 

correlation between PR, involving other, overcoming obstacle was .385, 685 and .866. There 

were 376 head teachers in the sample and all the results were significant at p <05.Results 

stated the descriptive statistics of the determinants of IWB with respect to teachers stated 

that the mean of IR was 3.570 and mean of IG was 3.698, 3.695 for IP and that of PR was 

3.710. The value of standard deviation and mean difference was also calculated. The results 

have found that as far as teachers were concerned, the relation between IWB and IR was 

.805, the correlation between IWB and IG was .786 which was strong, the correlation 

between IWB and IP was .772 which was also strong, the correlation between PR, involving 

other, overcoming obstacle was .758, 699 and .747 respectively. There were 376 teachers in 

the sample and all the results were significant at p < 0.05. The following study was in line 

with The findings also suggest that the creation of ideas and realization of ideas was 

essential for teachers while creative activity was essential for the head teachers. Given the 

importance of idea generation and creativity for innovation, considerable study has been 

conducted to identify variables that encourage creativity among workers, as well as the 
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significance of a supportive work environment (Khalili, 2016).  

 In the third objective i.e., to investigate the relationship between TLS and IWB 

among head teachers and teachers of secondary schools (Punjab). Results stated the 

correlation between TLS and IWB with respect to head teachers and teacher respectively 

was .782 which was strong, hence it can be said that there was a strong relation exists 

between TLS and IWB and results were significant at p < .05. Another researcher shared the 

same results that the results found a significant positive correlation between the variables. 

This means that if the leader has the transformative style of leadership, it can lead to 

innovation in the workplace and improve work performance. Another researcher in the study 

all TLS facets have significant positive correlation with four facets of IWB (Abbas, 2012). 

` The fourth and fifth objective was to find out the geographical area wise effect on 

TLS and IWB. It states the objective of the study is concerned then the researcher has 

checked the determinants wise differences in TLS on the basis of location. With regards to 

IIA the mean of rural respondents was 3.21 and for urban respondents 3.40. IIB among rural 

head teachers was 3.31 and for urban head teachers were 3.32. Similarly the mean for IM 

(urban= 3.42, rural = 3.20), IS (urban = 3.45, rural = 3.14) and IC (urban= 3.49, rural = 

3.08) is also mentioned in the table. The results have found that except IIB all the 

determinants have significant difference as t-test has found p < .05 indicating that the 

characteristics of TLS varies with location. The objective of the study is concerned then the 

researcher has checked the determinants wise differences in IWB on the basis of location. 

With regards to IR the mean of rural respondents was 3.54 and for urban respondents 3.59. 

The of IG among rural teachers was 3. 68 and for urban teachers was 3.71. Similarly the 

mean for IP (urban= 3.70, rural = 3.68), PR (urban = 3.73, rural = 3.69) and INO (urban= 

3.58, rural = 3.54) is also mentioned in the table. Then the results have found that except IR 
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and INO all the determinants have different means. As t-test has found that all the 

determinants have no significant difference (p> .05) while characteristics of IWB varies with 

location indicating that the p < .05. Researchers have found the similar results that the 

teachers of cities have more leadership skills (Bodla, 2010).  

The sixth and seventh objective was to find out the gender wise effect on TLS and 

IWB. It shows that the researcher has checked the determinants wise differences in TLS on 

the basis of gender then the results have found that all the determinants have different 

means. With regards to IIB the mean of male respondents was 3.40 and for female 

respondents 3.23. The of IIA among male head teachers was 3.39 and for female head 

teachers was 3.22. Similarly the mean for IM (male = 3.40, female = 3.22), IS (male = 3.35, 

female = 3.24) and IC (male = 3.34, female = 3.23) is also mentioned in the table. As t-test 

has found that all the determinants have significant difference (P< .05) while characteristics 

of TLS varies with location indicating that the p < .05. The researcher has checked the 

determinants wise differences in IWB on the basis of gender then the results have found that 

all the determinants have different means. With regards to IR the mean of male respondents 

was 3.54 and for female respondents 3.59. The of IG among male teachers was 3.67 and for 

female teachers was 3.72. Similarly the mean for IP (male = 3.68, female = 3.70), PR (male 

= 3.69, female = 3.72) and INO (male = 3.53, female = 3.59) is also mentioned in    the 

table. As independent sample t-test then the results have found that except INO all the 

determinants have no significant difference, while the characteristics of IWB varies with 

gender indicating that p < .05.Naseer, Nasarullah and Ashiq (2014) conducted a study to 

study the link between TLS and IWB in Pakistan, examined relation based on gender. The 

study found that there was a big difference between evaluating male and female head 

teachers to practice leadership behavior in schools. Kunwar, (2002) secondary school head 
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teachers‟ leadership behaviors also indicate that the leadership behavior of male and female 

school leaders was not essentially clear to each other. These results were in contrast with the 

present study. 

 The eighth and ninth objective was to find out the experience wise effect of TLS on 

IWB, as experience of head teachers has more than two categories therefore ANOVA was 

applied instead of independent sample t-test. The results have found that there was 

significant difference between the groups in TLS whereas when the factors of TLS were 

discussed then all the factors have significant difference as the value of p < 0.05. The results 

have found that there was insignificant difference between the groups in IWB whereas when 

the factors of IWB were discussed then all the factors have insignificant difference as the 

value of p < 0.05. Hence it can be concluded that IWB among teachers was not related with 

the experience of teachers. Faisal (2011) In Punjab, a research on the effect of educational 

leadership on institutional performance was organized. One of the study's goals was to offer 

in-depth reflection on leadership conduct based on experience. In contrast to the current 

research, the study's findings which found that with the increased experience the leadership 

skills were more developed.  

