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ABSTRACT 

The purpose of the study was to explore the relationship of the distributed leadership 

style of headteachers with self-efficacy, commitment, and motivation of teachers in 

Government secondary schools of Punjab. The team leadership, support leadership, 

supervision leadership, and participative decision-making styles of heads were studied in 

this research. The sequential explanatory mixed methods design was used in this study. 

Firstly, quantitative data and then qualitative data were collected. A questionnaire was 

used to explore distributed leadership styles of heads and self-efficacy, commitment, and 

motivation level of teachers. The questionnaire was developed with the help of four 

instruments (distributed inventory, scales of self-efficacy and commitment, and a 

questionnaire for motivation). These four instruments were adapted in this research. Five 

hundred and thirty-eight male teachers were selected from Government boys' secondary 

schools from four districts (Mandi Baha-Ud-Din, Sheikhupura, Gujranwala, and Lahore) 

of Punjab through a multi-stage proportionate sampling technique. The interview 

protocol was developed to collect qualitative data from headteachers of the selected 

schools for a deep understanding of the situation. Both the questionnaire and interview 

protocol were validated by the experts and pilot tested. The Cronbach's Alpha overall 

value for the reliability of the questionnaire was 0.93. The data was analyzed using 

descriptive (mean and standard deviation) and inferential statistical techniques (Pearson 

correlation coefficient, One way ANOVA, Post hoc test, and linear regression). 

Qualitative data were analyzed through thematic analysis. Themes and subthemes were 

developed and data were transcribed. Some of the quantitative data were confirmed by 

qualitative data. Findings of the study displayed that heads were using team leadership 
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and participative leadership largely; the supportive and supervision leadership styles were 

also used in schools. Mostly the teachers have a high level of self-efficacy and 

commitment and the teachers who were newly inducted had a high level of motivation 

than the experienced teachers. There was a moderate relationship among distributed 

leadership styles of head, self-efficacy, and commitment of secondary school teachers 

and a positive high relationship between distributed leadership styles and motivation of 

secondary school teachers. The teachers with Ph.D. qualifications perceived that mostly 

team leadership style was used and had a high relation with self-efficacy, commitment, 

and motivation of teachers. The senior teachers would be motivated and encouraged 

through seminars or workshops along with monetary benefits. 

KEYWORDS: Distributed Leadership; Self-Efficacy; Commitment; Motivation. 
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CHAPTER I 

INTRODUCTION 

The distributed leadership is the leadership style in which there is the involvement of 

those who have the relevant skills and expertise. The distributed leadership style in schools has 

gained substantial consideration from researchers and policymakers in various countries from 

previous decades. In a global scenario, the distributed leadership works very effectively for 

schools' improvement. This concept is well known throughout the world because, through this 

leadership style, there is a participation of the stakeholders in the teaching-learning process. The 

distributed leadership style has the potential to create new knowledge for implementation in 

schools‟ management and leadership (Gronn, 2000; MacBeath et al., 2004; Spillane et al., 2001, 

2004).  

Distributed leadership style is used to structure studies for schools‟ management and 

leadership in different countries with different theoretical and philosophical approaches 

(Camburn et al., 2003; Harris, 2005; Timperley, 2005). Studies have examined the relationship 

between distributed leadership, management, and school outcomes in schools (Silins & Mulford, 

2002).  

Shields (2010), said that educational leadership and education must be connected with the 

broader social setting where it is embedded. She proposed in her research that to make the 

learning environment more inclusive and social, the theory of transformative leadership can be 

used.  Therefore, this study tried to understand the relation of distributed leadership on teachers' 

internal abilities like self-efficacy, commitment, and motivation; because teachers are the ones 

who participate in distributed leadership.  This association between heads and the teachers is 

very important to build the situation for better achievements of students in schools. The 
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motivation of teachers is very necessary for a school productive environment. The leadership 

role of teachers for the transformative environment in schools is vital to influence the learning of 

students. Self –efficacy which is the teachers' belief that how they affect the learning of students 

is addressed as a construct by the educational researchers in studies (Dembo & Gibson, 1985, p. 

173).  

Self-efficacy plays a vital role in ones' success, as it tries to determine the level of effort 

which an individual exerts on some specific task. It is also a type of ambition and objectives that 

a person would establish for him. Self-efficacy is referred to a person‟s belief in his capacity to 

execute behaviors essential to accomplish specific activities.  

The concept of organizational commitment is one of the basic issues of educational 

leadership, is an attitude of being loyal to an organization, a continuing process of individuals' 

participation in organizational decisions, and a condition that provides well-being and success in 

an organization. It was observed that organizational commitment affects distributive leadership. 

Motivation is the requirement to do something, having energy for specific tasks. It is to have the 

energy to do something to achieve a goal. It is connected with inspiration and is one aspect of 

distributed leadership related to specific tasks. The distributed leadership style is related to the 

motivation of teachers in schools (Thomas, 2003; Leithwood & Reil, 2003). The distributed 

leadership was the concept of sharing leadership roles among the stakeholders; the stakeholders 

are headteachers, deputy headteachers, teachers, parents, and students, this situation of 

participation of different people links distributed leadership with teamwork. In the school 

environment, there is very important to see the relationship between heads and teachers. The 

distributed leadership has a relation with the teachers' self-efficacy, commitment, and motivation 

in school in both positive and negative ways. Therefore this study was executed to explore the 
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distributed leadership style of heads and its relation with the self-efficacy, commitment, and 

motivation of teachers. 

Statement of the Problem 

The democratic, distributed and other leadership styles have been identified as leadership 

qualities associated with improving schools (Chapman et al., 2002). There is a need to explore 

that which leadership may affect significant educational outcomes (National College for School 

Leadership, 2003).  

The teachers have a flat path of their career as classroom teachers, but they also have 

alternative paths like administrator positions. Therefore some teachers leave teaching after few 

years of teaching and find administrator jobs (Rinke, 2008). But in schools, some teachers get 

promotions and find administrative posts, so they stop teaching and start managerial work 

(Angelle & DeHart, 2011). Moreover, research studies indicated that usually teachers left 

schools because of less support from the heads (Bluestein, 2010). Another problem is to establish 

effective procedures for teachers‟ leadership for responsibilities as a teacher in a classroom. 

Previous researches suggested that distributive leadership is critical in schools. Teachers are 

isolated only to classroom activities and felt degraded and confused (Ingersoll & Merrill, 2012). 

The priority for the schools is to keep the best teachers in the classroom especially in urban 

schools teacher number is the highest. In schools where there is high poverty, half of the school 

teachers leave schools after five years (Allensworth et al., 2009). 

Distributed leadership style if used in schools it influences the teachers‟ attention to the 

leadership responsibilities more than their teaching. This problem may cause a compromise on 

the effectiveness of the teaching-learning process. The participation of teachers in leadership is 

also very important. Teacher leadership is a way to structure school relationships in a manner 
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that have much more power, authority, and accountability in schools but the teaching process 

would not be compromised. This study was conducted to find out the leadership relationship 

among distributed leadership style (Team leadership, support Leadership, supervision 

Leadership, and Participative decision-making leadership) and self-efficacy, commitment, and 

motivation of teachers.  

The self-efficacy, commitment, and motivation for teaching should be the same even 

after leadership roles. The second difficulty is that the powers of authority are only exercised by 

the one head or the favorite teachers, not by the related teachers in schools.  The researches about 

principals' leadership style and teachers' self-efficacy, commitment, and motivation are of 

significance in Pakistani (Punjab) context because, in the province of Punjab, educational 

leadership was more focused in schools. More research work was required in school contexts to 

observe that how distributed leadership can transform schools (Leithwood & Reil, 2003). 

Therefore this is very important to know about the relation of the distributed leadership style of 

heads and the level of teachers' self-efficacy, commitment, and motivation in the Pakistan 

(Punjab) context.  

Significance of the Study 

This study focused to find out the relationship among distributed leadership style of 

heads with self-efficacy, commitment, and motivation of teachers. Empirical studies were 

conducted at a broader level and presented findings of related factors that why the teachers are 

leaving or staying at the schools. Teachers left the teaching profession when they are lacking 

supports and are overcome by the duties they are supposed to do in schools (Owens, 2014). The 

distributed leadership had minimized these threats in the profession of teaching as displayed by 

different researches (Angelle & Hart, 2011; Spillane, 2006; & Woods, 2005). These studies 
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indicated through distributed leadership teachers were provided with more control and authority 

in duties especially in teaching and dealing with students (Angelle & Hart, 2011). In Pakistani 

(Punjab) context there was a need to see the influence of distributive leadership with self-

efficacy, commitment, and motivation of teachers. Therefore a remarkable impact might be 

observed in the teaching profession by exploring the relationship of the distributed leadership 

style of the head with teachers‟ self-efficacy, commitment, and motivation.  

Distributed leadership has gained focus and interest from practitioners, policymakers, and 

researchers in the field of education in recent years at the national and international levels. In 

Australia (Crowther et al., 2002), the United States of America (USA), and Canadian schools 

(Hargreaves & Fink, 2004) research has shown that leadership was gradually no longer centered 

on principal or headteacher and is distributed throughout schools. The studies highlighted that 

the distributed leadership might have abundant potential to improve leadership in schools 

through the involvement of several personalities: informal positions and without formal 

leadership positions. Spillane (2001) mentioned that involving multiple individuals improves 

educational settings in school leadership.  

It has been depicted through studies and literature that there were gaps in describing the 

relationship of heads' leadership style and teachers' level of efficacy, commitment, and 

motivation in our context. This study would be very significant to properly implement the 

concept of distributed leadership in schools. This work would also help to improve 

understanding of this concept in schools. The results of the study would suggest the strategies for 

schools‟ improvement. This study will help to fill the gaps of misunderstanding between heads 

and teachers in performing roles in schools. The results may help to understand distributed 

leadership style with teachers' internal abilities. Distributed leadership style perceived by 
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teachers and its effect on teachers' efficacy, commitment, and motivation, will enable heads to 

examine their style from a distributed leadership perspective. The findings may establish that 

distributed leadership style has a positive/negative impact on the teachers' qualities, and then the 

distributed perspective may have implications on reforming efforts to improve the style of 

leadership inside public schools.  

The results of the study would help the headteachers to understand that how they can 

perform their duties better with the help of the teachers. The teachers would take interest in the 

school activities because of their leading roles in the educational institutions. Their relation and 

status will tell about the situation of working of heads and teachers in schools and will help to 

improve headteachers relations by understanding the distributed leadership roles and 

responsibilities of heads and teachers. Studies have been performed on the concept of leadership 

focusing on patterns of distribution through which this was implemented (Leithwood et al., 

2009). These studies showed that how the styles of the distributed leadership in schools were 

related to the performance of heads and teachers.   

In our context, this study would contribute with a reason of working together of the 

headteachers and teachers in schools. Headteachers do not involve all teachers in the school 

matters and discuss the important matters with only favorite teachers. This distributed leadership 

approach would guide the headteachers to involve more teachers who were relevant for better 

working relations with the teachers. 

To have success in school performance, the talents and abilities of each faculty member 

should be enhanced by using different strategies of leadership. School leaders could achieve their 

goals in schools by consistently encouraging, empowering, and supporting each faculty member. 

School principals have significant influence over the teaching staff and learning environment of 
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a school. According to Turan and Bektas (2013), a strong relationship existed between teachers' 

perceptions about the school environment and the leadership styles of administrators.  

Distributed leadership is a style of leadership that includes all team members (Bostanci, 

2012). Within distributed leadership model the faculty, staff, and administrators shared equal 

responsibility and status as it is related to school governance and instructional decisions. For 

teachers, the study could make contributions to provide important insights for teachers‟ 

professionalism; the teachers would become comfortable to the position of teacher leadership 

and they would improve their professional abilities. 

This study would be potentially useful to policymakers, practitioners, and trainers. For 

practitioners, the study could be useful for the continued professional development of teachers 

and heads, with a better professional learning community. Policy-makers can use findings from 

the study to formulate new leadership approaches based on distributed leadership while trainers 

may come up with training needs for all school staff that include leadership distribution. 

Researchers can use it to set the future agenda for research. As Harris (2007) noted, "distributed 

leadership has captured the imagination of educational leadership and is appealing to 

policymakers, researchers and practitioners" (p.315).  

For administrators, it is essential to understand how the style of leadership is stretched 

over the work of multiple leaders in an organization since it is tough for heads that only a 

principal can improve schools but they need skills and knowledge of others also that allow them 

to work with other teacher leaders in the school. For, policymakers, the findings of the study 

would help to understand the impact of distributed leadership in schools with continuous 

improvement for future policy consideration. In sum, the findings of the study would have 
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practical implications regarding the relationship of distributed leadership style and teachers' self-

efficacy, commitment, and motivation for better school education. 

Conceptual Framework 

There is a need to explore data to understand that which style of distributed leadership 

may have significant educational consequences (National College for School Leadership, 2003). 

This study was conducted to find out the relationship among distributed leadership style (Team 

leadership, Leadership support, Leadership supervision, and Participative decision making) and 

self-efficacy, commitment, and motivation of teachers. 
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                                                                  Team Leadership 

Self-Efficacy                                             Supervision Leadership 

                                                                  Support Leadership 

                                                                  Participative Decision Making Leadership 

 

 

 

                                                                  Team Leadership 

Commitment                                             Supervision Leadership 

                                                                  Support Leadership 

                                                                  Participative Decision Making Leadership 

                                                                  Team Leadership 

    Motivation                                             Supervision Leadership 

                                                                  Support Leadership 

                                                                  Participative Decision Making Leadership 

 

Figure 1.1 Conceptual Framework 

Research Objectives 

The objectives of this research were to: 

1. Explore the distributed leadership style of heads in secondary schools. 

2. Explore the level of teachers' self-efficacy, commitment, and motivation in secondary 

schools. 
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3. Investigate the relationship among distributed leadership style of heads and teachers' self-

efficacy, commitment, and motivation in secondary schools. 

4. Investigate the effect of the distributed leadership style of heads in terms of teachers' 

qualifications and experience. 

5. Explore the distributed leadership style of heads and its relationship with teachers‟ self-

efficacy, commitment, and motivation in the opinion of heads. 

Research Questions 

To achieve the objectives of the study, the following research questions were developed; 

1. Is team leadership style head using in secondary schools? 

2. Is supervision style head using in secondary schools? 

3. Is support style head using in secondary schools? 

4. Is participative decision-making style head using in secondary schools? 

5. What is the level of teachers' self-efficacy in secondary schools? 

6. What is the level of teachers' commitment in secondary schools? 

7. What is the level of teachers' motivation in secondary schools?  

8. Is there a difference in terms of their qualification for the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

9. Is there a difference in terms of their experience with the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

10. What are the distributed leadership styles of heads and their relationship with teachers' 

self-efficacy, commitment, and motivation in perceptions of heads? 
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Research Hypotheses 

The null hypotheses of the study were;  

H01: There is no significant relationship among the team leadership style of heads and  

           teachers' self-efficacy, commitment, and motivation 

H02: There is no significant relationship among the support leadership style of the head and  

 teachers' self-efficacy, commitment, and motivation 

H03: There is no significant relationship among supervision leadership style of head and  

 teachers' self-efficacy, commitment, and motivation 

H04: There is no significant relationship among the participative decision-making style of  

 heads and teachers' self-efficacy, commitment, and motivation 

H05: There is no significant relationship among the distributed leadership style of  

         heads and teachers' self-efficacy, commitment, and motivation 

Delimitations and Limitations of the Study 

The distributed leadership might affect other aspects of the teachers but this study was 

delimited to the three aspects (self-efficacy, commitment, and motivation) of teachers. The 

distributed leadership styles (Team leadership, Leadership support, Leadership supervision, and 

Participative decision making) were studied in the Punjab context only. The study was delimited 

to only government boys‟ secondary schools. There are sociocultural hurdles to collect data from 

female teachers. This was a limitation of the researcher that it is not possible to approach all 

participants throughout Punjab. Therefore only four districts of Punjab were selected based on 

performance (performance indicators mentioned on the official school education website) for 

data collection. To efficiently manage data, the survey only included a five-point Likert Type 

scale and close-ended responses.  
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Ethical Considerations 

Ethical matters are needed to be treated carefully during research in education (Du, 2012) 

as these problems may take place at any step of the research studies (Strike, 2006; Cohen, et al., 

2007). Therefore, before collecting the data formal consent and permission were taken from the 

concerned teachers and heads. This is generally recommended (Wiersma, 2000; Opie, 2004; Gall 

et al., 2007) that the confidentiality and anonymity of the respondents were assured and 

information provided by them were carefully collected and explained without showing their 

identity. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



13 
 

Definitions of Key Terms 

The terms that were used in the study were operationally defined as below; 

Distributed Leadership  

The definition given by Spillane was used as an operational definition of distributed 

leadership in the study; “Distributed leadership refers to a collective and interactive approach to 

leading where leadership is stretched over multiple leaders” (Spillane, 2006, p.15). 

Self-Efficacy 

The definition given by Stewart was used as an operational definition of self-efficacy in 

the study; “Teachers‟ self-efficacy is teacher‟s judgment about their capacity and capability 

affecting educational outcomes in a meaningful manner" (Stewart, 2012). 

Commitment  

The definition given by Allen and Meyer was used as an operational definition of 

commitment in the study; "Commitment refers to the emotional obligation and alignment of 

values that connect individuals to the organization” (Allen & Meyer, 1990). 

Motivation 

The definition given by Thomas was used as an operational definition of motivation in 

the study; "It is connected with inspiration. It is something that pushes forward in a direction one 

wants to go” (Thomas, 2003). 
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CHAPTER II 

REVIEW OF RELATED LITERATURE 

The concept of distributed leadership is well known in developed countries. Distributive 

leadership may be defined as combined activities of professionals in schools especially the staff 

who works as directing and steering in the instructional process (Muijs & Harris, 2003). 

According to Muijs and Harris (2003), distributed leadership can be conceptualized as; 

“A shared process of enhancing individual and collective capacity of people to 

accomplish their work effectively, the functions are distributed among different members 

of the team or organization” (p.437). 

Hartley (2007) observed that the recent emergence of distributed leadership has been 

marked (p.202) and that it has received official endorsement in England. Hartley points this to 

three possible reasons: first, it is according to modern reform of the public services; second, it is 

legitimated by the demand to a culture wherein categories and classifications of work are 

increasing; and third, it is regarded as functional for the new work directions (p.202).  

The studies conducted in the Pakistani context for school leaders have also highlighted 

the distributed leadership style of school leadership. The studies have identified the influencing 

factors of school leadership such as; the competency of headteachers in a study of school 

education improvement: The role of headteachers (Khaki & Safdar, 2010), ongoing management 

support to headteachers in the study of challenges for improvement of school: in a study of heads 

from the Northern parts of Pakistan (Shafa, 2010), a hierarchical system in study of school 

leadership in Pakistan: exploring the head teacher's role (Simkins et al., 2003), and leadership 

styles in a study of pedagogical leadership in Pakistan: two headteachers from the Northern areas 

(Memon & Bana, 2005). The studies conducted in the Pakistani context had provided results that 
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to improve the schools, this is attached with the motivation of teachers and both the principal and 

the teachers need further professional and pedagogical skills to perform their expected roles 

more effectively. According to these researches teachers‟ lack of motivation delays such 

initiatives if the principal did not think of such opportunities. Researches have been conducted 

for the theory development of distributed leadership in schools globally. The concepts of self-

efficacy, commitment, and motivation are studied in educational institutions of different 

countries with distributed leadership.    

Leadership  

 Leadership is a complex concept and it has different meanings in different contexts and 

cultures. Yukl (2002) argues that the definition of leadership is arbitrary and very subjective. 

Leadership is not a concrete entity, but it is more appropriately regarded as a social construction 

that occurs in a historical and cultural context and within the minds of the people involved 

(Avery, 2004). Several definitions of leadership had been summarized from the literature 

encompassing the past fifty years. There is an argument that in research, the definition of 

leadership depends to a great extent on the purpose of the researcher (Yukl, 2006, p.8). Most of 

the definitions are derived from the business models of leadership and later on tested in the 

discipline of education. 

Before the 1950s, all theories of human management were derived from the models that 

were tested in industries; and there is very little evidence for research in the area of educational 

leadership (Heck & Hallinger, 2005). Despite the initiation of empirical research in the area of 

educational leadership, the influence of the industrial model of leadership dominated the field of 

education for quite a long time. The concept of leadership is still in discussion in some of the 

debates about educational leadership. Hundreds of definitions have been presented by scholars 
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since the discussion about leadership began in the Western world in the post-war period. The 

agreement, however, in more or less majority of definitions up to the late 1980s was on two 

points: 

1. Leadership is a group function requiring human interaction  

2. Leadership involves intentional influence on the behavior of others (Crowther & 

Oslen, 1997; Burns, 1978) definition of leadership closely matches the above-stated criteria as 

emphasized in studies: 

According to the above two points, leadership over human beings is exercised when 

persons with certain motives and purposes organize, in competition or conflict with others, 

institutional, political, psychological, and other resources to stimulate, engage and satisfy the 

aims of organizations. This notion of leadership has been named as „traditional‟ and implies that 

leadership resides in individuals and it occurs when leaders affect followers (Simkins, 2004). 

This model of leadership still prevails in the under-developed world and schools are led through 

a top-down bureaucratic approach derived from the model. 

The late 1980s and early 1990s can be regarded as the era when most of the leadership 

styles, models, perspectives, and structures were extracted out from the literature published in the 

Western industrialized countries. Experts in the field of educational leadership such as Blair 

(2002); Cheng (2003); Crowther and Olsen (1997); Davies and West-Burnham (2003); Fidler 

(1997); Leithwood and Jantzi (2000); Portin (1998); Simkins (2004) etc., came up with various 

types of leadership models such as instructional Leadership, moral leadership, participative 

leadership, managerial leadership, post-modern leadership, interpersonal leadership, contingent 

leadership, distributed leadership, curricular leadership, situational leadership, strategic 

leadership, educational leadership, transactional leadership, transformational leadership, cultural 
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leadership. Some of the models mentioned above overlap with one another (such as curricular 

and educational leadership). Although the literature about different types of leadership is 

overlapping, yet, few theoretical themes could help us to link the models of leadership 

systematically (Simkins, 2004). 

The literature also suggests that values are essential for leadership roles in education. 

Values could be derived from refined subjective beliefs or through discussion and debate about 

the common goals of people. The societies in the under-developed counties struggle to agree on 

the values such as democracy, freedom of expression because, in such societies, values are 

grounded more in religious beliefs. Shah (2006) claims that the educational leadership concept 

varies in different cultures and societies therefore this is difficult to understand leadership 

interpretations without mentioning the theoretical and philosophical assumptions which support 

the leadership concept. In Pakistan, educational leadership is not without values. Leadership in 

Pakistani schools includes formal controlling systems inherited from the colonial rule in the 

Asian subcontinent (during Britain's rule). Due to instability in all aspects of development, 

reforms never generated fruitful results (Memon & Wheeler, 2000).  

This was no matter what the theory behind the leadership concept was, the leadership 

team is implementing the ideas in the schools for hundreds of years.  But in the Western context, 

Daft (1999) claims that there should be a strong and important leadership perspective that pays 

an effect on the schools. This perspective affects the success and failure of the schools or 

organizations (Lok & Crawford, 2004; Megginson et al., 1983 & Lunenburg, 1995; Yukl, 2002). 

There is another concept about leadership and leaders, Islamic perceptions about the significance 

of employing a leader are that "when three men travel together, they should make one of them 
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their leader"(Prophet Sallala ho ailahe wassallam, reported by Abu Dawud, Vol. 2, No. 2273 on 

the authority of Abu Sa'id Al-Khudri).  

This was about the necessity of assigning a competent leader, Prophet SAW further 

declares that "Whoever delegates a position to someone whereas he sees someone else as more 

competent (for the position), and verily he has deceived Allah and His Believer and all the 

Muslims” (Sahih Muslim, Vol. 3, No. 1013).  The concept of leadership had been observed as an 

important factor for the effectiveness of schools. The importance of educational leadership had 

been increased in recent years because of political changes that influenced the education system 

and development in school management in different countries (Mujis, 2011). The new leadership 

concepts were implemented in the schools without proper checking and evaluation (Harris, 

2008a). This problem resulted in different "war stories" in educational leadership.  

Moos, Krejsler, Kofod, and Jensen (2005) stated that in schools leadership moves among 

vice or deputy principals, principals, department heads, heads of sections, teachers students, this 

setting develops the school as a community of interactions and exchange of ideas between the 

staff and stakeholders of the school. Leithwood et al. (2004) said that examples can be provided 

that the schools were facing challenges when they were reshaped by the efforts of a more 

knowledgeable, effective, and a good leader.  They also claim that some features may aid in the 

transformation of schools, but in that process, the most important is the leader. Pont, Nusche, and 

Moormen (2008) said that in every school, the leadership team can improve the students through 

better conditions and an environment where the teaching-learning process would be more 

effective and fast. In schools everything especially leadership affects the students learning 

positively or negatively, other than classroom teaching. In addition, Storey (2004) says that for 

every type of problem the leadership can provide the solution to that problem in many ways.  
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Earlier, a concern of running an organization to its awareness of goals and objectives was 

depending only on the leader who plays the role of "hero" in an organization. However, now 

there is a test of abilities of an individual leader to work in an organization successfully (Oduro, 

2004; Ross & Gold, 2005). The task is more definite in schools situation, with the increase in 

demand for education, government policies, parents‟ beliefs, and input of principals to be more 

for schools‟ success. Additionally, Nieman and Kotze (2006) claimed that ineffective schools are 

showing that they need to have effective school leadership to provide a better school 

environment that makes the teaching and learning process better in those schools. Surely, there is 

also a need to seriously check the procedures which are being used in schools which helps to run 

the teaching-learning process effectively.   

Furthermore, serious areas that are needed to be changed to improve effectiveness in the 

teaching and learning process in schools there should not be only one headteacher in schools 

(Spillane 2006; Harris, 2008a). This is also claimed that the student‟s results are more probably 

to be improved in the conditions when the leadership is distributed to the other teachers also to 

make combined decisions that are related to the teaching or learning process, this is an important 

reflection of their work (Silins & Mulford, 2002).  Leadership means collaboration of all 

affiliates of school for the purpose to promote shared objectives or the set of objectives that can 

be followed and comprehended for schools to achieve their goals (Harris et al., 2005). 

 Robbinson (2008) similarly illustrates that leadership shows leaders‟ effect on 

organizational members that are related to aims and goals in an organization. Gronn (1999, 2000, 

2002a, 2002b & 2008) emphasized that dissatisfaction is increasing with control of individual 

leader is present mostly in leadership literature, but very slight demanding studies were 

conducted on leadership changes in that days. Though, time changed, further researches have 
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conducted on both solo leadership and in the support of the role of the distributed leadership as 

opposed to the solo leadership as described in the meaning of the performance (Iles & Feng, 

2011).  

Distributed leadership (DL) as a substitute to solo leadership was considered as leaning to 

the importance of leadership-followership relations where literature detects an 80:20 ratio of 

supporters‟ involvement to organizational success (Kelly, 1992). But, we could not reject that 

every good leader was also a good follower (Bailey, 2013).  

Leadership Types that Affect Educational Outcomes  

Mujis (2011) puts the argument that leadership theory tries to be relatively inflexible in 

nature and the traits are transformational than the transactional leadership, instructional than the 

administrative leadership, and the leadership relatively than the management had been suggested 

as the key features for organizational effectiveness. Transformational leadership (TL) was 

typically defined as the leadership that helps to transform organizations and individuals with the 

need of standards and goals which are long term. The dominant leadership is that which engage 

the minds and souls, therefore the popular leadership in the education area is mixed with the 

instructional leadership because it can control the circumstances and these are included in the 

qualities of effective leaders (Hallinger & Heck, 1996, 1998, & 2010), it also provides the 

examples in theory that the transformational leadership (TL) has positive impacts on 

organization. Additionally, Mujis (2011) claimed that, though transformational leaders are 

known as successful leaders the problems increase when these leaders leave some organization 

or all followers are not inspired by the leaders, which leads to difficulties that are being kept for 

the future. Instructional leadership (IL) was also recognized as a key element for the 

effectiveness of schools (Teddlie & Reynolds, 2000).  



21 
 

Hallinger and Heck (1996, 1998 & 2010) coined IL as connected with a practical 

contribution in processes of learning and teaching where the head shows the leadership role 

regarding instruction and pedagogy for promotion of better development for students‟ learning 

and developing quality in instructional process at top priority in schools and grows vision to 

practical. Mujis (2011) pays stress that in several circumstances instructional leaders started 

improvement process in schools by executing specific steps through promoting teaching 

strategies. The relationship between educational outcomes and IL are somewhat established 

extensively as Heck et al,.(1990) observe indirect relation between three developing IL principals 

and variables such as in instructional organization, school environment, and school head affected 

students‟ achievement.  

This suggestion was still correct and believed till Hallinger (2011) studied it after fifteen 

years. Though the emphasis is given by Mujis (2011)  a question can be put on a level to which 

IL is quite possible to implement because of the missions of the principals who have new roles 

currently. The traditional views about transformational leadership (TL) and instructional 

leadership (IL) have weaknesses pointed out by many practitioners and researchers, they have 

advocated distributed styles of leadership that involved all staff for leading roles in their 

organizations and this denies the opinions that the TL, in particular, can be accepted by all 

members of the organization.  

This is the reason, increasingly; specialists and policymakers had required a change to a more 

distributed leadership style that is the distributed leadership (DL). The distributed leadership 

demonstrates that the act of authority is extended inside and over the staff and there were high 

amounts of involvement of all of the staff in act of leadership power of school or organization of 

people in which group of individuals uses their expertise. Fletcher and Kaufer (2003) confirmed 
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that DL was well-arranged by individuals at all stages as different to a lot of individual qualities 

and traits situated in personalities at the top. It was a type of leadership style where people work 

together to expand and upgrade the leadership control inside or across organizations.  

Distributed Leadership 

 As a 'fluffy idea' (Hulpia et al. 2009a, p. 40), distributed leadership has been 

conceptualized in different manners (Bennett et al. 2003). While a few authors, for example, 

Shelley (1960) and Harris (2008) portray the term as a kind of leadership with significant 

guidelines, others (for instance, Bennett et al. 2003; Spillane 2005; Chang 2011) consider 

distributed to be as equivalent words of "shared authority", " shared leadership ". Regardless of 

the way that delegated authority and the above-related terms all help the perspective that 

leadership should not just focus on an individual (MacBeath et al. 2004) they are different in a 

few directions. For instance, while shared authority views leadership as a joint activity of a 

gathering of individuals, giving little consideration to the jobs they hold, distributed leadership 

happens in both formal and informal structures; authority is dispersed to the two workers holding 

formal positions and the individuals who can lead certain tasks (Harris 2009b; MacBeath et al. 

2004). Distributed leadership refers to a positive individual leadership style that desires followers 

to talk about issues and objective arrangements (Kipenberger, 2002). Distributed leadership 

advocates that anybody can turn into a leader given that they have information and thoughts to 

share (Education, 2004; Harris, 2005; Southworth, 2005).  

Distributed leadership theory, by indicating regard for staff, the pioneer can have the 

assignment completed by all more successfully (Chang, 2011). One of the broadly acknowledged 

meanings of distributed leadership given by Gronn (2002) recommended that distributed 

leadership is a leadership style in which leadership is scattered among various individuals from 
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the organization. Cooperation among workers is empowered as it achieves bigger impacts than 

the whole of individual activities. As of late, a milestone focused on by Spillane et al. (2008) 

claims that there are two different ways of exploring leadership distribution in schools, either 

through minimizing individuals holding formal leadership positions or through a sincere act of 

authority. This recommendation has accomplished impressive understanding, applying generous 

impact on later investigations (for instance, Harris, 2009a; Hulpia and Devos, 2009; Hulpia, et 

al., 2009a). Given the work of Gronn (2002) and Spillane et al., (2008) inside the investigation, 

said that appropriated authority is perceived as a leadership style where association among 

teaching staff is strengthened; leadership is not just transferred to teachers holding certain 

situations inside the school, yet additionally to other people who might want to share their insight 

and aptitude.  

Distributed Leadership (DL) as an Alternative Factor for Student Outcomes and School 

Effectiveness  

Gronn (2002); Burke et al., (2003); Manz and Sims (1990, 1991 & 1993) stated that the 

constant passion for the distributed leadership (DL) had slightly been occupied by its relationship 

with certain classified achievements. Additionally lacking different types of authority in 

education regularly expanding difficulties in educational organizations, willingness for the rise of 

distributed decisions known as extended, spread, shared, or theoretically distributed leadership. 

Moreover, it has been opposed that the ultimate destiny of school leadership as designed does not 

look unlimited, therefore, the requirement for an altogether unique way to deal with distributed 

styles cannot be overemphasized, considering the difficulties in schools in various pieces of the 

world were challenging (Harris, 2008b).  



24 
 

The most up-to-date interpretation of distributed leadership concept was supported by 

Spillane (2006). Distributed leadership was a post-heroic model of leadership, where hierarchical 

activities were shared between fellows having authority (Hulpia, Devos, and Keer, 2010). Oduro 

(2004) opposes that the post-heroic leadership supports cooperation, investment, strengthening, 

risk-taking, and emphasizing command on others. Ross et al. (2005) take a preview of DL as an 

aggregate effort of individuals from the association whereby authority is the duty of all 

individuals from the organization, not limited to those with organization and organizational 

position.  

Moreover, Harris (2008b) takes a preview of DL as any type of extended, shared, or 

dispersed leadership style in schools. According to Heck and Hallinger (2011), the DL could be 

seen as a joint effort prepared by the headteacher, educators, and different individuals from the 

school's improvement group to improve the school regarding convincing educating and learning. 

Shockingly and Robinson (2008) stresses that the investigations on DL have not been focused 

around alternate results where she guarantees that around 1,000 distributed studies of distributed 

leadership, under 30 have exactly tried the connection among leadership and alternate academic 

results. What stresses the distributed leadership is in reality because the National College of 

School Leadership (NCSL) reports that there is no observational information on the effectiveness 

of DL regarding student or students‟ success (Bennet et al., 2003 & Hartley, 2007). This 

publication opposes Southworth and Doughty's (2006) evidence those thirty years of school 

practice and research for school improvement in the world have demonstrated that leadership 

matters. It is similarly contradicted with Mujis (2011) leadership has a serious irregular effect on 

pupils‟ results even though he additionally opposed that the investigation base understandings 
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have massive shortcomings, for example, opposition, over-recommended, absence of global 

investigation, and limited plans in addition to week dimensions.  

Silins and Mulford (2002) who extensively considered the leadership impacts on pupils' 

learning inferred that students‟ results are assured to improve when leadership sources are 

distributed to all over the school staff and when the teachers are engaged in capacities of 

significance to them. Hence, Harris (2005) and Camburn et al. (2003) forward-thinking for more 

investigation of DL effect on pupils‟ results. Harris et al., (2007) and Harris (2008a, b) give 

emphasis that DL could not be approved for leadership style because of basic studies which 

require genuine practical investigation. distributed leadership in past a lonely proficient and 

influential leader who perform changes in organization, it was where leadership was extended 

and shared to maximum hierarchical personalities for the improvement of an organization 

(Angelle, 2010).  

Distributed leadership by Spillane (2006) gives one more perspective in school, by 

emphasizing the leadership style and expecting that leadership style is the outcome of 

connections between authorities, followers, and conditions. While there was certainly evidence 

indicating a positive connection between distributed types of leadership and learning outcomes 

(Mujis & Harris, 2003; Hallinger & Heck, 1996, 1998 & 2010) this evidence is yet developing 

(Leithwood et al., 2006a, 2006b & Harris, 2008a,b). A scope of different studies, for example, 

Portin (1998) and Blasé and Blasé (1999) additionally discovered a positive connection between 

hierarchical modification and styles of DL. This explores the reliably and emphasizes the 

significance and importance of teachers' connectivity in decision making and the commitment of 

collegial relationship to positive school improvement and change.  
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In an education setting, action studies initiated at the start of the 1970s as a significant 

and remarkable development to go current distrust concerning the effect of schools and training 

on students‟ achievements as well as performance (Mujis, 2006). Schools‟ competence can be 

seen as the promotion of school educationally, which was normally clarified as far as an 

invention in the school. Besides, the results were generally communicated regarding the normal 

academic activities of the students in that school toward the quality of their conventional 

education (Scheerens, 2000). School achievability has all dimensions especially protected and 

efficient conditions, an atmosphere of exclusive requirements for progress, educational 

leadership, chance to learn and students‟ time for assignments, clear and focused mission, 

continuous observing of students' progress, and at last connection with self-learning. Various 

components impact the school competence including condition, teacher strengthening, to specify 

not many. Anyhow, it had struggled that the most basic and significant factor that impacts school 

competence is distributed leadership.  

As indicated by Huber and Mujis (2010) leadership had been since recognized as a basic 

and significant factor that impacts ordered competence. What's more Leithwood et al. (2006) 

believes that educational leadership has many kinds of effect in improving students' learning. 

Despite the arguments developed by researchers for the impacts of distributed leadership on 

teachers and school competency, vigilant studies in regards to the impact are limited (Harris et 

al. 2007). Anyhow, the existing studies show that distributed leadership legitimately and in 

indirect way impacts school capability.  

Mascall et al. (2008) an investigation on the distributed leadership and the teachers 

educational brightness which thus influences school performance showed that arranged way to 

deal with distributed leadership definitely and altogether impacts teachers' academic progressive 
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philosophy which thus influences school performance. Also, Heck and Hallinger's (2011) 

investigation on school improvement and distributed leadership and development in Mathematics 

achievement establish that the schools where teachers saw that leadership is distributed showed 

up better prepared to upgrading their academics maximum. Additionally, in her investigation on 

pupils' achievement and, distributed leadership Angelle (2010) establish that there was a big 

connection between an increase in students‟ success and distributed leadership. In addition, the 

study found ordered results like; work fulfillment, teacher capability, among others growth in 

school where power is distributed.  

Salfi (2011) in his study found that heads ineffective schools energize distributed 

leadership and work with and through other staff, to improve their schools. Two studies 

attempted to investigate the connections among DL and students‟ results, one was by Leithwood 

et al. (2006b) and the other was by Silins and Mulford (2002). Leithwood et al. expressed that 

distributing a larger degree of leadership efforts by teachers affects educator competence and 

commitment. They likewise agreed that the teacher leadership has a serious impact on their 

commitment and upcoming raises the leadership impacts in personal and achievements of others. 