 The last objective was about the barrier in adopting TLS and IWB in government 

secondary schools. When the head teachers were asked about the barriers in implementing 

TLS then they mentioned the barriers as shown in the above table. The most common barrier 

which was highlighted by majority of the head teachers was adherence to government 

policies. Due to the adherence to the policies and procedures majority of the head teachers 

feel reluctant to implement TLS and implement something different. While some head 

teachers also reported that due to unnecessary interference of the authorities, the head 

teacher has not much time to implement TLS in school. Another barrier in implement TLS is 
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unsupportive staff. As the staff usually follows the general working environment and they 

discourage any change therefore it is an important barrier. The teachers were asked about the 

barriers in implementing the IWB. Majority of the teachers said favoritism in public schools 

is a major barrier while sharing any innovative idea. They also mentioned that lack of 

communication, leadership and lack of motivation are also the main causes due to which 

public school teachers are not encouraged to be innovative. Some of the teachers also 

mentioned that in almost every school there are budgetary limitations due to which teachers‟ 

innovative behavior is always discouraged. Another barrier mentioned by the teachers was 

lack of planning and encouragement from head teachers. Usually due to age gap and 

administrative issues the head teacher not always encourages innovative ideas. Lack of 

generosity on the part of the head teachers in terms of ideas sharing and idea implementation 

is also a barrier as mentioned by some of the teachers, lack of understanding expressed by 

teachers and lack of understanding expressed by the head teacher and the barriers in IWB 

were the rules were not enforced, lack of Communication, teacher-head teacher relationship. 

Long-term and entrenched barriers arising from political and economic structures – lack of 

funding, low teacher pay, functionalist summative testing, teacher or school target regimes, 

orthodox transmission methods of learning, analogue uses of digital technologies – are, 

however, easier to consider dismantling and moving beyond than those residing in 

philosophical or ideological minefields. Such mindsets might be seen, for example, in the 

idea that instructors were simply unable to create in the absence of digital tools, or that 

creativity was only of importance to a small group of very gifted individuals (Liang, et al., 

2017).  
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5.3  Conclusion 

The research was carried out to determine the connection between TLS and IWB. 

The researcher has created an instrument for TLS and IWB for this purpose. TLS was 

quantified using the scale of its determinants, i.e., IIA, IIB, IM, IS and IC whereas IWB was 

measured through the scale of its determinants i.e., IR, IG, IP, PR, OO, IO and INO. After 

developing tools the researcher has collected data from teachers and head teachers. The tool 

of TLS was developed for head teachers and IWB was developed for teachers. tools were 

modified to cross verify the responses i.e., IWB from head teachers and TLS for teachers. 

The purpose to cross verify the responses from our respondents is due to the fact that the 

researcher needs to confirm that whether teachers perception for head teachers is different or 

not and vice versa, e.g. if the head teacher says that he is implementing TLS in public school 

then what his teacher perceives about him. The researcher has found that in the response of 

Head teachers IIA, IIB and IM have the highest mean, while in response, teacher IIA and IC 

have the highest mean stating the most influencing factors of TLS. Correlation analysis of 

the determinants stated that for head teachers the relation between TLS and IM was 

strongest. In response of teachers the relation between TLS and IIA was strongest. Hence, it 

can be concluded that IIA (idealized influence attributed) is the common factor teachers and 

head teachers think the head teachers adopt. Whereas when their means were compared, it 

can be said that although head teacher adopted IIA, it was not that much strong which head 

teacher perceives about himself compared to his teachers. Same is the case with other 

determinants which shows there is lack of collaboration and communication between head 

teachers and his teachers. 

In second objective the researcher concludes that for IWB among teachers PR IG and 

IP was the highest mean in response of teachers while IO, IP and PR, has highest mean in 
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response of head teachers stating the most influencing determinants. As far as correlation 

analysis of the determinants concerned teachers' response, the relation between IWB and IR 

was strongest. In response of head teachers, the relation between IWB and IP was strongest. 

Hence, it can be concluded that IP and PR were the common factors teachers and head 

teachers think the teachers adopt it. Whereas when their means were compared, it can be 

said that although teachers adopted IP and PR, it was not that much strong that teachers 

perceive about themselves compared to their head teacher. The same is the case with other 

determinants that show that there might be a lack of understanding, adoption, or 

implementation of ideas by head teachers (developed by teachers).  

In the results of third objective researcher has found that strong relation exist 

between TLS and IWB. The researcher has concluded that TLS of head is strongly 

correlated with IWB of teachers and the head teachers can lead the school matters more 

effectively when the teacher adopts IWB. In other words, when the head teachers follow 

TLS, it gives opportunity for the teachers to become innovative and share new ideas with the 

head teachers to better the school and the students.  

The study has explained the results based on location (i.e. urban and rural) of 

teachers and head teachers in the fourth and fifth objective. The determinants of TLS and 

IWB were judged on the independent sample T-test based on location. It was found that 

from urban head teachers and teachers TLS and IWB (respectively) are more common as 

compared to those in the rural areas. The researcher has concluded that it might be due to the 

availability of better resources and infrastructure in majority of urban schools that give the 

teacher a better opportunity to be more innovative. Similarly the head teachers also 

implement TLS in a better way.  
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In the sixth and seventh objective the researcher identified the TLS and IWB based 

on gender of teachers and head teachers i.e. male and female. The determinants of TLS and 

IWB were judged on the independent sample T-test based on gender. The responses of IWB 

were collected from teachers and TLS from head teachers. It was observed that TLS of male 

head teachers was comparatively better than female head teachers (based on mean and p 

value). Similarly IWB in female teachers was found more than male teachers (based on 

mean and p value). Therefore it can be concluded that male teachers are better in managerial 

or leadership competencies whereas female teachers are better in innovative work and 

creativity.  

The results of eight and ninth objective stated the TLS and IWB based on experience 

of teachers and head teachers. The determinants of TLS and IWB were judged on the results 

of ANOVA. There was significant difference between the groups in TLS, while on IWB 

there is insignificant difference. Hence it can be concluded that IWB among teachers was 

not related with the experience of teachers. The researcher has concluded that TLS depends 

on the experience where is IWB is not related to experience. As the administrative and 

leadership qualities are polished with the increase of experience, TLS was different for 

different categories of experience. As per our findings, IWB is not necessarily related to 

experience as it depends on the individual's workplace environment and personal 

motivation.  