Especially in Australia, Sillins and Mulford discovered combined verification of distributed 

leadership impact students‟ learning results.  

An investigation by Harris and Mujis (2004) likewise found a positive association 

between the level of teachers' leadership and their motivation and self-efficacy. The findings 

likewise uncover that the impacts and effects of DL on authoritative consequences trusts on the 

example of distributed leadership, for example, unrestricted joint effort, natural working 

relations, organized practice (Gronn, 2002) and painful arrangement, unhindered arrangement, 

and chaotic planning (Leithwood et al., 2007). Even though we attempted our best to guarantee 
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the prominent productive outcomes of DL on students' success and leadership change yet we 

need to allow that DL is not a solution or a "one size fits" all types of distributed leadership 

(Fletcher & Kaufer, 2003). Spillane (2006) and Fullan (2001; 2007) stated that DL is a supporter 

of the positive change and transformation in schools and educational frameworks. 

Distributed Perspective  

It is significant to frame research on leadership and management to clarify that what are 

the effects of distributed leadership style (Gronn, 2003; Spillane, Diamond, & Jita, 2003; 

Spillane, 2006). A distributed perspective involves two aspects: the leader-plus and the practice 

(Spillane, 2006; 2007). Though distributed leadership concept is infrequently discussed and 

operated in developing countries, it may advocates the implementation of different strategies 

used in these contexts for continuous success. The leader-plus aspect recognizes that leading and 

managing schools can involve multiple individuals in addition to the school principal, including 

others informally designated leadership or management positions, such as assistant principals, 

mentor teachers, and curriculum specialists. Among other things, the available empirical work 

suggests that an exclusive focus on the school principal is limited, as other formally designated 

leaders play critical roles in leading and managing schools (Camburn, Rowan,  & Taylor, 2003; 

Harris, 2005; Leithwood et al., 2007; Spillane, & Diamond, 2007).  

The distributed leadership style has different types like; team leadership, supervision, 

leadership support, and participation in decision-making. These can considerably strengthen 

teachers' organizational commitment; leadership supervision style can exert a positive effect on 

teachers and teachers feel more committed to their schools (Hulpia & Devos, 2009a; 2009b). 

Furthermore, a distributed perspective allows for the possibility that individuals without 

any formal leadership designation can take responsibility for the work of leading and managing 
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in schools. Contrary to some descriptions, a distributed perspective as we understand does not 

assume that everyone is or ought to have a hand in leading and managing. The leader-plus aspect 

is simply about identifying individuals who are involved in leading and managing in the school. 

This identification of individual leaders and simple aggregations of distributed perspective 

propose to consider how these individuals, as a collective, are arranged in carrying out the work 

of leading and managing in schools. The leadership practice aspect focuses on the practice of 

leading and managing in educational institutions (Hulpia & Devos, 2011).  

Distributed Leadership Style 

The school heads purposefully comprise and extend leadership teams. The schools moved 

from one headteacher and two deputies to one headteacher, three deputy heads, and eight 

assistant heads (including one job share) in different countries. Each assistant head leads a 

faculty or phase with one non-teacher as key support. The school heads have also tried to 

distribute leadership through subject teams and tried to inculcate a culture where leadership goes 

right down to the classroom teacher (Spillane, 2006). 

In some countries, schools have Junior Leadership Teams where students apply for the 

post and follow the senior leadership team members. This opportunity might be open to all 

students through a formal application process. In this practice, two leadership teams take 

responsibility for joint planning and decision-making. There is series of planning and training for 

both leadership teams that are provided at the school and in a residential setting of school. The 

school invests heavily in leadership development and training of both staff and students 

(Spillane, 2006). Formal leaders (i.e. principals, assistant principals, program coordinators or 

facilitators, subject area facilitators, mentors, master teachers, or other teacher consultants, and 

other support professional staff) surveyed by Camburn (2003) and colleagues to investigate the 
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distribution of leadership. In addition to the principal, other potential school leaders include 

assistant principals, curriculum or subject specialists, and teachers engage in leadership 

responsibilities collectively or individually, including mentoring peers and providing 

professional development to them. Individuals with no formal leadership designations also take 

responsibility for leadership activities (Spillane, 2006). 

If the school leadership is fully aware of the latest leadership skills and teacher 

development models, he could use several strategies to motivate the teachers. To conclude, the 

context where the leadership is exercised tremendously takes leadership practices for school 

improvement (Simkins, Sisum, & Memon, 2003).  Though the role and practices of school 

leadership have also been studied in Pakistan, studies have been conducted on the relationship of 

self-efficacy, commitment, and motivation with distributed leadership styles from different 

perspectives. 

In our context, the teachers are required to play important leadership roles in the schools. 

They are assigned the duties of maintaining discipline, conducting examinations, arranging 

seminars and events related to national and international specific days of celebration, boy scouts 

training,  curricular, co-curricular, and extracurricular activities. Before this study, a few 

secondary schools' heads were asked about the distributed style from three districts of Punjab. 

They agreed that we have the participation of parents and our school teachers in form of School 

Councils and Discipline Committees. Where Parents and the reputed persons from the society are 

involved in decision making of school matters and similarly the senior school teachers are also 

involved in decision making and other important activities and events for the proper functioning 

of the school.  The headteachers were using distributed leadership style, the teachers were 
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playing leading roles in schools after principals; therefore this was very important to explore 

their self-efficacy, commitment, and motivation level. 

The school staff and stakeholders are more involved in decision-making and feel that 

they can take an active role in leading innovation and change.  The leadership team will have a 

major impact that teachers who feel that they are part of decision-making in the school. They feel 

that through a style of distributed leadership they will have a leading voice and can influence 

important matters of the school for success (Spillane, 2006).  

Leaders fundamentally influence the general performance of institutions (Leithwood, 

Harris & Hopkins, 2008). Leadership, execution in institutions, and leader‟s competence have 

minor relations. Plenty of studies on the requirement for teacher leadership, the feasibility of 

leaders' distributed leadership to educators is rare in our context, and it needs further 

investigation. There was a new survey at a limited level looking at distributive leadership and 

leadership practice. Since local, government, and school strategies needed leaders to utilize the 

idea of distributed leadership, more consideration is required concerning leadership practice and 

distributed leadership. The base of an information-based society is not an effective school, at this 

point an alone empire is controlled by a lonely courageous head (Spillane, 2006; Gronn, 2008). 

Rather, aggregate visions and shared duties are the key components adding to the school's 

achievements. This is indicated by the researchers, one source of the aggregate ability is teachers' 

expertise in activities. In the end, an effective school depends on educators' showing just as their 

commitment to the school authority (Copland, 2003; Donaldson, 2001; Leithwood & Mascall, 

2008; Murphy, 2005; Spillane et al., 2000). Jackson (2004) had considered distributed leadership 

to be an important instrument of school improvement. The qualities of distributed leadership 

depend on its adaptability and usefulness.  
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According to Yukl (2008) school leaders, and all distributed leaders must be prepared to 

adjust leadership practices, systems, and recommended projects to address difficulties for the 

progress of rough organizations. Distributed school leaders assume a functioning part in the 

processes of organization and instructions in schools by starting to lead in changing the position 

of the head, and the distribution of power among the managerial group and teacher leaders 

(DeMoss, 2002; Mulford & Moreno, 2006). In distributed leadership as an impact, Lashway 

(2006) inferred that everybody in an organization has probably some impact, proposing that 

heads as leaders must depend on others somewhat in an organization to lead. He recommends 

that an administrators' essential impact in the organization was to transfer leadership all through 

regularly on open-minded inside schools. The impact of all people is a clear way and important 

to make the degree of progress demanded in the present schools. Prior investigations have 

demonstrated a positive relationship between school improvement and teachers' polished skills 

(Boglera & Somech, 2004).  

Consequently, school leaders are deliberately looking for more successful approaches to 

build teachers' characteristics of motivation. While that, there likewise exists a positive 

connection between distributed leadership and teachers' self-efficacy in Western schools (Gronn, 

2002; Spillane et al., 2001; Spillane, 2005). It is indicated by experts, various advantages are 

acquired from the utilization of distributed leadership by heads in K-12 schools (Harris, 2005 & 

2008; Mascall et al., 2008). One categorized advantage of distributed leadership may follow the 

familiar saying "two heads are superior to one." Indeed, the combined considerations of more 

individuals can benefit from a scope of individual qualities as a group and the organization can 

likewise turn out to be more trusting. Expanded support in decision making from more 



33 
 

individuals will by and large more important duty for ordered objectives and procedures 

(Leithwood et al., 2009).  

Concluding, organizations appreciate an expansion in generally speaking individual 

commitment that improves individuals' understanding of work (Leithwood et al., 2009). Gronn 

(2008) considering the backbone is the improvement of distributive leadership, favored its 

application for positive institutional results for quality choices with responsibility since more 

individuals are adding to the choices. Staffs in schools feel qualified for being added to choices 

about school improvements that influence their work schedules. Cooperation being the goal of 

school through distributed leadership institutional components are distributed among teachers 

and staff in schools (Wallace, 2001).  

Distributed Leadership Model  

In the ordinary leadership model, power streams from top to down through various 

leveled moving charges. A successful leader is regularly marked as a magnetic and loyal good 

example (Spillane, 2005). The innovative leader has become a famous topic, which stresses an 

empowering, friendly, and moral leader ties inside the organization (Bass, 1998; Bass & Avolio, 

1994). Both the conventional leadership model and the distributed procedures center on the 

"leader" (Leithwood & Jantzi, 1990). Leaders' innate qualities and obtained abilities have been 

broadly focused on in various investigations (Northouse, 2007). Distributive leadership 

principally suggests a social appropriation where a leader's capacity of decision making is 

scattered to all individuals from the school that is then seen as a coordinated effort of leaders 

(Spillane, Halverson & Diamond, 2004).  

Distributive leaders infer interdependency instead of single leader reliance by leaders 

imparting duty to subordinates. It might be said, subordinate positions scatter in distributive 
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authority as leadership is shared among numerous people in the organization. Distributed 

leadership advances that individuals from the organization can share leadership activities. In a 

distributive situation, a bigger number of members in the organization have a stake in the 

achievements of the school (Harris, 2003). Gronn (2000) had seen a leader as a flow of power 

instead of with a lonely head in the organization. Distributed leadership gives us another 

important argument to watch the leader to supporter relationship (Spillane, 2005; Woods, 2004).  

Distributed leadership is based upon the members' commitments to participatory 

decision-making. The investigation started on distributed leadership has undergone an 

underlying phase of action research and now it goes into a test stage (Gronn, 2008). Distributed 

leadership gives another important argument to watch leadership styles. "Strengthening", 

"cooperation", "fair condition" and "shared duty" are the most linked words referenced in 

different definitions of distributed leadership (Firestone et al., 2005; Harris, 2005; Hartley, 2007; 

Scribner, et al., 2007; Spillane et al., 2000).  

A few specialists see distributed leadership as a concept with shared authority and 

teachers‟ leadership, since they all emphasize the power title, inner relationship, just as teachers' 

features and refined methodology (Duignan & Bezzina, 2006; Hartley, 2007; Murphy, 2005; 

Sheard, 2007). All effects considered, different researchers demand a reasonable control to 

classify distributed leadership from other relevant ideas. They deal with that distributed 

leadership is assumption following the training (Harris, 2005; Spillane, 2006). It goes older and 

becomes a compulsory choice inside the school structure. Distributed leadership is an entire 

process concerning communication, decision making, distribution, charge, etc.  

Subsequently, researchers need a comprehensive view to see how schools work, what 

individuals do and why (Archer, 2004). Besides, Spillane and his partners (Spillane, et al., 2001) 
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accept that school leadership is logically limited and not naturally precise. There is no general 

model to identify the better style from the traditional style. In this manner, it is a major test for 

the heads to utilize authority wisely and appropriately as they consider it at large scale and mini 

situations.  

To summarize, the greatest distinction between distributed leadership and other 

significant ideas, for example, teacher leadership and shared leadership is that the leadership 

style depends on the situation rather than the individuals (Harris, 2005; Spillane, et al., 2001). 

Distributed leadership happens in a comprehensive and complex school condition. Leadership 

style is an important part of leaders and supporters can be motivated by the various positions. 

The fundamental assumption of this definition is to consider leadership to be a common capacity. 

Power is not only a service; rather, it may be extended through the task (Blasé  & Blasé, 2004; 

Jackson, 2004). Moreover, the Complexity Theory (also called the Chaos Theory) about 

leadership brings up another significant issue: If the leadership structure developed from weak 

relations it produces more confusing authorities, then leadership becomes some sort of 

complexity (Kiel & Elliott, 1997). One potential answer to this complexity is that we need more 

self-encouraging groups that use distributed leadership. It is eminent that Distributed leadership 

examined in this investigation does not need to be general.  

The functions of leaders and supporters are new in specific conditions when strength and 

mastery are required in innovative activities. The objective of this structure is to grow the group, 

increase the chances, just as upgrade the capacities among all the individuals in the institutions 

(Jackson, 2004). Key ideas of the study about distributed leadership unfold the following 

potentials:  



36 
 

Interaction: Leadership originates from the cooperation among the leading individuals, as 

opposed to single leaders.  

Wholeness: The level of the leader influences the positions. School heads, teachers, pupils, 

guardians, and different members would all be able to be the leaders (Bennett, Wise, Woods, & 

Harvey, 2003).  

Institutionalization: Distributed leadership incorporates all types of joint effort and interest 

inside the school. It is incorporated into the school culture and everyday schedules (Gronn, 

2002).  

Fluidity: The limits between the leaders and supporters are unknown. Leaders do not live in 

formal positions or observable jobs, however grow up out of the training (Spillane, 2006; 

Bennett, et al., 2003).  

Teacher Leadership  

As more distributive leadership styles will be used in schools (Angelle & DeHart, 2011; 

Cook, 2014; Woods, 2014), there will be more open doors to have influential positions for 

teachers. A share of these activities is regulatory in nature, for example, official heads and team 

members, while others focus on educating and learning, for example, driving proficient 

improvement in action research directing more cooperative. Collay (2011) proposes a system for 

realizing classroom teachers as teacher leaders. "I place the classroom as the core of leadership 

in schools. All the teachers plan their practice, and evaluation practices originate from the basic 

center" (p. 75). Collay places that heads and teachers can lead to collaborative activities through, 

system approach, and leadership practices all through schools.  

 

 



37 
 

Teacher Leadership Retains Teachers  

Taylor et al. (2010) investigated how the teacher leaders in the classroom give a more 

remarkable improvement to pupils and schools. A training model for teachers can take and 

uphold numerous specialized matters for better schools. For instance, there might be an 

information mentor, proficiency mentor, instructional mentor, or a matter mentor. An 

investigation by Carlisle, Cortina, and Scott (2012) in the execution of perusing systems with the 

help of expert mentors and proposed that;  

"It is not who the coaches are, but what they do, that contributes to the teachers‟ 

satisfaction" (p. 82).  

Harris and Muijs (2006) express that teacher leadership, has an impact on students‟ 

success and is crucial for school improvement. Teacher leadership had numerous advantages as it 

has "empowered teachers and was seen as a key motivating factor that ultimately improved their 

performance" (p. 966). Further, Muijs and Harris recommended that it is radical for self-efficacy, 

control, imagination, new activities, work on sharing, and contribution in the school activities. 

Ghamrawi (2013) proposed that when a teacher works as a leader, he is certain to perform in 

manners that help the feeling of responsibility for tasks, bringing about an upgraded feeling of 

taking in and motivation from pupil encouraging more good results in students‟ learning. The 

teachers who saw them as leaders might improve their teaching and learning activities, deal with 

better classrooms and work for school improvement either they are or not in a casual or formal 

position of authority (Helterbran, 2010). Helterbran placed this as significant work for leader 

teachers since can bring energy fundamental for moving to the aptitude of better teaching of 

students in a better way.  
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Teacher Leadership's Styles  

There are various styles, where a teacher could be a leader in the school. It is significant, 

as Taylor et al. (2010) and Angelle and DeHart (2011) mentioned that the main work of teaching 

by teachers remains unfocused in learning and leadership activities. The wide display of teacher 

leadership reflects in the qualities of teachers. In the end, in the teacher leadership for teachers, 

there is some activity for everybody.  

Ghamrawi (2013); Harrison and Killion (2007); and Shillingstad et al., (2014) verified 

particular ways teachers can lead. They integrate the roles of students‟ advisor, staff contact, 

social designer, capable communicator, strategy advocate, asset supplier, instructional expert, 

educational program authority, study supporter, learning facilitator, tutor, school pioneer, 

information mentor, and motivation for transformation. Harrison and Killion (2007) included 

that teachers would learn jobs that best suitable with their dispositions and qualities. Danielson 

(2006) composed that teacher leadership sees a need, step up whenever they see a chance, 

meeting partners, and offer aptitude. Whatever job heads pick, "teacher leaders shape the culture 

of their schools, improve student learning, and influence practice among their peers” (p. 77).  

Teacher Leaders Support Teachers  

Great leaders are impenetrable in students. Hargraves and Bond (2014) uphold peer 

teaching, which integrates allowing observations to see activities and motivating capable 

development for colleagues being an authority for best practices. Katzenmeyer and Moller 

(2009) proposed that the teacher leaders improve students‟ learning, form the philosophy of 

schools, and effective training of their fellows as the individuals who work with colleagues to 

promote proficient learning. Deuel et al., (2011) and Frost (2012) also proposed that teachers 

participate in community call meetings, cooperative training and training cycles, and 
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improvement of teacher leaders through survey and action research in schools. Taylor et al. 

(2011) likewise uphold open doors for teachers‟ leadership, stating the teacher leaders to change 

their colleagues to improve practices through action research series permit teachers to understand 

and device the developments they are constructing to their leadership.  

Teacher Leaders are Collaborators  

Reeves (2008) said that the teacher leaders have three effects; they offer, act, and reflect. 

Frequently, the reflections occur in staff meetings. The acts occur through consulting with an 

authority who observes the teacher leaders. They consult through motivating or clarifying their 

achievements. In the schools, there are various methods through which teachers could lead. In 

any case, without work time or sufficient pay extra obligations can rapidly quickly duplicate and 

a large number of these influential positions can appear to be intense and relaxing (Phelps, 

2008). Moreover, building up a school philosophy that supports teacher leaders is necessary 

(Wells, 2012).  

Distributed Teacher Leadership  

Although this is a fact that teachers convey the duty of implementing the school's vision, 

they are regularly ignored as groups of dominant heads. Cook (2014) in his research 

recommended that there is a need to decide and utilize formal and informal leaders inside the 

school environment. He motivated the staff and teacher leaders to proceeds on positions of 

authority and leading roles, either independently or collectively. Cook proposed seven 

categorical principles of distributed leadership:  

1) Distributed leadership constructs and reserves continuing learning;  

2) Distributed leadership makes sure progress after some time;  

3) Distributed leadership continues leadership by others;  
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4) Distributed leadership increases social justice;  

5) Distributed leadership grows instead of finishing human and material assets;  

6) Distributed leadership creates natural change and regulate it; and  

7) Distributed leadership attempts more commitment to nature  

     (Cook, 2014, p. 3). 