In the last objective the barriers effecting TLS and IWB were discussed. The results 

have found that majority of respondent point out the barriers in TLS were teachers‟ lack of 

understanding expressed by teachers and lack of understanding expressed by the head 

teacher and the barriers in IWB were the rules were not enforced, lack of Communication, 

teacher-head teacher relationship. It was also found that the goals are already set and head 
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teachers rigid themselves to the instructions given to them from authorities, hence create 

barrier in implementing TLS. Due to the adherence to the policies and procedures, most 

head teachers feel reluctant to implement TLS and implement something different. 

Therefore, some head teachers also mentioned the lack of initiative as a barrier, because 

neither the head teacher nor the higher authority encourages initiative.     

The teachers were asked about the barriers in implementing the IWB. Majority of the 

teachers said favoritism in public schools is a major barrier while sharing any innovative 

idea. They also mentioned that lack of communication, leadership and lack of motivation are 

also the main causes due to which public school teachers are not encouraged to be 

innovative. Some of the teachers also mentioned that in almost every school there are 

budgetary limitations due to which teachers‟ innovative behavior is always discouraged. 

Another barrier mentioned by the teachers was lack of planning and encouragement from 

head teachers. Usually due to age gap and administrative issues the head teacher not always 

encourages innovative ideas. Lack of generosity on the head teachers in terms of ideas 

sharing and idea implementation is also a barrier, as some teachers mentioned. 

5.4  Summary 

The study was designed to investigate TLS and IWB of head teacher and teachers at 

secondary level in Punjab. The objectives of the study were:(a) to examine the determinants 

of TLS. (b) to examine the determinants of IWB; (c) to investigate the relationship between 

TLS and IWB of head teachers and teachers  (Punjab); (d) To compare the TLS of rural and 

urban head teachers (e) To compare the IWB of rural and urban teachers ; (f) To compare 

the TLS of male and female head teachers ; (g) To compare the IWB of male and female 

teachers ; (h) To compare the TLS of head teachers on the basis of experience; (i) To 
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compare the IWB of teachers  on the basis of experience.; (j) to highlight the barriers 

effecting transformation leadership style and IWB. 

The study's population consisted of male and female head teachers and secondary 

school teachers from Punjab. A multistage selection method was employed to pick districts 

in Punjab, and then schools were chosen using an equal percentage allocation balancing 

urban and rural, male and female students. To gather data, a simple random sample method 

was employed to choose teachers and principals. To accomplish the study's goals, two 

instruments were created, and each instrument was changed while asking questions of 

teachers and head teachers. A five-point questionnaire was created for secondary school 

teachers and head teachers. Closed-ended items and two open-ended questions were 

included on the Likert scale. The questionnaire for teachers and head teachers included 

comments on the relationship between TLS and IWB of teachers and head teachers, 

respectively. The findings revealed a strong connection between IWB and TLS of teachers 

and head teachers, respectively. The research discovered that certain determinants had a 

substantial impact on the IWB and TLS as specified by the respondents. According to 

instructors, inspiring motivation and idealized influence were extremely significant factors 

for TLS, whereas head teachers recognized idealized influence (attributed and behavioural) 

as the most important determinants. The results from head teachers state that for IWB in 

teachers the important determinants were problem recognition and idea promotion while 

teachers have identified idea promotion and idea generation being the important 

determinants of IWB. The results were also identified the barriers that may create hurdle in 

attaining IWB and TLS. The study very comprehensively measured the attitude of teachers 

and head teachers towards IWB and TLS respective (and vice versa).  
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5.5  Recommendations 

1. The study suggests that the Head teachers should focus on idealized influence 

(attributed and Behavioral) to enhance their leadership qualities.  

2. The study also recommends that Teacher should focus on their innovation abilities, 

idea generation and idea promotion.  

3. There should be proper understanding and coordination between teachers and head 

teachers to get the favorable outputs.  

4. The head teacher should focus on his TLS and should impart and implement his 

vision properly. 

5. For teachers it is necessary to get involved in school activities and play his proper 

role in implementing innovative things 

6. The study also recommends that the government should focus on the rural schools, 

just like urban schools so that the TLS and IWB among rural head teachers and 

teachers would also be enhanced.  

5.6  Theoretical Implications 

The present study adds literature by examining the relationship between TLS and 

IWB. The theoretical implications allow future studies in TLS and IWB about challenges at 

different levels of education. The researcher presents the gap differently by highlighting the 

issue about change in the working environment for students. Replication is also possible by 

using both elementary and secondary schools. Head teachers may be selected according to 

the leadership styles. 

The study is conducted to know about the relationship of TLS and IWB and the 

factors affecting both the variables. From the results, following suggestions will offered if 



125 

this study is replicated further by any other research scholar. The first suggestion is that head 

teacher require a lot of time to implement the interventions thoroughly to change its 

behavior because at workplace the behavior unconsciously changes according to the 

environment. It also demonstrates the difficulty in positively changing leadership behavior 

because in most public sector schools, head teachers rarely take the initiative to do 

something different. Researcher explored that a much longer and more intensive 

intervention period is necessary for productive change in idealized influence (attributed), 

idealized influence (behavior) and inspirational motivation. This study may be replicated 

involving longitudinal approach of head teachers and teachers which may provide in-depth 

information, details about TLS and IWB. 

The significant determinants of IWB (Idea realization (IR) and idea generation (IG). 

The creation of ideas and realization of ideas are essential for teachers while providing such 

an environment is responsibility of head teachers. The significance of idea creation and 

creativity in the process of innovation and recognized the need of a positive work 

environment As a result, instructors' efforts are entirely reliant on the recognition of 

administrators, and the current research also highlighted the obstacles to adoption. IWB. 

Hence this study suggests for the future researchers to work on the identifying the barriers 

and the ways to remove those barriers.  