Distributed Leadership is Collaborative  

Katzenmeyer and Moller (2009) stated that by continuing teacher leadership, the heads 

would observe better results from the students. They offered proposals that how teachers could 

determine leadership opportunities, and how teachers could make relations with heads, how the 

teacher leaders could work with the colleagues, and lastly how they could best encourage their 

competent learning. In their study, they clarified behaviors through which teachers might lead as 

well as offered views for making the environment and to fit inside the school philosophy. Kohm 

and Nance (2009) additionally community-supported schools where the teachers and heads 

cooperated to enable their students to learn. Teachers participated in arranging programs and are 

given opportunities for observing one another and understand their thoughts. Heads can "foster a 

school environment that leads to collaboration and teacher leadership by sharing responsibility 

with teachers as often as possible and by helping them to develop skills that foster collaborative 

problem solving” (p. 68). Lattimer, (2007) said; “Teachers will live up to their potential as 

leaders only when the school environment supports their efforts" (p. 70). Furhter, Woods (2005) 

advised that the present progressive environment of the schools and controlled conditions by 

heads, it is proposed that distributive leadership for training was an approach to support the 

variety of views of the stakeholders. Distributive leadership cultivates teacher leadership with 



41 
 

proficient learning in the schools and urges teachers to develop and acquire expert people just as 

to sharpen their leadership aptitudes.  

Distributive leadership is a famous concept that offers ambitions to the leaders working 

in the schools. The study concludes that distributive leadership inside a school can encourage 

changes in the teachers' pattern and instructional method. This style of leadership could affect 

students‟ success (Harris & Spillane, 2008; Muijs & Harris, 2006). Distributed leadership is 

described by Muijs and Harris (2003) by combining the activities of a few meetings of experts in 

the schools who works for controlling and coordinating staff through an educational 

transformation process. It combines a temporary distribution of authority where leadership is 

extended over various people and where leadership assignment is refined through the 

cooperation of numerous leaders. Also, it combines interdependency instead of dependence, just 

as it grasps that how the leaders of different types and in different duties share effects.  

Distributive leadership deals with better results. Donaldson (2007); Harris and Spillane, 

(2008); Lattimer, (2007); Muijs and Harris, (2006); and Timperley (2005), recommended that the 

distributed leadership could affect the general philosophy of schools, making a productive and 

inspiring atmosphere for teachers and the students. Vernon-Dotson and Floyd (2012) set that the 

teacher is the most significant asset when staff is choosing what are the best practices for 

teachers, learning, and students. Teachers are nearest to issues faced by the schools and in this 

manner, they are the experts in school issues.  

This proves chances of distributive style have developed a more profound school 

environment and to be workable and extraordinary for both teachers and schools, motivation at a 

more prominent degree of achievement for a pupil in the school. Curtis (2013) supported 

perceiving competent teachers and making leadership situations for them wherever they can keep 
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on encouraging their students however possess some distribution of effort for cooperation and 

mentorship. Curtis supports distributed leadership style in the schools and conceptualization of 

status of teachers and how the leadership can be proficient. She stressed that state-funded 

teaching in the U.S.A (United States of America) is a stable controlling institute where the 

transformation is frequently elevated. She proposed making status and philosophy for 

development while seeking after stable fundamental transformation can move teachers to more 

leadership activities. Teachers are desire to feel excessive challenging both for the issues and the 

arrangements, encouraging better students‟ learning results. She collected that the educational 

system needs to build up a culture that supports leaders to enlist and hold top performance 

aptitude, hence stimulating prolonged student success. A significant aspect of distributed 

leadership is to assists with continuing positive change inside the school (Reeves, 2008).  

Distributed leadership requires decision-making capacity taken from heads and distribute 

among staff. Since this model urges teachers to create suitability in the work, encourages 

coordinated effort, and makes organizations teachers are energized as the leaders for stimulus to 

school transformation activities (Van Horn, 2006; Vernon-Dotson et al., 2009). Waters et al., 

(2004) determined that reliable, distributed school leadership performs the role of key product on 

students‟ success. The school leadership needs to be shared among staff, especially teachers.  

Sustaining Teacher Leadership for Transformative Success  

Educational institutions should utilize realistic practices that permit experts to display 

students while leadership styles that distribute authority over a group of individuals as different 

in depending on support and decision making by the lonely head (Spillane, 2006; Williams, 

2014). Angelle and Hart (2011) described distributed leadership, as the coordinated effort 

characteristic in distributed leadership responsibilities that carry further success in schools as 
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institutions with sustained results for the students. Woods (2005) explains that how a feeling of 

teacher leader perceives when they took interest in process of decision-making, make teachers 

bound to polish the best in performance, bringing about better results for students. At the point 

when teachers take part in research-based education, they encourage results of their students in 

better as they were investigating genuine issues in research and working on choices in a most 

proficient way to drive the best learning of students (Gallimore, 2009). Teacher leaders wish that 

the teacher should view the student, an ongoing extraordinary task of learning for the teacher 

(Riley, 2012).  

Teaching, Learning Conditions, and Students’ Learning  

A study conducted by Ladd (2009) demonstrates that the learning and teaching settings 

expect students‟ success in science, and in the English language expressions, however, this is 

less significant. Research et al. (2011) demonstrates that constructive environments are identified 

for improved students‟ achievement. Every one of these investigations utilizes the TELL study 

survey from specific states to think about the impact of learning situations and teaching on 

students learning.  

 Kraft and Papay additionally utilized indicators and school training conditions for 

students and teacher checked through the TELL survey for determining that teacher who works 

in all settings are better in increasing students success on regular assessment than a teacher who 

works in a less motivating environment. Ferguson and Hirsch (2014) presented their 

investigation from Bill and Melinda Gates Foundation's methods for teaching effectively and 

propose relations between learning settings and students‟ success. In particular, their 

investigation establishes that there are four basic indicators in the NTC's TELL survey, allow 
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students to lead the managers, show desires in schedule, make capable of self-governance and 

expert development are significant indicators of students‟ learning achievements (NTC, 2014).  

A Model of Teacher Leadership for Pakistan 

It is important to see effects in context. A model of leadership which is effective in one 

context may not work at all in another context. It is possible that a successful policy in one 

context may not be successful in another context due to socio-cultural values or some policy may 

not work because it was made at a particular time (Welch, 2007). Therefore, a traditional 

leadership style with a focus on a principal‟s leadership is may not be problematic in Pakistani 

society. The reality is that this leadership style cannot immediately be given up altogether rather 

it can be modified. In a traditional style, a principal is at the top of the hierarchical order but in 

the following model, a principal is at the center of the unit. This is a more collegial and less 

hierarchical version of school leadership (McGhan, 2002). A chain of interactions breaks the 

concept of a principal as a sole leader and promotes the idea of leadership and power flowing to 

everyone in a school. 

Spillane et al. (2002) refer to the interactive nature of leadership where a principal 

influences teachers and is influenced by teachers because of their expertise in classrooms. They 

further suggest that teachers can influence the leadership practices of their leaders by finding 

refined ways to resist administrative controls through strategies such as a creative difference of 

opinion. 

The principal still holds an important position and controls all the activities but it is not 

the control or the power which a dictator has. He/she is in close interaction with teachers and 

through them with other teachers and also students, he achieves the goals. There is a well-

connected and coherent network with the principal having a central position. There is a flow of 
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activities in a school that is interconnected and interdependent. Teachers should be allowed to 

initiate an independent plan but they should be aware of the fact that they work within certain 

boundaries. We should not opt for some ultimate model of leadership. Teacher leadership in its 

ideal form cannot be introduced in a Pakistani setup as such rather the current settings should be 

employed to make the best possible use of the leadership potential of teachers. 

The principal is a key player and teacher leadership is not possible unless the principal is 

trained enough to introduce and further develop teacher leadership in the school. The principal 

leadership cannot be underestimated rather teacher leadership depends on the principal‟s 

leadership potential. Harris and Muijs (2005) think that even a top-down approach to distributed 

leadership is possible if it empowers teachers by giving them responsibilities and if it is not a 

misguided allocation. The model of leadership discussed here also implies interdependency 

rather than dependency. 

Another argument in support of this model of teacher leadership for Pakistan is that in 

this kind of interactive model, an accountability pattern exists wherein a principal, as well as 

teachers, are answerable to each other because there is an assumed atmosphere of openness 

where everything can be discussed. According to Saphier et al., (2006) willingness to hold each 

other accountable for agreed-upon norms is essential for school improvement and professional 

development. In the Pakistani context, people‟s minds are not mature to the level where they can 

work independently without any proper monitoring body. As in this model, teachers can monitor 

the principal's activities and vice versa. To conclude, it is argued that this model would address 

'the dilemma of autonomy' and 'the accountability dilemma' faced by principals (Cannon, 2008). 

With the careful application of this model of leadership, at least some of the problems 

could be overcome. Teacher leadership is deemed as a model of decentralization of power, but 
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centralized delegation is recommended for Pakistani culture where teachers are assigned 

different tasks and empowered with authority to make decisions. They should however be in 

close interaction with formal leaders as well because a leaderless model of leadership cannot 

work in a Pakistani setting. 

Suggestions and Policy Implications for Pakistani Education 

Teacher leadership becomes even more important in the Pakistani context, keeping in 

mind the current chaos in Pakistani society. According to Hartley (2007), teacher leadership is 

appropriate for modern times and the knowledge economy because boundaries of class 

differences are being unclear. Students can be changing agents and can be the torch carriers of a 

bright future if democratic values are nurtured in them, and this cannot be done unless teachers 

are empowered and school cultures are democratic (Barth, 2001). To empower teachers certain 

changes need to be introduced at the government level which will enable principals to address a 

host of problems at the school level. Several suggestions followed, which are embedded with 

education policy implications at the government level as well as at the school level. 

Training Programs for Principals 

Principals' attitudes are unfavorable to the emergence of teacher leadership in Pakistan. 

There are many aspects of this single issue. Admirable decisions are desirable but current 

Pakistani culture is not suitable for the appointment of principals who are not influenced by 

politics. If all the decisions were to be made on merit, it would be aspiring thinking at this stage 

at least. However, training programs for principals could be a concern for change. Kazilbash 

(1998) mentions some important characteristics which are vital for educational leaders, 

particularly in Pakistani educational institutions. He suggests that principals need to be trained 

first in team building, reflection, and collaborative culture. 
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There should be two separate training programs. For example, a program for those who 

are new in their workplaces and an ongoing training program that can work as a refresher course 

for the principals who rarely tend to keep themselves up to date with the current literature. 

According to Cranston et al. (2007), an understanding of the bigger picture is essential for school 

leaders as it would help them to engage students and teachers in constructive and future-oriented 

activities. 

If the training that focuses on the development of teacher leadership is provided to the 

principals, they may promote leadership in teachers as well because they do not know that this 

model of leadership exists at all. Despite having formal leadership positions of vice principals 

and heads of sections, leadership is not distributed throughout school simply because principals 

assume that these formal leaders are supposed to do administrative work only. Principals of 

Pakistani schools need to realize that leadership is not about an individual rather it is about the 

'combined strengths and weaknesses of leadership teams (Retallick & Dean, p.103). According 

to Harris (2007) if principals are not stable, strong, and skillful, 'distributed leadership will be 

very helpless and ultimately breakable. 

Training Programs for Teachers 

The status quo is a major weakness to teacher leadership in Pakistan. However, no efforts 

are made to break or to challenge this status quo by teachers. They accept things as they are 

because they are not concerned with those with them being leaders. This silence of acceptance of 

principals‟ authority is fatal to the overall progress of schools. Barth (2001) describes this 

indifference on the part of teachers as inertia. According to Newton's law of inertia, "a body at 

rest will remain at rest unless acted upon by an outside force”. To bring teachers out of this 
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inertia, extensive training programs consisting of two parts are vital for teachers and the same 

model as suggested for principals. 

National Education Policy (1998-2010, p.47) regards teachers as “the most crucial factor 

in implementing all educational reforms at the grass-root level”. This acceptance of teachers‟ 

importance by the government of Pakistan needs to be strengthened with practical steps, that is, 

pre-service and in-service training for teachers. In pre-service training programs, they should be 

exposed to current literature regarding teacher leadership; hence, they will know how leadership 

roles can be beneficial for their professional development. Another training program focusing on 

teachers as leaders should be part of on-the-job training. In this way, they will realize that they 

are not just teachers but rather they are required to lead to benefit themselves and their students. 

Training is not an end in itself. Goderya-Shaikh (2006) mentioned Sullivan„s idea of follow-up 

assistance and support after training. This follow-up support is urgently needed after teachers‟ 

training programs in Pakistan. 

Introduction of Research Culture 

Research is a concept unknown to Pakistani teachers and leaders in schools. To introduce 

research culture in institutions, the government could introduce a policy wherein every teacher is 

asked to present a review paper on a certain topic once a year. This should be made conditional 

with their annual increments. Furthermore, schools could show a significant role in strengthening 

and monitoring research culture via weekly meetings where a teacher is asked to present a 

critical review of a journal paper. This activity can expose all the teachers to modern trends and 

concepts. Bryant (2008) strongly recommends that leaders should be provided with 'linkages to a 

growing body of research-based knowledge. She further emphasizes the need to inculcate 
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research culture grounded in a particular context. The promotion of a research culture should be 

the most important aspect of all existing training programs. 

Culture of Favoritism Can Be Controlled by Interchanging Leadership Roles 

Favoritism is fatal to the development of teacher leadership in Pakistani schools. To curb 

this trend, principals should change a teacher's role as a leader annually or biannually. All 

teachers can lead; therefore, everyone should get an opportunity to lead. For instance, if there are 

five members in an event management committee, each member should take on a leadership role 

for one function with the members in the committee. Katzenmeyer and Moller (2001) emphasize 

the availability of leadership to all teachers otherwise an unfair system will be created. 

Benefits of 'taking a turn' Pattern 

There are several benefits of this 'taking turn' pattern. Firstly, it would lessen peer 

aggression towards a teacher leader and as a result, a collegial environment would be created. If 

all members know that all of them will have an opportunity to lead, they will necessarily 

cooperate. Secondly, it will promote interdependency rather than dependency as described by 

Harris and Muijs (2003). Thirdly, teachers will not view others' willingness to lead as an act of 

showing bad feelings. Fourthly, it would help modify teachers' isolation from colleagues with 

whom they are working as leaders. Colleagues would co-operate and interact with their leaders 

as they are going to face the same situation themselves pretty soon. Lastly, it would help them 

work as a real team where each member values him/herself as an important part of the team and 

contribute to making it successful. 

The effects of changing leadership roles as previously described in the preceding lines 

would remove undesirable features in the school environment and would pave the way for the 

creation of a categorical context (Evans, 2001, p.301). This is the atmosphere/context which 
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sustains or even enhances an individual's self-conception or self-image and is compatible with 

the needs, expectations, and values of an individual (Evans, 2001). Ultimately this will enhance 

the efficacy, commitment, and motivation of teachers.  

Increase in Remuneration 

School teaching in Pakistan is probably one of the lowest-paid professions. It is 

understood if teachers find it difficult to meet their daily expenditure, they would not be 

interested in leadership roles at all. A considerable increase in teachers' salaries is needed to 

introduce teacher leadership in schools. It is because of this issue that the formal leadership posts 

such as vice-principal, section heads which already exist did not work properly as they were not 

attracted to performing additional responsibilities in the same salary (Ali, 2000; Barrs, 2005; 

Davies & Iqbal, 1997; Macdonald, 1999). 

Establishment of a School Education Commission 

The establishment of a school education commission is recommended which should 

always be there to address the issues faced by schools. This commission could be modeled on the 

Higher Education Commission (HEC, 2009) which has altogether changed the higher education 

scenario in Pakistan. This model demonstrates that if some constructive changes were to be 

introduced, they would need to be monitored closely and institutions should be provided with all 

the required resources. 

Adaptation of Successful Policies 

Instead of starting everything from the beginning, successful policies could be borrowed 

and adapted to the Pakistani context because it should be kept in mind that context is very 

important (Oplatka, 2004; Simkins, 2005; Shah, 2006). Therefore, it is essential to look at 



51 
 

teacher leadership wherever it is being practiced and borrow some practices which could work 

within the Pakistani context. 

Two practices can be adopted and adapted to the Pakistani context. Firstly, Pakistani 

policymakers can adapt Hong Kong's training program for the principal as mentioned by Walker 

and Dimmock (2006) which has proved helpful in training new principals and motivating them 

to be self-directed learners. Secondly, another practice of principal mentoring in Singapore could 

be suitable for Pakistan. This program has proved beneficial because through a structured 

mentoring program, “the aspiring principals have benefitted from their more experienced 

mentoring principals” (Boon, 1998, p.7).  

Self-Efficacy  

Since the head is a "key educational leader" and had maximum chances to practice 

leadership, it appears to be essential to characterize self-efficacy and communicate praises that 

may influence a heads‟ ability to lead. Continuously, individual qualities add to leadership 

efficacy. Successful leaders are characterized as "those persons, occupying various roles in the 

school, who work with others to provide direction and who exert influence on persons and things 

to achieve the school's goals" (Leithwood & Riehl, 2003, p. 9).  

As it were, practical heads encourage absorbing schools for teacher‟s abilities and at last 

students‟ success. In addition, Leithwood and colleagues (2008) assured that "school leadership 

is second only to the classroom teaching as an influence" (p. 27) on learning and the schools. A 

lot of studies had been conducted on self-efficacy. Self-efficacy characterized by Bandura (1994, 

p. 71) as "individuals' beliefs about their capacities to deliver assigned degrees of performance, 

actions effect over the events that influence their lives." In educational settings, this implies 

leaders' belief and confidence about their abilities to teach students through refining their 
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socialization level and learning performance. Self-efficacy was crucial to heads' success also 

since it decides the level of effort applied to a specific assignment just as the sorts of goals and 

objectives that leaders would set for them (Bandura, 1986; Gist & Mitchell, 1992).  

Bandura (2000) supports the significance of self-efficacy in the leadership conditions by 

expressing, "when faced with obstacles or setback, those with a strong belief in their capabilities 

will redouble their efforts to master the challenge" (p.120). Even though important self-efficacy 

is by all accounts a talented development for understanding head motivation and conduct, it had 

been generally not studied (Tschannen-Moran & Gareis, 2005, p.3). In building up a structure for 

the careful consideration of schools and meetings that build head self-efficacy inside planning 

programs, it was critical to initially understand literature and improvement of concept for self-

efficacy.  

Bandura (1986, 1997) establish that the beliefs and decisions about close to personal 

abilities, as opposed to their genuine capacities drive individuals to achieve objectives they fixed 

for them. The more grounded the self-efficacy, the better performance and determined are 

individuals' activities (p. 394). Bandura clarified that more significant than aptitudes which are 

only assessments of an individual how he can perform with abilities the person has. "It is when 

one is applying skills that high efficacy strengthens and sustains the effort needed to realize a 

difficult performance" (p.394). Impression about self-efficacy could be assured and enable 

individuals to act, or can be doubtful, and cause individuals problem, bringing them delay. Those 

people with high levels of self-efficacy about a given assignment will without a doubt perform 

better than those without such beliefs. Those individuals who are inadequate in self-efficacy in 

comparison often would not affect those activities.  
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Pajares (1996) outlines the phenomenon over a situation of students whose evaluations 

depend essentially on combining tasks. The individuals who dominate in leadership will feel 

confident about their capacity to win passing marks while the students who are week in the 

leadership process would feel helpless in their journey for higher assessments. Bandura (1986) 

suggests four sources of self-efficacy. The utmost powerful source is the dominance of 

consultations. Concluding, responsibility produces great practices and effective experiences, 

which thus are important to make further achievements. 