The present study has measured the relationship between TLS and IWB and the 

results have found significant positive correlation among the variables. Hence the present 

study suggests an experimental study by making two groups of schools i.e., conventional 

schools and schools having TLS oriented head teachers It would be fascinating to see 

whether head teachers become more transformative over a long time of working with a 

group of teachers. Another area that may be investigated is how demographic variables such 
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as education, educational background, and age influence the development of leadership 

styles in the headmaster and IWB of the school teachers.  

5.7  Practical Implications 

As far as the practical implications are concerned, the study helps policy makers to 

find out the causes that why our education system is less productive as compared to other 

countries‟. Infrastructure is not favorable for individuals who take initiative or think 

differently. The systems itself create hurdles for teachers and head teachers to suggest 

innovative ideas. The study is helpful for head teachers in the way that how they can adopt 

TLS and which factors are important while adopting TLS. The findings suggest that 

idealized influence attributes, idealized influence behavioral and inspirational motivation are 

the main factors that help head teachers in TLS. Whereas for teachers, the study suggests 

that they should adopt IWB if they want productive working environment. There should be 

flexible goals so that the head teachers would be more effective in implementing TLS. The 

teachers should also be given trainings so that they may become adoptive to change rather 

showing rigidity.  
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APPENDIX 

Appendix-A 

Questionnaire for Head Teachers 

This questionnaire is designed to investigate “Relationship between Transformational 

Leadership Style and Innovative Work Behavior at Secondary School Level”. Your 

opinion matters a lot in the completion of the study. Please be honest in completing the 

questionnaire. Answer all the questions by putting one tick against the option of your choice. 

The information provided by you will be kept confidential and used for research purpose 

only.  

 

Toheed Qamar 

 

PhD Scholar 

Department of Education 

The Islamia University of Bahawalpur 
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Demographic Part 

Name of the Institution--------------------------------Name (Optional) ------------------------- 

1. Gender     a) Male    b) Female 

2. Age    a) 20 – 30 years  b) 31 to 40 years 

C) 40 to 50 years  d) 50 years &above 

3. Location of school:  a) Rural   b)Urban 

4. Monthly Salary   a) Rs 40000 to Rs 70000 b) Rs 70001 to 100000 

c) Rs 100001 to Rs 130000 d) Above Rs 130000 

5. Academic Qualification   a) B A/BSc   b) M A/MSc 

c) MS/MPhil   d) PhD 

6. Subject    a) Arts    b) Science 

7. Professional Qualification  a). B Ed    b). M Ed  

c). Other     

8. Experience   a) 1-3 years   b) 4-6 years 

c) 7-9 years   d) More 

9. Marital Status   a) Married    b) Un married  

10. Religion     a) Islam    b) Other than Islam 

11. Nature of Job   a) Permanent   b) Contract  

12. Father‟s Occupation  a) Landlord   b) Salaried 

c) Business   d) Other 

13. Father‟s Income (Monthly) a) Below Rs 25000  b) Rs 25001 to 50000 

c) Rs 50001 to Rs 75000 d) Above Rs 75000 

14. Father‟s education   a) B A/BSc   b) M A/MSc 

c) Matriculation  d) Illiterate  

15. Mother‟s occupation  a) Housewife   b) Working woman 

16. Mother‟s income (Monthly) a) Below Rs 25000  b) Rs 25001 to 50000 

c) Rs 50001 to Rs 75000 d) Above Rs 75000 

Please tick the option by values as given under on the need based priority of the statement.  
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1=strongly disagree, 2=Disagree, 3=Neutral, 4= Agree, 5=strongly agree 

  SDA DA N A SA 

1.  I feel pride in teachers when they ask for my assistance.      

2.  I prefer institutional interest over my personal interest.      

3.  I prefer to communicate with my teachers in respectable 

way. 

     

4.  I work with confidence by utilizing my powers.      

5.  I make the workplace feel like a family environment.       

6.  I keep sharing potential contributions of my work to others.      

7.  I explain the importance of each task given to the teachers       

8.  I discuss my values and beliefs with teachers.      

9.  I give importance to achieve my targets.      

10.  I emphasize the importance of having a collaborative sense 

of mission. 

     

11.  I try my best to act as a role model      

12.  I exhibit a high level of self-confidence.       

13.  I take initiative to explain the school vision.       

14.  I incorporate my ideas in trainings for the areas that need 

improvement.  

     

15.  I give my feedback on given tasks.       

16.  I talk about my most significant qualities.       

17.  I look for conflicting points of view when taking care of 

issues.  

     

18.  I feel pride in those who develop association to work on 

school matter.  

     

19.  I talk excitedly about what is being practiced.      

20.  I remain optimistic about my future.      

21.  I talk enthusiastically when the target is attainable.       

22.  I deliver a convincing vision for my future.       

23.  I remain confident to achieve my goals.      

24.  I determine the significance of having a strong feeling of 

direction.  

     

25.  I invest energy for educating and instructing others.       

26.  I intend to benefit others of my experiences.      

27.  I behave others in such a way so that others may regard my 

attitude. 

     

28.  I try to make choices that are acceptable for others.      

29.  I make efforts to enhance the teachers‟ potential for doing 

work.  

     

30.  I motivate teachers to achieve my school mission.       

31.  I re-examine assumptions critically to judge whether they are 

appropriate. 

     

32.  I seek different suggestions for solving issues.       

33.  I take opinion from teachers to analyze the problems from 

different perspectives. 
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34.  I try to find out new dimensions to complete the tasks 
assigned to me. 

     

35.  I encourage teachers to think critically while performing 

daily tasks. 

     

36.  I create a conducive working environment.      

37.  I encourage a self-reflection among teachers.      

38.  I spend time in assisting and guiding others.      

39.  I give importance to each individual.       

40.  I consider that every teacher has different competencies and 

motives from others.  

     

41.  I help the teachers so that they may develop their 

competencies. 

     

42.  I assign tasks to each individual according to his/her 

abilities. 

     

43.  I pay attention to the teachers‟ needs individually       

 

86.  Enlist at least three major barriers in achieving and maintaining transformational 

 leadership style 

__________________________________________________________________________

__________________________________________________________________________

__________________________________________________________________________ 

87.  Provide suitable suggestions for adopting transformational leadership style 

__________________________________________________________________________

__________________________________________________________________________

__________________________________________________________________________ 
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Innovative Work Behavior Scale 

Sr. 

No.  

Statement  SDA DA N A SA 

1.  When My teacher has a new idea, my teachers try to 

persuade my colleagues of it. 

     

2.  When My teacher has a new idea, my teachers try to get 

support for it from the management.  

     

3.  My teachers try to show positive sides of new ideas to 

my colleagues. 

     

4.  When My teacher has a new idea, my teachers try to 

involve school staff who are able to collaborate with it. 

     

5.  My teacher develops suitable plans and schedules for 

the implementation of new ideas.  

     

6.  My teacher looks for and secures funds needed for the 

implementation of new ideas. 

     

7.  For the implementation of new ideas my teachers search 

for new technologies, processes or procedures.  

     

8.  My teachers evaluate the utility of innovative ideas.       

9.  My teacher search new ways of communication within 

my school. 

     

10.  My teachers think new solutions to the old problems.      

11.  My teacher plan new experiments within my work.      

12.  My teachers show concern to new ideas for my work 

related issues. 

     

13.  My teachers aspire to do things with new ways at 

school. 

     

14.  My teacher prefers work that requires thinking and 

analyzing the situation.  

     

15.  My teacher often thinks about how my colleagues‟ work 

can be improved. 

     

16.  My teacher often searches for the new methods to 

redesign the school activities. 

     

17.  My teacher collaborates with my colleagues to 

transform new ideas to make them practical. 

     

18.  My Teacher generates ideas on how to optimize 

knowledge and skills within my work. 

     

19.  My teacher generates ideas within my job nature with 

persistence. 

     

20.  My teacher use available resources to explore new ideas 

in advance before the need arise. 

     

21.  My teacher encourages novel ideas with minute details 

to increase its diversity. 

     

22.  My teacher pay attention to issues not related to my 

school work. 

     

23.  My teacher has a great concern on how things can be 

improved in my school. 
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24.  My teacher search out new working methods, 
techniques or instruments for the improvement of my 

school 

     

25.  My teacher make efforts for the development of new 

things 

     

26.  My teachers try to discuss opinion about ideas from 

teachers in the school. 

     

27.  My teachers remain in search for the new ideas either 

from student or their parents to implement the best ones. 

     

28.  My teachers make young colleagues enthusiastic for 

promoting innovative ideas.  

     

29.  My teacher provides regular support for innovative 

ideas.  

     

30.  My teachers transform innovative ideas into useful 

applications after discussion.  

     

31.  My teachers introduce innovative ideas for teaching and 

learning in a systematic way.  

     

32.  My teachers think new ideas facilitate new learning.      

33.  My teachers try to create situation to introduce and 

elaborate changes in different classes in the school. 

     

34.  My teachers successfully coordinate with administrative 

staff to support my new ideas. 

     

35.  My teachers systematically introduce innovative ideas 

in work environment. 

     

36.  When something is not working up to the mark then my 

teacher try to identify the problem in the matter.  

     

37.  My teachers take interest on how the things are done to 

find out the problem in the work being done. 

     

38.  My teachers find out original solutions for problems.      

39.  My teachers discuss matters with colleagues in school 

for making work innovative 

     

40.  My teachers emphasize on enforceability of work rules 

and procedures. 

     

41.  When problems occur during implementation, my 

teacher gets them into the hands of those who can solve 

them. 

     

42.  My teachers try to involve key decision makers for the 

implementation of an idea. 

     

43.  My teachers are able to persistently overcome obstacles 

while implementing an idea. 

     

44.  My teachers do not give up even when others say it 

cannot be done. 

     

45.  My teachers usually do not finish until my teacher 

accomplish the goal. 

     

46.  During the implementation of ideas, my teacher always 

persists even when work is not going well at the 

moment. 

     



155 

47.  My teachers often become successful at work in 
implementing my ideas and putting them in practice. 

     

48.  The ideas that my teacher came up with are used in our 

school.  

     

49.  Whenever my teacher worked somewhere, my teacher 

made improvements.  
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Appendix-B 

Questionnaire for Teachers 

This questionnaire is designed to investigate “Relationship between Transformational 

Leadership Style and Innovative Work Behavior at Secondary School Level”. Your 

opinion matters a lot in the completion of the study. Please be honest in completing the 

questionnaire. Answer all the questions by putting one tick against the option of your choice. 

The information provided by you will be kept confidential and used for research purpose 

only.  

 

Toheed Qamar 

 

PhD Scholar 

Department of Education 

The Islamia University of Bahawalpur 
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Demographic Part 

Name of the Institution--------------------------------Name (Optional) ------------------------- 

1. Gender     a) Male    b) Female 

2. Age    a) 20 – 30 years  b) 31 to 40 years 

C) 40 to 50 years  d) 50 years &above 

3. Location of school:  a) Rural   b)Urban 

4. Monthly Salary   a) Rs 40000 to Rs 70000 b) Rs 70001 to 100000 

c) Rs 100001 to Rs 130000 d) Above Rs 130000 

5. Academic Qualification   a) B A/BSc   b) M A/MSc 

c) MS/MPhil   d) PhD 

6. Subject    a) Arts    b) Science 

7. Professional Qualification  a). B Ed    b). M Ed  

c). Other     

8. Experience   a) 1-3 years   b) 4-6 years 

c) 7-9 years   d) More 

9. Marital Status   a) Married    b) Un married  

10. Religion     a) Islam    b) Other than Islam 

11. Nature of Job   a) Permanent   b) Contract  

12. Father‟s Occupation  a) Landlord   b) Salaried 

c) Business   d) Other 

13. Father‟s Income (Monthly) a) Below Rs 25000  b) Rs 25001 to 50000 

c) Rs 50001 to Rs 75000 d) Above Rs 75000 

14. Father‟s education   a) B A/BSc   b) M A/MSc 

c) Matriculation  d) Illiterate  

15. Mother‟s occupation  a) Housewife   b) Working woman 

16. Mother‟s income (Monthly) a) Below Rs 25000  b) Rs 25001 to 50000 

c) Rs 50001 to Rs 75000 d) Above Rs 75000 
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Please tick the option by values as given under on the need based priority of the statement.  