"Repeated successes raise self-efficacy appraisal; repeated failures lower them" 

(Bandura, 1986, p. 399). Defeats that were controlled by energetic actions additionally increase 

self-efficacy and cause an individual to accept that more notable effort can beat practically any 

difficulty. As individuals perceive and improve from others and they keenly experience 

happenings. Depending on the comparable self-efficacy, on the casual that the other individual 

finishing the assignment, the remote student gives careful consideration about his/her fitness 

dependent on the achievement or disappointment.  

Bandura clarified the influence of unplanned meetings: Though connected meetings 

commonly have less effect than short ones, unplanned activities can distribute huge distress over 

their implementation. Individuals feel inefficacy and are biased to carry on in insufficient 

behaviors that, indeed, produce collective proof of failure. Alternately, displaying effects that 

upgrade self-efficacy could decline the effect of displeasure by supporting demonstrations.  

The one method to increase self-efficacy is to avoid situations that have negative effects 

on the individuals. The second resource for self-efficacy improvement is the social effect as 

input from someone else about a particular ability. At the stage when supportable criticism from 

other people who have abilities or aptitude in the specific area being referred to is positive and 
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implementation can be improved. In any case, if social influences are negative the one can hurt 

and if fair that was once satisfactory but not repeatedly it should happen otherwise the people 

feel discomfort (p. 400).  

The previous self-efficacy source was individuals' influence on their physical and excited 

states concerning a particular assignment. If the idea of finishing the duty causes one anxious or 

nervous, self-efficacy suffers here. Bandura recommends, "People read their somatic stimulation 

in stressful or taxing situations as threatening signs of weakness to dysfunction" (p. 401). 

Alternately, when individuals invite the test of a specific duty, the self-efficacy raises as it 

prepares them for the execution of the task.  

Powerful beliefs had been looked to impact how much effort individuals will require to 

duty, and how extensively they will continue regardless of challenging conditions (Bandura, 

1997). Efficacy beliefs additionally influence the psychological systems that drive behavior. 

Self-efficacy can affect implementation by affecting the objectives, the individuals fixed for 

them. Bandura (1986) establishes that people having a high level of self-efficacy can set better 

objectives, and later generate more thriving ordered task arrangements than with a low level of 

self-efficacy.  

McCormick (2001) approves that the beliefs of self-efficacy influence the improvement 

of useful methodologies and the capable implementation of those procedures. This strengthens 

the possibility that not solely should leaders realize what objectives they have to achieve, yet in 

addition how to use individuals and arrangements to achieve objectives. McCormick proceeds to 

state that "successful leadership uses social influence processes to organize, direct and motivate 

the actions of others. It requires determined task-directed effort, effective task strategies, and the 

artful application of various conceptual, technical, and interpersonal skills (p. 28).  



55 
 

Teachers' Self-Efficacy  

A lot of studies had been conducted on educators' self-efficacy. Bandura (1994, p. 71) 

characterizes self-efficacy as "individuals' beliefs about their capacities to create assigned 

degrees of performance that influence over events that influence their lives." In an educational 

setting, this infers teacher's confidence and belief about their abilities to teach students by 

improving their teaching performance and socialization level.  

The Historical Review  

Tschannen-Moran and Hoy (2001) describe teacher self-efficacy as a judgment of 

capacities to achieve preferred performance for including students' control, their results, and 

motivation. Efficacy effects teachers' determination when they experience troubles in work 

(Smylie & Denny, 1989). Evidence shows that teachers with a concrete feeling of self-efficacy 

are more dedicated to class the staff and teaching, more exposed to developments, and durable in 

the experience of circumstances (Berman et al., 1977; Guskey, 1988; Stein & Wang, 1988).  

Various instruments have been planned by Professor Hoy and her associate to assess 

teachers' self-efficacy from alternate points of view (Tschannen-Moran & Hoy, 2001). Their 

fundamental consideration centers on the connection between teachers' self-efficacy and 

students‟ inspiration and the staff (Hoy & Woolfolk, 1990). The succeeding step around the 

strong origins comparable to teachers' self-efficacy judgment is: for example heads‟ leadership 

style and personnel cooperation (Hoy & Woolfolk, 1993). At that point, the study consideration 

goes to the importance and estimation of teachers' self-efficacy and model building (Tschannen-

Moran & Hoy, 2001; 1998).  

Their investigations explore leadership and its relation with others concepts, it may 

upgrade teachers' self-efficacy (Shaunghnessy, 2004). Tschannen-Moran and Hoy (2002) attempt 
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to build a framework, relating school with teacher polished skill. Teachers' drives are viewed as a 

significant asset to class set-up, which may profit both students‟ learning and school staff (Frost 

& Durrant, 2003; Darling Hammond & McLaughlin, 1995).  

Among all the external features, students' commitment and preparation assets have 

established the most grounded belief on self-efficacy. As indicated by Tschannen-Moran and 

Hoy (2001) that parents' contribution and belief have ordinary impact whereas care from the 

head, companions, and schools have little more effect on the improvement of teachers‟ self-

efficacy. The majority of the studies were directed in common schools, in a traditional leadership 

environment. There was an absence of a significant survey on how heads‟ support and 

companions' collaboration influence the self-efficacy of teachers through distributed leadership.  

Meaning of Teachers' Self-Efficacy  

Teachers‟ self-efficacy was described in numerous terms commonly in the past 

investigations: for instance teachers' feeling of competence, self-efficacy, instructional 

competence, teachers' efficacy beliefs, or teachers' competence (Shaunghnessy, 2004). The idea 

of teachers' self-efficacy is characterized as: beliefs of teachers' about their capacities on 

encouraging students', building up teachers' polished skill, building good organizations, and 

refining school leadership activities which lead to achievement and individual prosperity. The 

main motivator would be teachers' successful meetings in improving students‟ learning.  

Dimmock and Walker's (2000) described that culturally diverse investigations, in Chinese 

schools were moderately result-oriented. The success of teachers with regards to teaching is 

more acknowledgment from students, guardians, the head, and friends. Also, attributable to the 

past head meetings, these teachers can quickly avoid disappointments. They are happy to apply 

in constant activities and see the difficulties as situations instead of threats (Bandura, 1994).  
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The successive colleague perceives self-efficacy and the ability as a stepping stool. In the 

knowledge explosion period, fast mechanical and social changes continually expect teachers to 

refresh their insight and abilities as they become long-lasting students. Building up teachers' 

polished skill coordinates teachers' individual objectives with the mutual vision of the school; 

hence teachers will coordinate their practices and continue in activities until they satisfy 

objectives (Bandura, 1997).  

 The third cause of self-efficacy improvement is a stable organization. Cooperation 

with fellow and school heads may widen the teachers' self-efficacy on their abilities. Good 

colleagues are just as friends give "high informative comparisons for judging and verifying one's 

self-efficacy" (Bandura, 1994, p. 77). By observing teachers' work relations inside the school, we 

may have a superior comprehension of how socially solid teachers perform supported by a high 

acknowledgment of their companions and a high feeling of self-esteem.  

The successful decision-making on self-efficacy promotion is teachers' impact on school 

leadership issues. Bandura (1994, p. 80) describes that "the higher the sense of self-efficacy; the 

better the professional working". Teacher support is viewed as a learning degree where the 

power and leadership are allowed to the teachers by their heads (Wasley, 1991). In a 

comprehensive setting, teachers with an extensive group with expertise and information just as 

an encouraging manner and excitement are happy to serve others.  

Making significant and supported authority to teachers is a developing people and 

developing subject in educational settings. Having an influential position as a teacher builds self-

efficacy, it keeps the best teachers in classrooms as opposed to pursuing after leadership 

positions and affects students‟ learning positively. These positions of leadership propose a 

technique for teachers and they were developing this as an approach to bring revolutionary, 
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distributive, vote-based leadership in schools. The article "In Principle, It isn't Only the 

Principal!" Ghamrawi (2013) characterizes teacher leadership as being a demonstration of work 

in manners that help a feeling of responsibility for assignments teacher is performing, which has 

any kind of effect on motivation and learning in students and eventually improvements in 

schools.  

Teacher leadership was associated with self-efficacy described by Stewart (2012) are 

feelings of teacher about efficacy being a judgment of the teacher's ability and aptitude to affect 

educational results for every one of students. Self-efficacy is mainly focused during the late 

twentieth century and in early periods of the present century are yet questions for experts. 

Educational authorities keep on showing passion for the development of self-efficacy of teachers 

or "the extent to which teachers believe they can affect student learning" (Dembo & Gibson, 

1985, p. 173). Teachers‟ self-efficacy mentioned as one's beliefs instead of certain practices 

(Colardaci, 1992).  

Shields (2010) said that leadership essentially be such to help in comprehensive and 

social circumstances for getting the job done, stimulating significant feature of teacher leadership 

that the teachers get benefits from the help of one another. This is especially significant while 

working over for government desires for teachers. Another part of how teachers may have 

leadership responsibility in distributed style is to see teacher leadership as distributed leadership 

is a focal point as supported by Cook (2014), Woods (2014), Angelle, and DeHart (2011). "A 

distributed perspective on leadership acknowledges the work of all individuals who contribute to 

leadership activities, whether or not they are formally designated or defined as leaders" (Harris & 

Spillane, 2008, p. 31). The survey described distributed leadership equally both informal and 

formal teacher leadership inside the school environment that may assume as a key function in the 
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students‟ success and eventually teachers‟ self-efficacy. The results from the studies suitable into 

three particular aspects that lead to distributed achievement: The manners in which teachers may 

become the leaders or as of existing leaders in the schools, the feeling of self-efficacy of that 

leadership can open accesses, and in what way these could be supported in schools by teacher 

leadership with more consultations.  

Promoting Self-Efficacy through Distributed Leadership  

The leaders give similar views about self-efficacy and leadership. Angelle and DeHart 

(2011) described that for change in schools distributed leadership provides cooperation that has 

maximum effect on self-efficacy. They proposed that the duties of the teacher leader would 

consistently have devotion on adapting as different styles to the leadership of the school, which 

would, in any case, be the duty of the head. Dauksas and White (2010) recommended that 

distributed leadership can develop teachers‟ care by giving information concerning students 

learning, an important factor affecting teacher maintenance. Teachers in their reflection felt a 

more prominent feeling of self-efficacy when they are seen as specialists in students‟ learning 

and teaching.  

Protheroe (2008) said that it "is not enough to hire and retain the brightest teachers. They 

must also believe they can successfully meet the challenge of the task at hand" (p. 4). Protheroe 

noticed that teachers accept they can enable their students to arrive at the high expectations that 

are intended to succeed. Protheroe then inclined to clear ways heads can uphold a developing 

feeling of self-efficacy in the teachers. She also proposed that heads connect with teachers in 

process of development and decision making, collaboration, and risk-taking as a component of 

the teaching process. She stated that teachers, together with the head, should, at last, make a 

common vision in students‟ results to increase efficacy and the learning outcomes.  
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Elevating the Position of Teacher  

Authorities have tried to figure out how uplifting teachers‟ leadership can swift a more 

notable feeling of spirit, belongingness, and efficacy in their ability. It is the anxiety of numerous 

teachers who are extraordinary that their ability does not have a direction; in this manner, they 

look for influential positions outside of classrooms or they left teaching for something that they 

can perform more expertly (Stewart, 2012).  

In his investigation, Stewart (2012) cited dimensions of high failing ratios in teachers, 

particularly during leadership with not long periods of teaching. The evidence recommended that 

after only five years, somewhere in the range of 50 and 40 percent of all starting teachers left the 

profession. Stewart generally endorsed this as the low-level feeling of self-efficacy regardless he 

characterized as a teacher's view of their capability to create positive educational results for 

students. Stewart observes that by forms of the action research, the teachers can consider 

themselves to be problem solvers, improving their feeling of self-esteem, and prompting a more 

prominent feeling of teachers‟ efficacy.  

Self-Efficacy and Improved Teacher Morale  

Taylor, et al. (2011) promoted teacher leadership as a particular leadership type that 

changes different colleagues for improvement of their teaching. They propose that because of 

belief and regard staff ordinarily have for one another, the staff is normally bound together such 

that cultivates joint effort more than the preparation of school and the teachers. The findings 

from their investigation were the action research process permitted teachers to understand and 

regulate developments they are constructing for their leadership. They built up a feeling of an 

organization that they can affect change at their class level as well as out of the classroom and all 

through their school capacities. Reeves (2006) urged teachers to study more and discuss their 
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aptitude with each other. He suggested that every institution search to learn those who can 

perform activities or have thoughts for the issues to be realized. At the point when teacher 

utilizes their skill to help other people, they are going about as a good example for colleagues. 

The Critical Factor of Teacher Leadership  

Teacher leadership could be a basic feature for the transformation of educational 

activities. Woods (2005) distinguished positive results of leadership; for example, the lift in spirit 

when teachers contributed to decision making by adding their perspective. Woods said that 

teachers feel endorsed and definite as an ordered part with prolonged confidence with the ability 

to think for themselves. Also, this made a feeling of having a place for the teachers when a 

hierarchical condition was helpful for distributed leadership. Curtis (2013) noticed the absence of 

professional directions for teachers, constituting that practically all teachers paying little 

attention to ability or experience have similar work and are dealt with the equivalent. She placed 

that when activity was viewed at the lower status and abundant presentation was not perceived, 

chances for developing effective teaching becomes limited. This might be reason by few experts. 

Stewart (2012); Taylor et al. (2011); and Helterbran (2010) showed teachers' feelings uplift in 

assuring success to taking an interest for action research to fellows. Collective decision making 

and Joint effort was a topic for elevating efficacy withholding great teachers to improve students‟ 

success.  

Self-Efficacy and Student Achievement 

Experts have studied the relation of professional satisfaction relating to the motivation of 

teachers and duty (Dinham & Scott, 2000; Dinham, 1995; Blasé et al., 1986). Besides, Dinham 

and Scott (2000) explored work for self-efficacy from the innate against extraneous components. 

Inborn variables were described as costs observable in teaching (Dinham, 1992) for example, 
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teachers‟ achievement, students‟ success, and students‟ showing more inspirational views and 

actions about learning. On the other hand, factors, for example, political burdens on the school as 

government, school improvement activities, and the public point of view on government-funded 

activities became external elements influencing schools‟ success.  

Teachers' Commitment  

The expression "commitment", shows that teacher duty has been conceptualized in 

different manners than traditional. As indicated by Park (2005) teacher promise to class suggests 

impressive trustworthiness to the Specific School and a powerful urge to invest consistent energy 

into work to build up the school. Another point of view originates from Nguni et al. (2006) who 

accept organizational commitment as a two-dimensional idea including esteemed responsibility 

and promise to remain with the organization (p. 150). Numerous researchers have additionally 

tried to characterize it and make it more effectively conceivable (Bogler & Somech, 2004; Razak 

et al., 2010). One of the most broadly acknowledged and successful definitions is investigated by 

Mowday et al. (1979) who characterized teacher organizational commitment as three related 

components. They remember a solid belief for and excitement to acknowledge the hierarchical 

objectives and qualities, an ability to put forth an attempt to assist the leadership (addition), and a 

clear want to remain in the school (confidence).  

Mowday's definition, conceptualizing teacher organizational commitment as an 

acknowledgment of the qualities and mission of a particular school, a desire to remain in, and an 

ability to make more commitment to the school than one is at standard and is more 

acknowledged.  
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The Relationship between Distributed Leadership and Commitment  

There have been a few activities to explore the connections between distributed 

leadership, school influences, and teachers' organizational responsibility. Although, it proves to 

reference that the majority of the ongoing studies have been directed by a similar group of 

specialists headed by Hulpia inside the setting of Belgium schools (Hulpia et al., 2009a; Hulpia 

et al., 2009b; Hulpia & Devos, 2010; Hulpia et al., 2011).  

The primary findings of these researches include:  

Group organization, leadership, and support in decision making can essentially reinforce 

teacher hierarchical commitment; though distributed leadership is recognized as applying just an 

unsure effect on the experienced teachers feel focused on their schools (Hulpia et al., 2009a; 

Hulpia et al., 2009b; Hulpia et al., 2011). Male teachers are accounted for as being less dedicated 

to their schools than females in the ad hoc jobs there is a negative connection between teachers' 

working years and their commitment (Hulpia et al., 2009a; Hulpia et al., 2009b). The above 

studies on the connections between distributed leadership, demographic factors, and teachers' 

organizational commitment by Hulpia and his colleagues gave the theoretical framework to the 

current investigation.  

The idea of organizational commitment, which is one of the fundamental subjects of 

educational organization, is additionally characterized as a disposition of being faithful to an 

organization, a continuing process of people's support in ordered choices, and a condition that 

gives government assistance and success in school. For example, the teachers with more 

experience at a school may provide their support in the distributed leadership (Javadi & 

Yavarian, 2011).  
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Distributed Leadership and Motivation  

Distributed leadership is a leadership style that includes leadership distribution all 

through school in which leadership tasks are shared in the staff who has related aptitudes and 

skills (Spillane et al., 2004). The schools specifically, where distributed leadership existed for 

headteachers, and they were assigning duties as school leaders (partial expression) yet rather 

giving attention to the best way to create one task with distributed responsibilities and learning 

culture is shared. Distributed leadership shaped to the framework in a variety of schools among 

variables that integrates leader, supporters, and condition that should be seen collectively 

(Spillane, 2005).  

An investigation by Silins and Mulford (2002) conducted to see leadership effects on 

students‟ learning showed results that the students' success was better when leadership roles were 

distributed all through school staff and teachers were provided the authority with matters they 

saw as significant. Distributed leadership depends on the concept of school being a network for 

students and acknowledgment towards headteacher or head who cannot lead individually 

(Hallinger, 2007).  

A solid learning network is shaped when a headteacher figures out how to give up the 

controlling developments and helps the teachers to participate in building up the leadership all 

through the school (McLaughlin & Talbert, 2006). According to Harris, (2008) the distributed 

leadership intention has recognized numerous skilled and possible leaders in schools. At the 

point when leadership is conveyed largely and wrapped to learning place, it has a wonderful 

impact on schools and students (Day et al., 2007). Eilis Humphreys (2010) has investigated the 

distributed leadership idea and the effect of distributed leadership on teachers teaching and 
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learning. She found that distributed leadership has a positive impact on educators' teaching and 

learning.  

Excellent leadership is among headteachers are required in public schools organization. 

In running the public sector schools, headteachers are proficient towards school, as well as 

teachers and students. The competence of schools relies upon the degree of leadership approach 

prepared by headteachers (Sani. M, & Jamalullail, 2012). The approach of Malaysia Education 

Quality Standard (KPM, 2010) expressed that guardians were now and over-analyzing the nature 

of teaching learned through their kids in the schools delivering a message that the parents have 

no such confidence in the capacity of schools to teach their kids particularly on the disposition of 

the students when they attended schools that schools were not according to the desire of nation 

and society (UPE, 2010).  