Transformational Leadership Questionnaire 

  SDA DA N A SA 

1.  My head feel pride in teachers when they ask for my 

assistance. 

     

2.  My head prefer institutional interest over my personal 

interest. 

     

3.  My head prefer to communicate with my teachers in 

respectable way. 

     

4.  My head work with confidence by utilizing my powers.      

5.  My head make the workplace feel like a family environment.       

6.  My head keep sharing potential contributions of my work to 

others. 

     

7.  My head explain the importance of each task given to the 

teachers  

     

8.  My head discuss my values and beliefs with teachers.      

9.  My head give importance to achieve my targets.      

10.  My head emphasize the importance of having a collaborative 

sense of mission. 

     

11.  My head try my best to act as a role model      

12.  My head exhibit a high level of self-confidence.       

13.  My head take initiative to explain the school vision.       

14.  My head incorporate my ideas in trainings for the areas that 

need improvement.  

     

15.  My head give my feedback on given tasks.       

16.  My head talk about my most significant qualities.       

17.  My head look for conflicting points of view when taking 

care of issues.  

     

18.  My head feel pride in those who develop association to work 

on school matter.  

     

19.  My head talk excitedly about what is being practiced.      

20.  My head remain optimistic about my future.      

21.  My head talk enthusiastically when the target is attainable.       

22.  My head deliver a convincing vision for my future.       

23.  My head remain confident to achieve my goals.      

24.  My head determine the significance of having a strong 

feeling of direction.  

     

25.  My head invest energy for educating and instructing others.       

26.  My head intend to benefit others of my experiences.      

27.  My head behave others in such a way so that others may 

regard my attitude. 

     

28.  My head try to make choices that are acceptable for others.      

29.  My head make efforts to enhance the teachers‟ potential for 

doing work.  
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30.  My head motivate teachers to achieve my school mission.       

31.  My head re-examine assumptions critically to judge whether 

they are appropriate. 

     

32.  My head seek different suggestions for solving issues.       

33.  My head take opinion from teachers to analyze the problems 

from different perspectives. 

     

34.  My head try to find out new dimensions to complete the 

tasks assigned to me. 

     

35.  My head encourage teachers to think critically while 

performing daily tasks. 

     

36.  My head create a conducive working environment.      

37.  My head encourage a self-reflection among teachers.      

38.  My head spend time in assisting and guiding others.      

39.  My head give importance to each individual.       

40.  My head consider that every teacher has different 

competencies and motives from others.  

     

41.  My head help the teachers so that they may develop their 

competencies. 

     

42.  My head assign tasks to each individual according to his/her 

abilities. 

     

43.  My head pay attention to the teachers‟ needs individually       
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Innovative Work Behavior Scale 

Sr. 

No. 
Statement SDA DA N A SA 

1.  When I have a new idea, I try to persuade my colleagues 

of it. 

     

2.  When I have a new idea, I try to get support for it from 

the management.  

     

3.  I try to show positive sides of new ideas to my 

colleagues. 

     

4.  When I have a new idea, I try to involve school staff 

who are able to collaborate with it. 

     

5.  I develop suitable plans and schedules for the 

implementation of new ideas.  

     

6.  I look for and secure funds needed for the 

implementation of new ideas. 

     

7.  For the implementation of new ideas I search for new 

technologies, processes or procedures.  

     

8.  I evaluate the utility of innovative ideas.       

9.  I search new ways of communication within my school.      

10.  I think new solutions to the old problems.      

11.  I plan new experiments within my work.      

12.  I show concern to new ideas for my work related issues.      

13.  I aspire to do things with new ways at school.      

14.  I prefer work that requires thinking and analyzing the 

situation.  

     

15.  I often think about how my colleagues‟ work can be 

improved. 

     

16.  I often search for the new methods to redesign the 

school activities. 

     

17.  I collaborate with my colleagues to transform new ideas 

to make them practical. 

     

18.  I generate ideas on how to optimize knowledge and 

skills within my work. 

     

19.  I generate ideas within my job nature with persistence.      

20.  I use available resources to explore new ideas in 

advance before the need arise. 

     

21.  I encourage novel ideas with minute details to increase 

its diversity. 

     

22.  I pay attention to issues not related to my school work.      

23.  I have a great concern on how things can be improved in 

my school. 

     

24.  I search out new working methods, techniques or 

instruments for the improvement of my school 

     

25.  I make efforts for the development of new things      

26.  I try to discuss opinion about ideas from teachers in the 

school. 
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27.  I remain in search for the new ideas either from student 
or their parents to implement the best ones. 

     

28.  I make young colleagues enthusiastic for promoting 

innovative ideas.  

     

29.  I provide regular support for innovative ideas.       

30.  I transform innovative ideas into useful applications 

after discussion.  

     

31.  I introduce innovative ideas for teaching and learning in 

a systematic way.  

     

32.  I think new ideas facilitate new learning.      

33.  I try to create situation to introduce and elaborate 

changes in different classes in the school. 

     

34.  I successfully coordinate with administrative staff to 

support my new ideas. 

     

35.  I systematically introduce innovative ideas in work 

environment. 

     

36.  When something is not working up to the mark then I 

try to identify the problem in the matter.  

     

37.  I take interest on how the things are done to find out the 

problem in the work being done. 

     

38.  I find out original solutions for problems.      

39.  I discuss matters with colleagues in school for making 

work innovative 

     

40.  I emphasize on enforceability of work rules and 

procedures. 

     

41.  When problems occur during implementation, I get 

them into the hands of those who can solve them. 

     

42.  I try to involve key decision makers for the 

implementation of an idea. 