As indicated by Humphreys (2010) acts of leadership by headteachers can convey 

tremendous effect on teachers since a great leader is all around acknowledged by subordinates. 

This situation was identified with leadership acts by heads and the level of motivation of 

teachers. Teachers want to teach when matched with getting involved and focused in decision 

making. A few teachers did not care for engaging in the decision-making process because most 

teachers were not motivated and they did not like to invest energy in working for school 

activities.  

At the school level, the heads had to prepare for controlled support for teachers (Ghani. 

A, 2009). The contribution of the teachers in process of decision-making was a significant issue. 

Every person is not settled in distributed leadership style on superior but relatively everybody 

has skill and information which adds to decision making. Distributed leadership style utilized by 

headteachers could prepare teachers to adjust their qualities and attitudes for commitment to the 
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educational vision and mission (Sadariah, 2001). Additionally, teachers had a chance to improve 

and expand their leadership capacity in setting them up to develop school leaders as excellent 

(KPM, 2013).  

As indicated by Humphreys (2010) the style of leadership of headteachers can carry a 

massive effect on teachers since great leadership is all around acknowledged by subordinates. 

The situation can be identified with the leadership styles of heads and the motivation level of 

teachers. 

It is observed in the schools that some of the teachers did not have a desire to be involved 

in the process of decision-making because they were not much motivated for this leadership style 

and they did not wish to consume time for attending meetings in school. Teachers preferred to be 

only involved in teaching in comparison to be involved in decision-making. The teachers‟ 

involvement in process of decision-making was not an important factor on the side of heads and 

then in teachers. Every teacher in the school cannot participate in making decisions only the 

teachers who have relevant knowledge and expertise can contribute to decision-making. 

Distributed leadership had a positive influence on the learning and teaching of the teachers 

(Humphreys, 2010). In addition, through this concept teachers have a chance to improve their 

leadership abilities (KPM, 2012). 
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CHAPTER III 

METHODS AND PROCEDURES 

Research Paradigm 

 Paradigm embodies a combination of philosophy and logic for inquiry. The philosophical 

paradigms provide the basis for research in social sciences. The positivist approach focuses on 

real observations as in scientific experiments. The criticalist approach focuses on the personal in-

depth experiences of individuals in societies. The interpretivist lays stress on both the real 

observations data as well as the subjective meanings by the people (Hallebone & Priest, 2009). 

This study followed the philosophy of the interpretivist approach using both the ground realities 

and the subjective meanings of the concepts and practices.  

Research Design  

 The study was the mixed-methods approach, quantitative and qualitative data was 

combined for a better understanding of the situation. This was an explanatory research design 

and sequential approach because qualitative data was collected after quantitative data. The 

qualitative analysis is used to elaborate and clarify quantitative findings (Creswell, 2006).  

 The purpose to use a mixed-methods design was to minimize weaknesses and 

maximizing the strengths of both research approaches in the study. There were two reasons to 

choose a mixed research design. Firstly, it helps the study to investigate research questions more 

deeply. Specifically, qualitative research helps to collect answers to questions through interviews 

and also other tools. Secondly, through mixed methods research design authenticity of data could 

be improved with triangulating of data through various sources (Burke & Onwuegbuzie, 2004).  

Mixed-methods research fits the pragmatic philosophy because it makes real use of both 

induction and deduction to achieve understanding and explanation (Johnson & Onwuegbuzie, 
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2004). Sequential mixed methods design was used to elaborate or expand the findings of one 

method with another method (Johnson & Onwuegbuzie, 2004).  

Population 

The population of the study was teachers and headteachers of Government secondary 

schools of Punjab. There were 36 districts in the province of Punjab having 3412 boys‟ 

secondary schools. The number of total boys‟ secondary school teachers was 65331.  

Sampling Technique 

Government boys‟ secondary school teachers were selected through proportionate 

stratified sampling from all districts of Punjab. At the first stage, four districts of Punjab based 

on performance (according to indicators mentioned) of the schools were selected. The four 

selected districts (four strata) of Punjab were; Gujranwala (Among first nine with high 

performance) with a total of 117 boys secondary schools, Lahore (at average performance) with 

155 boys secondary schools, Mandi Bahauddin (at average performance) with 67 boys secondary 

schools and Sheikhupura (at low performance) with 78 boys secondary schools. In a second 

stage, twenty percent of the government boys‟ secondary school male teachers were selected 

from each stratum. The sample of the study consisted of 550 secondary school teachers from four 

districts. The responses received were 538, so the response ratio was 97%.  In schools, there 

were two types of formal leaders: one was the headteacher called headmaster and the other was 

the deputy headmaster. It is worth noting that these leaders were all male because these were 

boys‟ secondary schools. Every school had a committee of teachers for different activities, like 

examination, sports, discipline, etc. Further, they had a faculty council comprised of the 

headteacher, teachers, and representatives of the community. The eight headteachers were 

selected from four districts for qualitative data. The heads were selected for interviews based on 
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data collected quantitatively for validation and a better understanding of the situation. The 

selection of teachers from boys‟ secondary schools was according to the following flow diagram. 

 

 

                                                                     Districts 

 

 

 

 

 

Schools and Teachers 

 

 

Proportionate Sample  

 

 

Total Teachers: 550 

Figure No.3.1: Sampling Flow Chart 

Instrumentation  

The instruments for data collection were a questionnaire on five points Likert Type scale 

for teachers. Four questionnaires were adapted which were; distributed leadership inventory 

(Hulpia & Devos, 2009a; 2009b) in schools for distributed leadership, General Self-Efficacy 

Scale (GSE) developed by Schwarzer (1995), Meyer and Allen‟s (1997) Affective, Continuance 

and Normative Commitment Scale (ACNCS) and a Questionnaire Measure of Individual 

Punjab 

High Performance Districts= 09 

Gujranwala 

Middle Performance Districts=18 Low Performance Districts= 09 

Lahore Mandi Bhauddin Sheikhupura 

Boys‟ Secondary 

Schools: 117 

Male teachers: 412 

Boys‟ Secondary 

schools: 155 

Male teachers: 336 

Boys‟ Secondary 

Schools: 67 

Male teachers: 173 

Boys „Secondary 

Schools: 78 

Male teachers: 302 

Male teachers: 165 Male teachers: 80 Male teachers: 130 Male teachers: 175 
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Differences in Achieving Tendency (QMAT) was developed by Wahab (2013) to measure the 

motivation level of teachers in schools. All statements were selected from the adapted 

instruments, but their wording was slightly changed and made it easy for the understanding 

participants. The questionnaire was composed of 60 statements with four sections. The first 

section was related to the distributed leadership and the next three sections are related to the 

relationship of distributed leadership with self-efficacy, commitment, and motivation. The 

questionnaire was piloted on 130 secondary school teachers. The semi-structured interview guide 

for headteachers was developed by the researcher after experts' opinion. The interview guide was 

developed for qualitative data collection from the heads teachers for a deep understanding of the 

situation. 

Validation of Instruments 

The instruments were adapted and developed through validation and pilot testing. The 

experts were provided with the questionnaire and interview guide for validation along with the 

objectives and research questions of the study. Experts were asked to evaluate the content, 

readability, comprehensiveness, and communicability of the instruments. The grammatical and 

sentence changes were made in the instruments suggested by the experts.  Every statement of the 

questionnaire and question of the interview was discussed with the experts. Three of the experts 

among five were of opinion that the questionnaire must be translated to Urdu for clarity and easy 

comprehension. Therefore, the researcher translated the questionnaire into Urdu. The translated 

questionnaire was again reviewed and discussed with the three experts for validation. The 

interview guide was also piloted from a research fellow who was a headteacher in the secondary 

schools and not part of the sample to check the validity.  
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Cronbach‟s alpha coefficient for all questionnaires was measured for the reliability of the 

questionnaire and the overall value was 0.93.  

Table 3.1  

Reliability Value 

Reliability  

Cronbach's Alpha N of Items 

.936 60 

 

The Cronbach‟s alpha coefficient for the reliability of the seven factors was; For team 

leadership style .83, for supervision was .77, for support leadership style was .82, for 

participative decision making was .78, .85, for self-efficacy was 0.85, for commitment was 0.82 

and for motivation was 0.69. 
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The Eigenvalues of the seven factors was 71.73, therefore the instrument is reliable to be 

used for research as shown in the below table;  

Table 3.2  

Total Variance Explained 

Comp

onent 

Initial Eigenvalues Extraction Sums of 

Squared Loadings 

Rotation Sums of Squared 

Loadings 

Total % of 

Variance 

Cumulat

ive % 

Total % of 

Variance 

Cumulat

ive % 

Total % of 

Variance 

Cumulat

ive % 

1 
20.867 34.778 34.778 20.867 34.778 34.778 13.55

1 

22.585 22.585 

2 6.447 10.745 45.522 6.447 10.745 45.522 7.849 13.081 35.666 

3 4.323 7.205 52.728 4.323 7.205 52.728 7.316 12.193 47.859 

4 4.065 6.775 59.502 4.065 6.775 59.502 4.360 7.266 55.125 

5 2.591 4.319 63.822 2.591 4.319 63.822 4.252 7.087 62.212 

6 2.434 4.057 67.879 2.434 4.057 67.879 3.097 5.162 67.374 

7 2.316 3.859 71.738 2.316 3.859 71.738 2.618 4.364 71.738 

8 1.948 3.247 74.985       

9 1.710 2.850 77.835       

10 1.676 2.793 80.628       

11 1.529 2.548 83.177       

12 1.385 2.308 85.484       

13 1.174 1.957 87.441       

14 1.066 1.777 89.218       

15 .947 1.579 90.797       

16 .873 1.456 92.253       

17 .748 1.247 93.500       

18 .691 1.151 94.652       

19 .630 1.050 95.701       

20 .575 .958 96.659       

21 .427 .711 97.370       

22 .372 .620 97.990       

23 .299 .499 98.489       

24 .273 .455 98.944       

25 .212 .353 99.296       

26 .191 .319 99.615       

27 .121 .202 99.817       

28 .092 .154 99.971       
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29 .018 .029 100.000       

30 
1.026E-

013 

1.044E-

013 

100.000       

31 
1.011E-

013 

1.019E-

013 

100.000       

32 
1.008E-

013 

1.014E-

013 

100.000       

33 
1.007E-

013 

1.011E-

013 

100.000       

34 
1.005E-

013 

1.008E-

013 

100.000       

35 
1.005E-

013 

1.008E-

013 

100.000       

36 
1.004E-

013 

1.007E-

013 

100.000       

37 
1.004E-

013 

1.006E-

013 

100.000       

38 
1.003E-

013 

1.005E-

013 

100.000       

39 
1.003E-

013 

1.005E-

013 

100.000       

40 
1.002E-

013 

1.003E-

013 

100.000       

41 
1.002E-

013 

1.003E-

013 

100.000       

42 
1.001E-

013 

1.002E-

013 

100.000       

43 
1.000E-

013 

1.001E-

013 

100.000       

44 
-1.000E-

013 

-1.000E-

013 

100.000       

45 
-1.001E-

013 

-1.001E-

013 

100.000       

46 
-1.001E-

013 

-1.002E-

013 

100.000       

47 
-1.001E-

013 

-1.002E-

013 

100.000       

48 
-1.002E-

013 

-1.003E-

013 

100.000       
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49 
-1.002E-

013 

-1.003E-

013 

100.000       

50 
-1.002E-

013 

-1.004E-

013 

100.000       

51 
-1.003E-

013 

-1.005E-

013 

100.000       

52 
-1.003E-

013 

-1.006E-

013 

100.000       

53 
-1.004E-

013 

-1.007E-

013 

100.000       

54 
-1.005E-

013 

-1.008E-

013 

100.000       

55 
-1.005E-

013 

-1.009E-

013 

100.000       

56 
-1.006E-

013 

-1.010E-

013 

100.000       

57 
-1.007E-

013 

-1.012E-

013 

100.000       

58 
-1.010E-

013 

-1.016E-

013 

100.000       

59 
-1.018E-

013 

-1.030E-

013 

100.000       

60 
-1.036E-

013 

-1.060E-

013 

100.000       

 

 

Data Collection 

Data were collected from the male teachers of boys' secondary schools in Punjab, 

Pakistan. The boys' secondary schools from four districts (Lahore, Gujranwala, Sheikhupura, and 

Mandi Bhauddin) were personally visited by the researcher and collected data from 538 male 

teachers. The privacy of the data was ensured. The covering letter was signed by the supervisor 

along with a questionnaire and interview. The covering letter included the brief purpose of the 

study and assurance of confidentiality of the responses. The researcher personally visited the 

schools for data collection.  
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After the quantitative data collection through questionnaire, the pandemic COVID-19 

prevailed throughout the world and there was a lockdown situation throughout our country also. 

Therefore, the researcher tried to approach the headteachers telephonically for an interview as 

directed by the supervisor. Firstly consent was taken from the headteachers. Then they were 

introduced to the purpose of the study. The interview for 40 minutes was recorded from each 

respondent.  They were informed about the recording of the interview. Eight interviews of the 

headteachers were conducted from the four districts for triangulation purposes.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



76 
 

Table 3.3 

 Alignment of Research Objectives, Questions, Instruments, and Data Analysis Techniques 

Objectives  Research Questions Instruments   Data 

Analysis 

Techniques 

1. To explore 

the 

distributed 

leadership 

style of heads 

in secondary 

schools. 

1. What type of distributed 

leadership style (team 

leadership, supervision, 

support, and participative 

decision making) heads 

are using in secondary 

schools? 

Distributed leadership 

questionnaire  

Descriptive 

statistics 

(Mean and 

Standard 

deviation)) 

2. To explore 

the level of 

self-efficacy, 

commitment, 

motivation of 

teachers in 

secondary 

schools. 

2.1 What is the level of self-

efficacy of teachers in 

secondary schools? 

Distributed leadership 

questionnaire 

Descriptive 

statistics 

(Mean and 

Standard 

deviation) 

 2.2 What is the level of 

commitment of teachers in 

secondary schools? 

Distributed leadership 

questionnaire 

Descriptive 

statistics 

(Mean and 

Standard 

deviation)  

 2.3 What is the level of 

motivation of teachers in 

secondary schools?  

Distributed leadership 

questionnaire  

Descriptive 

statistics 

(Mean and 

Standard 

deviation) 

3. To determine 

the 

relationship 

between 

distributed 

leadership 

style of heads 

and teachers' 

self-efficacy, 

commitment, 

and 

motivation in 

3.1 H0-There is no significant 

relationship between the 

distributed leadership style of 

heads and teachers' self-

efficacy, commitment, and 

motivation?  

 

 

 

 

 

 

Distributed leadership 

questionnaire  

 

 

 

 

 

Inferential 

statistics 

(Pearson 

correlation 

coefficient) 
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secondary 

schools. 
 

4. Determine 

the 

relationship 

between 

distributed 

leadership 

style of heads 

and teachers‟ 

qualification, 

experience, 

and age. 

5. Explore the 

relationship 

of the 

distributed 

leadership 

style of heads 

with self-

efficacy, 

commitment, 

and 

motivation of 

teachers in 

the opinion 

of heads. 

 

 

 

4. H0-There is no significant 

relationship between 

distributed leadership style 

of heads and teachers‟ 

qualification and 

experience? 

 

 

 

 

 

 

5. What is the relationship 

of the distributed 

leadership style of heads 

with self-efficacy, 

commitment, and 

motivation of teachers in 

perceptions of heads? 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

A semi-structured 

interview was 

developed. 

 

 

 

 

 

 

 

One way 

ANOVA, 

Regression, 

Post Hoc 

test 

 

 

 

 

 

 

Qualitative 

analysis 
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CHAPTER IV 

DATA ANALYSIS AND INTERPRETATION 

This chapter is providing data analysis and its interpretation for distributed leadership 

styles and teachers‟ commitment, self-efficacy, and motivation at the secondary school level. 

Descriptive and inferential statistical techniques were used for the analysis of the data and to find 

out relevant results. 

The demographic variables were as under; 

Table 4.1   

Frequency of teachers for Qualification 

Qualification Frequency Percent 

 

BA/BSc 

MA/M.Sc./BS Hons 

MPhil./MS 

PhD 

Total 

 
 

7 

 

1.3 

 387 71.9 

 
 

116 

 

21.6 

 28 5.2 

 538 100.0 

 

 It is obvious from the above table that BA/BSc teachers were 1.3%, MA/MSc.BS Hons. 

was 71.9%, M.Phil./ MS was 21.6% and Ph.D. was 5.2% of the total sample. Mostly the teachers 

had MA/M.Sc. qualification in the sample. 

 

 

 

 

 

 



79 
 

Table 4.2   

Frequency of teachers for Experience 

Experience Frequency Percent 

 

1- 10year 80 14.9 

11-20 year 134 24.9 

21-30 year 185 34.4 

31-40 year 94 17.5 

41 year and above 45 8.4 

Total 538 100.0 

 

The above table has shown that the teachers having 1-10 years of experience were 14.9 %, the 

teachers having 11-20 years' experience were 24.9 % teachers having 21-30 years of experience 

were 34.4% teachers with 31-40years‟ experience were 17.5% teachers with 41 and above years' 

experience were 8.4 %. Most teachers had an experience of 21-30 years. 
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Research Question 1 

Is the team leadership style head using in secondary schools? 

Table 4.3 

Descriptive Scores of Teachers‟ Perceptions about Team Leadership Style 

Sr. 

No. 

Statements Never Rarely Sometimes Usually Always M SD 

1 Leadership team 

members are clear 

about school goals. 

5.6 

 

16.9 

 

48.9 

 

28.4 

 

.2 3.00 

 

.827 

2 The teachers contact 

colleagues for help 

when they face a 

problem in teaching. 

9.3 

 

20.4 

 

45.4 

 

24.7 

 

.2 2.86 .901 

3 Duties are assigned 

to team members 

keeping in mind 

their competencies 

9.9 

 

23.0 

 

43.3 

 

23.6 

 

.2 2.81 .913 

4 The leadership team 

members are willing 

to implement their 

worthy ideas. 

3.9 

 

25.3 

 

46.8 

 

23.8 

 

.2 2.91 .804 

5 The leadership team 

is functioning well 

in our school. 

13.2 

 

19.7 

 

38.7 

 

28.3 

 

.2 2.82 .993 

6 All of our leadership 

team members are 

working according 

to the school 

objectives. 

11.9 

 

20.8 

 

28.6 

 

38.5 

 

.2 2.94 1.03 

 

Table 4.3 indicated scores of perceptions of teachers about team leadership style at the 

secondary school level. The findings show that 28.4% of leadership team members were usually 

and 16.9% rarely clear about school goals.  24.7% of teachers usually and 20.4% rarely contact 

their colleagues for help when they faced a problem in teaching. 23.6% of teachers said usually 

and 23.0% said rarely duties were assigned to team members keeping in mind their 

competencies. 25.3% of teachers said rarely and 23.8% said usually leadership team members 
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were willing to implement their worthy ideas. 28.3% of teachers said usually and 19.7% said 

rarely leadership team was functioning well in our school. 38.5% of teachers said usually and 

20.8% said rarely all of our leadership team members were working according to the school 

objectives. 