     

43.  I am able to persistently overcome obstacles while 

implementing an idea. 

     

44.  I do not give up even when others say it cannot be done.      

45.  I usually do not finish until I accomplish the goal.      

46.  During the implementation of ideas, I always persist 

even when work is not going well at the moment. 

     

47.  I often become successful at work in implementing my 

ideas and putting them in practice. 

     

48.  The ideas that I came up with are used in our school.       

49.  Whenever I worked somewhere, I made improvements.       

 

50. Enlist at least three major barriers in achieving and maintaining IWB. 

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

____________ 
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51. Provide suitable suggestions for improving IWB 

_______________________________________________________________________

_______________________________________________________________________

_______________________________________________________________________

____________ 
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Appendix-C 

Transformational Leadership Scale 

Transformational 

Leadership Scale 

Head Teacher Teachers 

Factor 

loading 
Variance Reliability 

Factor 

loading 
Variance Reliability 

1.  I feel pride in 

teachers when 

they ask for my 

assistance. 

.724 1.160847 

0.912 

.794 0.7646 

0.897 

2.  I prefer 

institutional 

interest over my 

personal interest. 

.705 0.685976 .695 0.9606 

3.  I prefer to 

communicate with 

my teachers in 

respectable way. 

.649 0.871842 .797 1.0056 

4.  I work with 

confidence by 

utilizing my 

powers. 

.670 1.056608 .653 1.2669 

5.  I make the 

workplace feel 

like a family 

environment.  

.801 0.640679 .766 1.6030 

6.  I keep sharing 

potential 

contributions of 

my work to 

others. 

.809 0.724303 .757 1.1149 

7.  I explain the 

importance of 

each task given to 

the teachers  

.833 0.986014 .769 1.1693 

8.  I discuss my 

values and beliefs 

with teachers. 
.766 0.717576 

0.808 

.765 1.1136 

0.981 

9.  I give importance 

to achieve my 

targets. 
.869 1.042574 .621 2.1465 

10.  I emphasize the 

importance of 

having a 

collaborative 

sense of mission. 

.793 0.946525 .785 0.9513 

11.  I try my best to 

act as a role model 
.722 0.645712 .638 1.3082 

12.  I exhibit a high 

level of self-
.916 1.258227 .843 1.0868 
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confidence.  

13.  I take initiative to 

explain the school 

vision.  
.779 0.877456 .764 0.9359 

14.  I incorporate my 

ideas in trainings 

for the areas that 

need 

improvement.  

.731 1.059802 .778 1.0473 

15.  I give my 

feedback on given 

tasks.  
.705 0.719403 .768 1.0998 

16.  I talk about my 

most significant 

qualities.  
.798 0.679394 .688 0.9710 

17.  I look for 

conflicting points 

of view when 

taking care of 

issues.  

.850 0.622484 .797 1.2052 

18.  I feel pride in 

those who develop 

association to 

work on school 

matter.  

.751 0.790929 .781 1.0240 

19.  I talk excitedly 

about what is 

being practiced. 
.867 0.946755 .792 1.3215 

20.  I remain 

optimistic about 

my future. 
.887 0.73475 

0.887 

.828 1.20134 

0.782 

21.  I talk 

enthusiastically 

when the target is 

attainable.  

.724 1.160847 .828 1.042517 

22.  I deliver a 

convincing vision 

for my future.  
.705 0.685976 .811 1.070265 

23.  I remain confident 

to achieve my 

goals. 
.649 0.871842 .817 1.333731 

24.  I determine the 

significance of 

having a strong 

feeling of 

direction.  

.670 1.056608 .906 0.782833 

25.  I invest energy for 

educating and 

instructing others.  
.801 0.640679 .782 1.083041 

26.  I intend to benefit 

others of my 
.809 0.724303 .784 0.91079 
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experiences. 

27.  I behave others in 

such a way so that 

others may regard 

my attitude. 

.833 0.986014 .788 1.642944 

28.  I try to make 

choices that are 

acceptable for 

others. 

.869 1.042574 .721 1.088027 

29.  I make efforts to 

enhance the 

teachers‟ potential 

for doing work.  

.793 0.946525 .717 0.969516 

30.  I motivate 

teachers to 

achieve my school 

mission.  

.722 0.645712 .597 1.34117 

31.  I re-examine 

assumptions 

critically to judge 

whether they are 

appropriate. 

.779 0.877456 

0.867 

.764 0.935973 

0.792 

32.  I seek different 

suggestions for 

solving issues.  
.731 1.059802 .778 1.04735 

33.  I take opinion 

from teachers to 

analyze the 

problems from 

different 

perspectives. 

.705 0.719403 .843 1.086869 

34.  I try to find out 

new dimensions to 

complete the tasks 

assigned to me. 

.798 0.679394 .688 0.971085 

35.  I encourage 

teachers to think 

critically while 

performing daily 

tasks. 

.850 0.622484 .797 1.205229 

36.  I create a 

conducive 

working 

environment. 

.751 0.790929 .781 1.024082 

37.  I encourage a self-

reflection among 

teachers. 

.867 0.946755 .792 1.321507 

38.  I spend time in 

assisting and 

guiding others. 
.869 1.042574 

0.731 
.817 1.333731 

0.812 

39.  I give importance .793 0.946525 .828 1.042517 
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to each individual.  

40.  I consider that 

every teacher has 

different 

competencies and 

motives from 

others.  

.722 0.645712 .811 1.070265 

41.  I help the teachers 

so that they may 

develop their 

competencies. 

.916 1.258227   

42.  I assign tasks to 

each individual 

according to 

his/her abilities. 

.779 0.877456 .906 0.782833 

43.  I pay attention to 

the teachers‟ 

needs individually  
.731 1.059802 .782 1.083041 
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Appendix-D 

Innovative Work Behavior Scale 

  Head Teachers Teachers  

  Factor 

loading 

Variance Reliability Factor 

loading 

Variance Reliability 

1.  When I have a new 

idea, I try to 

persuade my 

colleagues of it. 