As findings show and mean score of the statement “Leadership team members are clear 

about school goals" (3.00) was higher which indicated that the leadership team was clear about 

the school goals. It is concluded that leadership team members of the school have a clear vision 

of the school at the secondary school level.  
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Research Question 2 

Is supervision leadership style head using in secondary schools? 

Table 4.4 

Descriptive Scores of Teachers‟ Perceptions about Supervision Leadership Style 

Sr. No. Statements Never Rarely Sometimes Usually Always M SD 

7 The heads are 

involved in the 

formative 

assessment of 

teachers. 

32.3 

 

15.1 

 

34.9 

 

17.5 

 

.2 2.38 1.11 

8 The heads are 

involved in the 

summative 

assessment of 

teachers. 

13.6 

 

18.4 

 

41.1 

 

26.8 

 

.2 2.81 .984 

9 The heads are 

involved in the 

summative 

assessment of 

students.   

14.7 

 

15.2 

  

  

52.2 

 

17.7 

 

.2 2.73 .924 

10 The performance of 

the nonteaching 

staff is assessed. 

12.1 

 

18.8 

 

36.2 

 

32.7 

 

.2 2.90 .998 

 

Table 4.4 shows that the scores of teachers‟ perceptions about supportive leadership style 

at the secondary school level. Findings of the study show that 34.9% of teachers said sometimes 

and 32.3% said heads were never involved in formative assessment of teachers.  41.1% of 

teachers said that sometimes and 26.8% said usually heads were involved in summative 

assessment of teachers. 52.2% of teachers said that sometimes and 17.7% said that usually heads 

were involved in summative assessment of students.  36.2% of teachers said that sometimes and 

32.7% said usually the performance of the nonteaching staff was assessed by the head. 
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As findings show and mean score about the statement “The performance of the 

nonteaching staff is assessed” (2.90) is higher which indicates that the performance of the 

nonteaching staff is assessed by the school head. It is concluded that along with the assessment 

of students and teachers the heads also assess the nonteaching staff members. 
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Research Question 3 

Is support leadership style head using in secondary schools? 

Table 4.5 

Descriptive Scores of Teachers‟ Perceptions about Supportive Leadership Style 

Sr. 

No. 

Statements SA A U DA SDA M SD 

11 Teachers are 

encouraged to take 

leadership roles.  

37.4 

 

12.1 

 

33.6 

 

16.7 

 

.2 2.30 1.14 

12 The Head is always 

available to help 

teachers when it is 

needed. 

13.6 

 

12.8 

 

42.8 

 

30.7 

 

.2 2.91 .989 

13 Headteachers give 

complements to 

teachers' work. 

9.3 

 

20.6 

 

45.7 

 

24.2 

 

.2 2.85 .898 

14 Organizational 

support is provided 

to teachers for 

interaction with one 

another. 

19.7 

 

16.4 

 

41.4 

 

22.3 

 

.2 2.66 1.03 

15 Teachers are 

encouraged to try 

new practices 

according to their 

interests. 

16.4 

 

21.9 

 

42.9 

 

18.6 

 

.2 2.64 .970 

16 Teachers are 

provided 

opportunities for 

their welfare.    

22.5 

 

21.6 

 

32.3 

 

23.4 

 

.2 2.5725 1.08 

17 Teachers are 

consulted in the 

formulation of 

school plans and 

policies. 

20.6 

 

19.1 

 

42.0 

 

18.0 

 

.2 2.57 1.01 

 

Table 4.5 shows that the scores of teachers‟ perceptions about supervision leadership 

style at the secondary school level. Findings of the study showed 37.4% of teachers strongly 

agreed and 16.7% disagreed that teachers were encouraged to take leadership roles in school. 
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30.7% of teachers disagreed and 13.6% strongly agreed that heads were always available to help 

teachers when it is needed. 24.2% of teachers disagreed and 20.6% strongly agreed that 

headteachers give complements to teachers' work. 22.3% of teachers disagreed and 19.7% 

strongly agreed that organizational support is provided to teachers for interaction with one 

another. 21.9% of teachers agreed and %18.6 disagreed that teachers are encouraged to try new 

practices according to their interests. 22.5% of teachers strongly agreed and 23.4% disagreed that 

teachers are provided opportunities for their welfare.  The 20.6% of teachers strongly agreed and 

18.0% disagreed that teachers are consulted in the formulation of school plans and policies.    

As findings show and mean score about the statement "Head is always available to help 

teachers when it is needed." (2.91) was higher which indicates that the heads help their teachers 

at the time of need. It is concluded that the heads are available for their teachers to help them. 
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Research Question 4 

Is participative decision-making leadership style head using in secondary schools? 

Table 4.6 

Descriptive Scores of Teachers‟ Perceptions about Participative Decision Making Leadership 

Style 

Sr. 

No. 

Statements SA A U DA SDA M SD 

18 My head involves me in 

decision-making.  

47.2 

 

12.5 

 

29.4 

 

10.8 

 

.2 2.04 1.10 

19 In decision-making, I have 

my own independent 

opinion. 

19.7 

 

20.6 

 

45.5 

 

13.9 

 

.2 2.54 .966 

20 My head always respects 

my ideas. 

9.1 

 

 

24.0 41.8 

 

24.9 

 

.2 2.83 .912 

21 My head professionally 

treats me.  

7.1 

 

23.0 

 

45.5 

 

24.2 

 

  .2 2.87 .864 

 

Table 4.6 shows that the scores of teachers‟ perceptions about participative leadership 

style at the secondary school level. Findings of the study show that 47.2% of teachers strongly 

agreed and 10.8% disagreed that my head involved me in decision making. 20.6% of teachers 

agreed and 13.9% disagreed that in decision making, they had their own independent opinion. 

24.0% of teachers agreed and 24.9% disagreed that my head always respected my ideas. 23.0% 

of teachers agreed and 24.2% disagreed that my head professionally treated me.    

As findings show and mean score about the statement "My head always respects my 

ideas." (2.83) was higher which indicates that the heads professionally treated their teachers. It is 

concluded that the heads were professional on their job. 
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Research Question 5 

What is the level of self-efficacy of teachers in secondary schools? 

Table 4.7 

Descriptive Scores of Teachers‟ Perceptions about Self-Efficacy 

Sr. 

No. 

Statements SA A U DA SDA M SD 

22 The teachers have an 

adequate influence on 

decision-making in our 

school. 

16.7 

 

15.2 

 

45.9 

 

21.9 

 

.2 2.73 .99 

23 The teachers are 

independent in making 

decisions about their 

instructional delivery 

(i.e. pedagogy, A.V. 

aids, etc.) 

9.5 

 

7.4 

 

49.3 

 

33.6 

 

.2 3.07 .890 

24 The teachers are 

assigned those classes in 

which they can 

maximize the success of 

students. 

16.2 

 

12.6 

 

49.4 

 

21.6 

 

 .2 2.76 .972 

25 The teachers are 

appreciated for their 

good deeds.   

9.9 

 

24.0 

 

39.8 

 

26.2 

 

 .2 2. 82 .935 

26 The school head supports 

the teachers.  

8.0 

 

20.6 

 

37.7 

 

33.5 

 

 .2 2.97 .932 

27 In our school, there is an 

environment of mutual 

respect and trust. 

6.7 

 

13.2 

 

49.6 

 

30.3 

 

 .2 3.04 .842 

28 Teachers are known as 

educational experts. 
12.6 

 

23.0 

 

48.5 

 

15.6 

 

 .2 2.67 .892 

29 The teachers are the 

operative leaders in this 

school.  

7.1 

 

16.5 

 

57.8 

 

18.4 

 

 .2   2.88 .791 

30 The teachers take the 

initiative in resolving 

school problems. 

 9.3 

 

   16.0 

 

   52.4 

 

   22.1 

 

  .2 2.87 .864 

31 Head motivates teachers 

to make professional 

decisions.                                            

9.5 

 

15.2 

 

47.6 

 

27.5 

 

  .2 2.93 .900 

32 My school environment 

encourages learning and 

11.9 

 

13.9 

 

50.2 

 

23.8 

 

  .2 2.86 .918 
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working.  

33 Teachers feel 

comfortable in raising 

their issues and 

concerns. 

10.8 

 

15.6 

 

45.5 

 

27.9 

 

.2 2.91 .931 

 

Table 4.7 shows the scores of teachers‟ perceptions about self-efficacy at the secondary 

school level. The findings show that 16.7% of teachers strongly agreed and 21.9% disagreed that 

teachers had an adequate influence on decision-making in the school. 9.5% of teachers strongly 

agreed and 33.6% disagreed that teachers were independent in making decisions about their 

instructional delivery (i.e. pedagogy, A.V. aids, etc.). 16.2% of teachers strongly agreed and 

21.6% disagreed that teachers were assigned those classes in which they can maximize the 

success of students. 24.0% of teachers agreed and 26.2% disagreed that teachers were 

appreciated for their good deeds.  20.6% of teachers agreed and 33.5% disagreed that the school 

head supported the teachers. 13.2% of teachers agreed and 30.3% disagreed that in our school, 

there was an environment of trust and respect. 23.0% of teachers agreed and 15.6% disagreed 

that teachers were known as educational experts. 16.5% of teachers agreed and 18.4% disagreed 

that the teachers were the operative leaders in this school. 16.0% of teachers agreed and 22.1% 

disagree that teachers could take initiatives in resolving school problems. 15.2% of teachers 

agreed and 27.5% disagreed that head motivated teachers to make professional decisions. 13.9% 

of teachers agreed and 23.8% disagreed that my school environment encouraged learning and 

working. 15.6% of teachers agreed and 27.9% disagreed that teachers felt comfortable in raising 

their issues and concerns. 

As findings show and mean score about the statement "The teachers are independent in 

making decisions about their instructional delivery (i.e. pedagogy, A.V. aids, etc.)” (3.07) were 

higher which indicates that the teachers could make decisions by own to select pedagogy, AV 



89 
 

aids, etc. It is concluded that the teachers are independent in the selection of methods and 

material for teaching. 
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Research Question 6 

What is the level of commitment of the teachers in secondary schools? 

Table 4.8 

Descriptive Scores of Teachers‟ Perceptions about Commitment 

Sr. 

No. 

Statements SA A U DA SDA M SD 

34 I am happy in working 

at this school.  

24.7 

 

2.8 

 

39.4 

 

32.9 

 

.2 2.81 1.14 

35 I share with my friends 

that the working 

environment of my 

school is very good. 

5.6 

 

5.4 

 

50.7 

 

38.1 

 

.2 3.21 .786 

36 Values in my school are 

acceptable for me.  
2.8 

 

13.9 

 

46.3 

 

36.8 

 

.2 3.17 .772 

37 I take care of the 

outcomes of my school. 
5.8 

 

5.4 

 

36.2 

 

52.4 

 

.2  3.35 .829 

38 I am proud of being 

part of this school 

team.                         

16.4 

 

12.3 

 

37.5 

 

33.6 

 

.2 2.89 1.05 

39 My school encourages 

me for the best, which I 

can do. 

8.4 

 

10.4 

 

40.3 

 

40.7 

 

.2 3.13 .913 

 

Table 4.8 shows the scores of teachers‟ perceptions about commitment at the secondary 

school level. The findings show that 24.7% of teachers strongly agreed and 32.9% disagreed that 

they were happy in working at school. The 5.6% of teachers were strongly agreed and 38.1% 

disagreed that they share with their friends that the working environment of their school was 

very good. 13.9% of teachers agreed and 36.8% disagreed that values in their school were 

acceptable for them. 5.8% of teachers strongly agreed and 52.4% disagreed that they take care of 

the outcomes of their school. 16.4% of teachers strongly agreed and 33.6% disagreed that they 

were proud of being part of the school team. 10.4% of teachers agreed and 40.7% disagreed that 

their school encourages them for the best, which they can do. 



91 
 

As findings show and mean score about the statement “I take care of the outcomes of my 

school" (3.35) was higher which indicates that the teachers took care of the outcomes and results 

of the school. It is concluded that the teachers feel their responsibility in performing the job. 
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Research Question 7 

What is the level of motivation of the teachers in secondary schools?  

Table 4.9 

Descriptive Scores of Teachers‟ Perceptions about Motivation 

Sr. 

No. 

Statements SA A U 

 

DA SDA M SD 

40 I normally complete 

my assigned task 

within a given time.         

.9 

 

3.9 

 

8.7 

 

35.3 51.1 4.31 .859 

41 I am hopeful to 

complete my work 

successfully.  

2.6 

 

11.5 

 

52.4 

 

33.5 0.0 4.16 .725 

42 I am not certain to 

make an important 

decision at 

work.                    

17.3 

 

29.1 

 

12.1 

 

30.0 

 

11.5 2.89 1.31 

43 I am motivated to 

take responsibility.  
1.3 

 

3.0 

 

12.6 

 

59.1 

 

24.0 4.01 .776 

44 I get disturbed when 

I think about new 

work.                      

24.2 

 

29.2 

 

15.1 

 

21.0 

 

10.6 2.64 1.33 

45 I cannot work 

properly when I am 

under pressure.          

 16.2 

 

 22.9 

 

 10.2 

 

 39.2 

 

 11.5 3.07 1.31 

46 I believe that if I 

work hard, I will 

achieve my life 

goals. 

1.3 

 

2.8 

 

 7.4 

 

42.4 

 

46.1 4.29 .824 

47 I am reluctant to 

learn new skills.  
27.7 

 

21.3 

 

  4.0 

 

15.6 

 

31.5 3.01 1.65 

48 I work hard 

according to the 

expectations of my 

head.          

 10.2 

 

 

  8.6 

 

   11.2 

 

    50.2  19.9 3.60 1.19 

49 I am keen to set 

tough goals for 

myself.                               

 .4 

 

6.7 

 

17.3 

 

50.6 

 

25.1 3.93 .849 

50 Working in this 

school is highly 

encouraging for me.  

1.3 

 

4.1 

 

10.4 

 

  48.9 

 

35.3  4.12 .850 

51 I focus on short-term 

daily goals instead 

4.5 

 

11.9 

 

   17.3 

 

    53.3 

 

 13.0 3.58 1.00 
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of long-term goals.  

52 I appreciate the 

opportunity that 

enables me to know 

my strengths and 

weaknesses. 

4.1 

 

8.4 

 

62.2 

 

25.3 0.0 4.08 .702 

53 I get satisfied when I 

work hard.  

1.3 

 

8.6 

 

48.8 

 

41.3 0.0 4.30 .678 

54 I prefer work that 

requires my 

thinking.                              

6.5 

 

15.6 

 

48.3 

 

29.6 0.0 4.00 .844 

55 I work because this 

is my duty.  
1.3 

 

2.8 

 

8.6 

 

41.6 

 

45.7 4.27 .834 

56 A competitive 

environment 

encourages me to do 

a good job. 

1.3 

 

3.9 

 

57.6 

 

37.2 0.0 4.30 .607 

57 I keep on working 

on the task till it 

reaches an excellent 

level.  

2.8 

 

7.6 

 

44.1 

 

45.5 0.0 4.32 .734 

58 I always welcome 

challenging tasks.                                       

2.8 

 

14.7 

 

49.6 

 

32.9 0.0 4.12 .756 

59 I always perform at 

the highest level of 

quality without 

considering that how 

the others do it.  

.4 

 

15.4 

 

54.1 

 
30.1 0.0 4.13 .672 

60 I prefer easy tasks to 

tough ones.   

22.5 

 

17.7 

 

21.9 

 

29.0 

 

  8.9 2.84 1.30 

 

Table 4.9 shows the scores of teachers‟ perceptions about motivation at the secondary 

level. The findings of the study show that 3.9% of teachers agreed and 35.3% disagreed that they 

normally complete their assigned task within a given time. 11.5% of teachers agreed and 33.5% 

disagreed that they were hoping to complete their work successfully. 29.1% of teachers agreed 

and 30.0% disagreed that they were not certain to make an important decision at work. 3.0% of 

teachers agreed and 59.1% disagreed that they were motivated to take responsibility. 29.2% of 

teachers agreed and 21.0% disagreed that they get disturbed when they think about new work.  
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22.9% of teachers agreed and 39.2% disagreed that they were unable to work properly when they 

were under pressure. 2.8% of teachers agreed and 46.14% strongly disagreed that they had 

believed if they would work hard, they will achieve the goals of their life. 27.7% of teachers 

strongly agreed and 31.5% strongly disagreed that they were reluctant to learn new skills.  The 

10.2% of teachers strongly agreed and 50.2% disagreed that they work hard according to the 

expectations of their head. 6.7% of teachers agreed and 50.6% disagreed that they were keen to 

fix difficult goals for themselves.  4.1% of teachers agreed and 48.9% disagreed that working in 

this school was highly encouraging for them. 11.9% of teachers agreed and 53.3% disagreed that 

they focus on short-term daily goals instead of long-term goals. 8.4% of teachers agreed and 

25.3% disagreed that they welcome those opportunities which enable them to know about their 

weaknesses and strengths. 8.6% of teachers agreed and 41.3% disagreed that they got satisfied 

when they work hard.  15.6% of teachers agreed and 29.6% disagreed that they preferred the 

work that requires their thinking. 2.8% of teachers agreed and 45.7% strongly disagreed that they 

worked because this was their duty.  3.9% of teachers agreed and 37.2% disagreed that a 

competitive environment encouraged them to do a good job. 7.6% of teachers agreed and 45.5% 

disagreed that they kept on working on the task till it reached an excellent level. 14.7% of 

teachers agreed and 32.9% disagreed that they always welcome challenging tasks. 15.4% of 

teachers agreed and 30.1% disagreed that they always performed at the highest level of quality 

without considering that how the others do it. 22.5% of teachers strongly agreed and 29.0% 

disagreed that they preferred easy tasks to tough ones.   

As findings show and mean score about the statement “I keep on working on the task till 

it reaches an excellent level." (4.32) was higher which indicates that the teachers make efforts to 
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work on the tasks excellently. It is concluded that the teachers were hardworking for the tasks 

they were allocated. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



96 
 

Table 4.10 

Descriptive Scores of Teachers‟ Perceptions about Different Leadership Styles in terms of their 

Qualification 

Qualification Team 

Leadership 

Supervision 

Leadership 

Support 

Leadership 

Participative 

Leadership 

BA/BSc 

Mean 16.00 9.00 14.00 8.00 

N 7 7 7 7 

SD .000 .000 .000 .000 

MA/MSc.BS 

Hons 

 

Mean 

 

17.10 

 

10.68 

 

18.52 

 

10.01 

N 387 387 387 387 

SD 4.16 2.93 5.26 3.02 

MPhil.MS 

 

 

Mean 

 

 

17.22 

 

 

10.43 

 

 

17.14 

 

 

10.81 

N 116 116 116 116 

SD 3.34 2.74 4.62 2.90 

PhD 

 

Mean 

 

21.75 

 

15.00 

 

25.50 

 

12.50 

N 28 28 28 28 

SD 
2.53 1.76 2.92 2.21 

 

Total 

Mean 17.35 10.83 18.53 10.29 

N 538 538 538 538 

SD 4.03 2.99 5.30 3.00 

 

Table 4.10 shows the perceptions of teachers about different leadership styles in terms of 

their qualifications. Findings of the study show that the teachers with qualifications of BA/B.Sc. 