.764 0.637414 0.798 .705 0.685976 0.849 

2.  When I have a new 

idea, I try to get 

support for it from 

the management.  

.709 0.98272 .649 0.871842 

3.  I try to show 

positive sides of 

new ideas to my 

colleagues. 

.794 0.764624 .670 1.056608 

4.  When I have a new 

idea, I try to involve 

school staff who are 

able to collaborate 

with it. 

.695 0.960625 .801 0.640679 

5.  I develop suitable 

plans and schedules 

for the 

implementation of 

new ideas.  

.797 1.00562 .809 0.724303 

6.  I look for and 

secure funds needed 

for the 

implementation of 

new ideas. 

.653 1.266977 .833 0.986014 

7.  For the 

implementation of 

new ideas I search 

for new 

technologies, 

processes or 

procedures.  

.766 1.603004 .869 1.042574 

8.  I evaluate the utility 

of innovative ideas.  

.757 1.114969 .766 0.717576 

9.  I search new ways 

of communication 

within my school. 

.769 1.169357 .869 1.042574 

10.  I think new 

solutions to the old 

problems. 

.785 0.951328 .793 0.946525 

11.  I plan new 

experiments within 

.765 1.113669 .722 0.645712 



168 

my work. 

12.  I show concern to 

new ideas for my 

work related issues. 

.621 2.146502 .916 1.258227 

13.  I aspire to do things 

with new ways at 

school. 

.638 1.308283 0.782 .731 1.059802 0.824 

14.  I prefer work that 

requires thinking 

and analyzing the 

situation.  

.843 1.086869 .705 0.719403 

15.  I often think about 

how my colleagues‟ 

work can be 

improved. 

.764 0.935973 .798 0.679394 

16.  I often search for 

the new methods to 

redesign the school 

activities. 

.778 1.04735 .850 0.622484 

17.  I collaborate with 

my colleagues to 

transform new ideas 

to make them 

practical. 

.768 1.099838 .751 0.790929 

18.  I generate ideas on 

how to optimize 

knowledge and 

skills within my 

work. 

.688 0.971085 .867 0.946755 

19.  I generate ideas 

within my job 

nature with 

persistence. 

.797 1.205229 .779 0.877456 

20.  I use available 

resources to explore 

new ideas in 

advance before the 

need arise. 

.781 1.024082 .887 0.73475 

21.  I encourage novel 

ideas with minute 

details to increase 

its diversity. 

.792 1.321507 .724 1.160847 

22.  I pay attention to 

issues not related to 

my school work. 

.817 1.333731 .705 0.685976 

23.  I have a great 

concern on how 

things can be 

improved in my 

school. 

.828 1.20134 .649 0.871842 
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24.  I search out new 

working methods, 

techniques or 

instruments for the 

improvement of my 

school 

.828 1.042517 .670 1.056608 

25.  I make efforts for 

the development of 

new things 

.811 1.070265 .801 0.640679 

26.  I try to discuss 

opinion about ideas 

from teachers in the 

school. 

.906 0.782833 0.778 .833 0.986014 0.859 

27.  I remain in search 

for the new ideas 

either from student 

or their parents to 

implement the best 

ones. 

.782 1.083041 .869 1.042574 

28.  I make young 

colleagues 

enthusiastic for 

promoting 

innovative ideas.  

.784 0.91079 .793 0.946525 

29.  I provide regular 

support for 

innovative ideas.  

.788 1.642944 .722 0.645712 

30.  I transform 

innovative ideas 

into useful 

applications after 

discussion.  

.721 1.088027 .809 0.724303 

31.  I introduce 

innovative ideas for 

teaching and 

learning in a 

systematic way.  

.717 0.969516 .779 0.877456 

32.  I think new ideas 

facilitate new 

learning. 

.597 1.34117 .731 1.059802 

33.  I try to create 

situation to 

introduce and 

elaborate changes in 

different classes in 

the school. 

.843 1.086869 .705 0.719403 

34.  I successfully 

coordinate with 

administrative staff 

to support my new 

ideas. 

.764 0.935973 .798 0.679394 
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35.  I systematically 

introduce innovative 

ideas in work 

environment. 

.778 1.04735 .850 0.622484 

36.  When something is 

not working up to 

the mark then I try 

to identify the 

problem in the 

matter.  

.688 0.971085 0.728 .867 0.946755 0.879 

37.  I take interest on 

how the things are 

done to find out the 

problem in the work 

being done. 

.797 1.205229 .751 0.790929 

38.  I find out original 

solutions for 

problems. 

.781 1.024082 .869 1.042574 

39.  I discuss matters 

with colleagues in 

school for making 

work innovative 

.792 1.321507 .793 0.946525 

40.  I emphasize on 

enforceability of 

work rules and 

procedures. 

.817 1.333731 .722 0.645712 

41.  When problems 

occur during 

implementation, I 

get them into the 

hands of those who 

can solve them. 

      

42.  I try to involve key 

decision makers for 

the implementation 

of an idea. 

.828 1.042517 0.756 .779 0.877456 0.879 

43.  I am able to 

persistently 

overcome obstacles 

while implementing 

an idea. 

.811 1.070265 .731 1.059802 

44.  I do not give up 

even when others 

say it cannot be 

done. 

.906 0.782833 0.992 .916 1.258227 0.913 

45.  I usually do not 

finish until I 

accomplish the goal. 

.782 1.083041 .764 0.637414 

46.  During the 

implementation of 

ideas, I always 

.784 0.91079 .709 0.98272 
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persist even when 

work is not going 

well at the moment. 

47.  I often become 

successful at work 

in implementing my 

ideas and putting 

them in practice. 

.788 1.642944 .794 0.764624 

48.  The ideas that I 

came up with are 

used in our school.  

.764 0.935973 0.961 .764 0.637414 0.903 

49.  Whenever I worked 

somewhere, I made 

improvements.  

.778 1.04735 .709 0.98272 

 

 

 

 

 

  

 

 

 