(M=16.0, S.D=8.0) more focused on team leadership style and less on participative leadership 

style. Teachers with qualifications of MA/MSc (M=18.0, S.D=10.01) are more focused on 

supportive leadership style and less on participative leadership style. Teachers with qualifications 

of M.Phil./MS (M=17.22, S.D=10.43) are more focused on team leadership style and less on 
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supervision leadership style. Teachers with qualifications of Ph.D. (M=25.50, S.D=12.50) are 

more focused on support leadership styles and less on participative leadership style. 
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Table 4.11 

Descriptive Scores of Teachers‟ Perceptions about Different Leadership Styles in Terms of their 

Experience 

Experience Team 

Leadership 

Supervision 

Leadership 

Support 

Leadership 

Participative 

Leadership 

1- 10year 

Mean 18.18 11.16 17.60 10.62 

N 80 80 80 80 

SD 4.25 3.21 3.76 2.60 

      

11-20 year 

Mean 17.08 11.22 19.67 10.71 

N 134 134 134 134 

SD 
2.75 2.43 4.32 2.67 

 

21-30 year 

Mean 16.34 10.23 17.50 9.61 

N 185 185 185 185 

SD 
4.34 2.97 5.19 2.77 

 

31-40 year 

Mean 18.50 10.87 19.42 10.98 

N 94 94 94 94 

SD 4.74 3.57 6.85 3.87 

      

41 years and 

above 

Mean 18.46 11.44 19.11 9.75 

N 45 45 45 45 

SD 2.53 2.49 6.07 2.97  

Total 

 

Mean 

 

 17.35 

 

 10.83 

 

 18.53 

 

 10.29 

N 538 538 538 538 

SD 4.03 2.99 5.30 3.00 

 

Table 4.11 shows the perceptions of teachers about different leadership styles in terms of 

their experience. The findings of the study showed that teachers with experience of 1-10 years 

(M=18.18, S.D=10.62) were more focused on team leadership style and less on participative 

leadership style. Teachers with experience of 11-20 years (M=19.67, S.D=10.71) are more 

focused on supportive leadership style and less on participative leadership style. Teachers with 
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experience of 21-30 years (M=17.50, S.D=9.61) are more focused on supportive leadership style 

and less on participative leadership style. Teachers with experience of 31-40 years (M=19.42, 

S.D=10.98) more focused on the support leadership style and less on the participative leadership 

style. Teachers with experience of 41years and above (M=19.11, S.D=9.75) are more focused on 

the support leadership style and less on participative leadership style. 
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Null Hypothesis 1 

H01: There is no significant relationship among team leadership style of heads and  

Teachers' self-efficacy, commitment, and motivation 

Table 4.12 

Correlation between Team Leadership Style of Heads and Teachers‟ Self-Efficacy  

Variables    M  SD r-value  Sig. 

Team Leadership 

Style 

17.35 4.03 .568** .000 

Self-Efficacy 34.57 7.13   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.12 has shown the result of the correlation between the heads‟ team leadership 

style and teachers‟ self-efficacy at the secondary school level. This was displayed that there was 

a significant moderate positive correlation (r=0.568) occurred between team leadership style of 

head and self-efficacy of teachers at p≤0.05 significance level. 
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Table 4.13  

Effect of Team Leadership Style of Heads on Teachers‟ Self-Efficacy 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

__________ 

      

Model             β Std. Error 

      β 

   β   T   p df    F   R
2
 

Constant 

 

Team 

Leadership 

Style 

        17.10 

 

 

        1.00 

      1.12 

 

 

      .063 

.568 15.25 

 

 

15.98 

.000 537 255.57 .323 

Dependent Variable: Self-Efficacy 

        Linear regression was applied to find out the effect of the team leadership style of heads on 

teachers' self-efficacy. Table 4.13 showed that team leadership style was found significant (R
2 =

 

0.323) at p≤0.05 significance level. The findings of the effect of the team leadership style of 

heads on teachers‟ self-efficacy were significantly predicting the dependent variable (β =0.568, 

F=255.57, p=0.000). The findings of these variables show that the team leadership style of heads 

affects teachers' self-efficacy.  

 

 

 

 

 

 

 



102 
 

Table 4.14 

Correlation among Team Leadership Style of Heads and Teachers‟ Commitment  

Variables    M  SD r-value  Sig. 

Team Leadership 

Style 

17.35 4.03 0.366** 0.000 

Commitment 18.59 3.76   

** Correlation is significant at 0.05level (2-tailed). 

Table 4.14 showed the result of the correlation between the heads' team leadership style 

and the commitment of teachers at the secondary school level. This was observed that there was 

a significant moderate positive correlation (r=0.366) present between team leadership style of 

head and commitment of teachers at p≤0.05 significance level. 

 

 

 

 

 

 

 

 

 

 

 



103 
 

Table 4.15 

Effect of Team Leadership Style of Heads on Teachers‟ Commitment  

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

_________ 

      

Model            β Std. Error 

      β 

  β   T  p  df   F  R
2
 

Constant 

 

Team 

Leadership 

Style 

       12.66 

 

 

       .34 

   .66 

 

 

  .03 

0.36 18.91 

 

 

9.09 

.00

0 

537 82.7

6 

.13 

Dependent Variable: Commitment 

Linear regression was applied to find out the effect of the team leadership style of heads on 

teachers' commitment. Table 4.15 showed that team leadership style was significant (R
2 =

 0.134) 

at p ≤0.05 significance level. The findings of the effect of the team leadership style of heads on 

teachers‟ commitment were significantly predicting the dependent variable (β =0.366, F=82.76, 

p=0.000). The findings for the variables have shown that the team leadership style of heads 

affects teachers' commitment.  
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 Table 4.16 

Correlation among Team Leadership Style of Heads and Teachers‟ Motivation 

Variables    M  SD r-value  Sig. 

Team Leadership 

Style 

80.04 8.11 .341** .000 

Motivation 17.35 4.03   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.16 showed the result of the correlation between the heads' team leadership style 

and motivation of the teachers at the secondary school level. This was displayed that there was a 

significant weak correlation (r=0.341) present between team leadership style of head and 

motivation of teachers at p≤0.05 significance level. 
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Table 4.17 

Effect of Team Leadership Style of Heads on Teachers‟ Motivation 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model             β Std. Error 

      β 

 β    T    p  df    F   R
2
 

Constant 

 

Team 

Leadership 

Style 

        68.13 

 

 

         .68  

   1.45 

 

 

  .08 

 

 

 

.341 

46.77 

 

 

8.39 

.000  537 70.47 .11 

Dependent Variable: Motivation 

        Linear regression was applied to find out the effect of the team leadership style of heads (R
2 

=
 0.116) at p≤ 0.05 significance level. The findings of the effect of the team leadership style of 

heads on teachers' motivation were not significantly predicting the dependent variable (β =0.341, 

F=70.47, p=0.000). The findings of these variables show that the team leadership style of heads 

does not affect teachers' motivation.  
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Null Hypothesis 2 

H02: There is no significant relationship among supervision leadership style of head and  

 teachers' self-efficacy, commitment, and motivation 

Table 4.18 

Correlation among Supervision Leadership Style of Heads and Teachers‟ Self-Efficacy  

Variables      M  SD r-value   Sig. 

Supervision 

Leadership Style 
10.83 2.99 .693** 0.000 

Self-Efficacy 34.57 7.13   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.18 shows the correlation result between the heads‟ supervision leadership style 

and teachers‟ self-efficacy at the secondary school level. It was observed that there was a 

significant strong positive correlation (r=0.693) present between the supervision leadership style 

of heads and teachers‟ self-efficacy at p≤0.05 significance level. 
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Table 4.19 

Effect of Supervision leadership style of heads on teachers‟ Self-Efficacy 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model         β Std. Error 

      β 

  β    T p  df    F  R
2
 

Constant 

 

Supervision 

Leadership 

Style 

    16.66 

 

 

     1.65 

     .83 

 

 

     .07 

.69 19.95 

 

 

22.25 

.000 537 495.18 .48 

Dependent Variable: Self-Efficacy 

Linear regression was applied to find out the effect of the supervision leadership style of 

heads on teachers‟ self-efficacy. As table 4.19 shows that the use of supervision leadership style 

was found significant (R
2 =

 0.48) at p≤ 0.05 significance level. The findings of the effect of the 

supervision leadership style of heads on teachers‟ self-efficacy were significantly predicting the 

dependent variable (β =0.69, F=495.18, p=0.000). The findings of these variables show that the 

supervision leadership style of heads affects teachers' self-efficacy.  
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Table 4.20 

Correlation among Supervision Leadership Style of Heads and Teachers‟ Commitment  

Variables   M  SD r-value   Sig. 

Supervision 

Leadership Style 

10.83 2.99 .42** 0.000 

Commitment 18.59 3.76   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.20 shows the correlation result for heads‟ supervision leadership style and 

teachers‟ commitment at the secondary school level. It was indicated that there was a significant 

moderate positive correlation (r=0.42) present between supervision leadership style of heads and 

teachers‟ commitment of teachers at p≤0.05 significance level. 
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Table 4.21 

Effect of Supervision Leadership Style of Heads on Teachers‟ Commitment  

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model          β Std. Error 

      β 

  β   T   p  df   F R
2
 

Constant 

 

Supervision 

Leadership 

Style 

      12.76 

 

 

       .53 

    .55 

 

 

    .04 

.42 23.10 

 

 

10.94 

.000 537 119.72 .18 

Dependent Variable: Commitment 

        Linear regression was applied to find out the effect of the supervision leadership style of 

heads on teachers‟ commitment. As table 4.21 shows that the use of supervision leadership style 

was found significant (R
2 =

 0.18) at p≤ 0.05 significance level. The findings of the effect of 

heads‟ supervision leadership style on teachers‟ commitment were significantly predicting the 

dependent variable (β =0.42, F=119.72, p=0.000). The findings of these variables show that the 

supervision leadership style of heads affects teachers' commitment.  
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Table 4.22 

Correlation among Supervision leadership style of heads and teachers‟ Motivation 

Variables M SD r-value Sig. 

Supervision 

Leadership Style 
80.04 8.11 0.332 0.000 

Motivation 10.83 2.99   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.22 shows the correlation result between the heads‟ supervision leadership style 

and teachers‟ motivation at the secondary school level. It was seen that there was a significant 

weak correlation(r=0.33) present between supervision leadership style of heads and teachers‟ 

motivation at p≤0.05 significance level. 
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Table 4.23 

Effect of Supervision leadership style of heads on teachers‟ Motivation 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model             β Std. Error 

      β 

  β   T   p   df   F  R
2
 

Constant 

 

Supervision 

Leadership 

Style 

70.30 

 

 

.90 

    1.24 

 

 

    .111 

.33 56.59 

 

 

8.13 

.000 537 66.20 .110 

Dependent Variable: Motivation 

        Linear regression was applied to find out the effect of the supervision leadership style of 

heads on teachers‟ motivation. Table 4.23 shows that supervision leadership style was significant 

(R
2 =

 0.110) at p≤0.05 significance level. The findings of the effect of the supervision leadership 

style of heads on teachers‟ motivation were not significantly predicting the dependent variable (β 

=0.33, F=66.20, p= 0.000). Findings of the variables showed that the supervision leadership style 

of heads does not affect teachers' motivation.  
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Null Hypothesis 3 

H03: There is no significant relationship among the heads‟ supportive leadership style, teachers' 

self-efficacy, commitment, and motivation 

Table 4.24 

Correlation among Support Leadership Style of Heads and Teachers‟ Self-Efficacy  

Variables    M   SD r-value  Sig. 

Support 

Leadership Style 
18.53 5.30 .83** 0.000 

Self-Efficacy 34.57 7.13   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.24 shows correlation results between the heads‟ support leadership style and 

teachers‟ self-efficacy of teachers at the secondary school level. It was seen that there was a 

significant strong positive correlation(r=0.83) present between support leadership style of head 

and teachers‟ self-efficacy of teachers at p≤0.05 significance level. 
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Table 4.25 

Effect of Support Leadership Style of Heads on Teachers‟ Self-Efficacy 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model         β Std. Error 

      β 

 β    T   p df     F R
2
 

Constant 

 

Support 

Leadership 

Style 

    13.76 

 

 

    1.12 

   .61 

 

 

  .03 

.83 22.26 

 

 

35.00 

.000 537 1225.51 .69 

Dependent Variable: Self-Efficacy 

        Linear regression was applied to find out the effect of the supportive leadership style of 

heads on teachers‟ self-efficacy. Table 4.25 shows that support leadership style was significant 

(R
2 =

 0.69) at p≤ 0.05 significance level. The findings of the effect of the support leadership style 

of heads on teachers‟ self-efficacy were significantly predicting the dependent variable (β =0.83, 

F=1225.51, p=0.000). The findings of these variables show that the support leadership style of 

heads affects teachers' self-efficacy.  
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Table 4.26 

Correlation among Supportive Leadership Style of Heads and Teachers‟ Commitment  

Variables    M  SD r-value   Sig. 

Support 

Leadership 

Style 

18.53 5.30 .42** 0.000 

Commitment 18.59 3.76   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.26 shows correlation results between the heads‟ support leadership style and 

teachers‟ commitment at the secondary school level. It was indicated that there was a significant 

moderate positive correlation (r=0.42) existed between support leadership style of head and 

teachers‟ commitment of teachers at p≤0.05 significance level. 
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Table 4.27 

Effect of Support Leadership Style of Heads on Teachers‟ commitment  

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

__________ 

      

Model         β Std. Error 

     β 

   β    T    p   df    F  R
2
 

Constant 

 

Support 

Leadership 

Style 

    13.00 

 

 

    .302 

   .53 

 

 

  .02 

.42 24.28 

 

 

10.85 

.000 537 117.78 .18 

Dependent Variable: Commitment 

        Linear regression was applied to find out the effect of the support leadership style of heads 

on teachers‟ commitment. As table 4.27 shows that support leadership style was significant (R
2 =

 

0.18) at p≤ 0.05 significance level. The findings of the effect of the support leadership style of 

heads on teachers‟ commitment were significantly predicting dependent variable (β =0.42, 

F=117.78, p=0.000). Findings from the analysis showed that the support leadership style of 

heads affects teachers' commitment.  

 

 

 

 

 

 

 



116 
 

 Table 4.28 

Correlation among Support Leadership Style of Heads and Teachers‟ Motivation 

Variables     M   SD r-value   Sig. 

Support 

Leadership Style 
18.53 5.30 .49** 0.000 

Motivation 80.04 8.11   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.28 shows correlation results between the heads‟ support leadership style and 

motivation of teachers at the secondary school level. It was seen that there was a significant 

moderate positive correlation(r=0.49) present between support leadership style of head and 

motivation of teachers at p≤0.05 significance level. 
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Table 4.29 

Effect of Support Leadership Style of Heads on Teachers‟ Motivation 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model           β Std. Error 

      β 

  β T    p  df    F  R
2
 

Constant 

 

Support 

Leadership 

Style 

     66.07 

 

 

      .75 

    1.10 

 

 

    .05 

.49 59.58 

 

 

13.10 

.000 537 171.68 .24 

Dependent Variable: Motivation 

        Linear regression was applied to find out the effect of the support leadership style of heads 

on teachers‟ motivation. As table 4.29 shows that the use of support leadership style was found 

significant (R
2 =

 0.24) at p≤ 0.05 significance level. The findings of the effect of the support 

leadership style of heads on teachers‟ motivation were significantly predicting the dependent 

variable (β =0.49, F=171.68, p=0.000). The findings of these variables show that the support 

leadership style of heads affects teachers' motivation.  
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Null Hypothesis 4 

H04: There is no significant relationship among the participative decision-making style of  

 heads and teachers' self-efficacy, commitment, and motivation 

Table 4.30 

Correlation among Participative Decision Making Leadership Style of Heads and Teachers‟ 

Self-Efficacy  

Variables    M SD r-value Sig. 

Participative 

decision making 

Leadership Style 

10.29 3.00 .68** 0.000 

Self-Efficacy 34.57 7.13   

**Correlation is significant at 0.05evel (2-tailed). 

Table 4.30 shows correlation results between the participative decision-making style of 

heads and the self-efficacy of teachers at the secondary school level. It was seen that there was a 

significant strong positive correlation (r= 0.68) present between participative decision-making 

style of heads and self-efficacy of teachers at p≤0.05 significance level. 
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Table 4.31 

Effect of Participative Decision Making Leadership Style of Heads on Teachers‟ Self-Efficacy 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model             β Std. Error 

      β 

  β T    p  df    F R
2
 

Constant 

 

Participative 

decision 

making 

Leadership 

Style 

        17.77 

 

 

        1.63 

   .79 

 

 

  .07 

.68 22.31 

 

 

21.97 

.000 537 482.94 .47 

Dependent Variable: Self-Efficacy 

        Linear regression was applied to find out the effect of the participative decision-making 

leadership style of heads on teachers‟ self-efficacy. As table 4.31 shows that the use of 

participative decision-making leadership style was found significant (R
2 =

 .47) at p≤ 0.05 

significance level. The findings of the effect of the participative decision-making leadership style 

of heads on teachers‟ self-efficacy were significantly predicting the dependent variable (β =0.68, 

F=482.94, p=0.000). The findings of these variables show that the participative decision-making 

leadership style of heads affects teachers' self-efficacy.  
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Table 4.32 

Correlation among Participative Decision Making Leadership style of Heads and Teachers‟ 

Commitment  

Variables M SD r-value Sig. 

Participative 

decision making 

Leadership Style 

10.29 3.00 .38** 0.000 

Commitment 18.59 3.76   

** Correlation is significant at 0.05 level (2-tailed). 

Table 4.32 shows correlation results between the participative decision-making style of 

heads and the commitment of teachers at the secondary school level. It was seen that there was a 

significant moderate positive correlation (r= 0.38) present between participative decision-making 

style of heads and commitment of teachers at p≤0.05 significance level. 
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Table 4.33 

Effect of Participative Decision Making Leadership Style of Heads on Teachers‟  

Commitment  

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model             β Std. Error 

      β 

 β T p df F R
2
 

Constant 

 

Participative 

decision 

making 

Leadership 

Style 

       13.66 

 

 

         .48 

   .53 

 

 

  .05 

.38 25.51 

 

 

9.60 

.000 1 92.26 .14 

Dependent Variable: Commitment 

        Linear regression was applied to find out the effect of the participative decision-making 

leadership style of heads on teachers‟ commitment. As table 4.33 shows that the use of 

participative decision-making leadership style was found significant (R
2 =

 .14) at p≤ 0.05 

significance level. The findings of the effect of the participative decision-making leadership style 

of heads on teachers‟ commitment were significantly predicting the dependent variable (β =0.38, 

F=92.26, p=0.000). The findings of these variables show that the participative decision-making 

leadership style of heads affected teachers' commitment.  
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Table 4.34 

Correlation among Participative decision making Leadership Style of Heads and Teachers‟ 

Motivation 

Variables M SD r-value Sig. 

Participative 

decision making 

Leadership Style 

10.29 3.00 .39** 0.000 

Motivation 80.04 8.11   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.34 shows correlation results between the participative decision-making style of 

heads and the motivation of teachers at the secondary school level. It was seen that there was a 

significant moderate positive correlation (r=.392) present between participative decision-making 

style of heads and motivation of teachers at p≤0.05 significance level. 
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Table 4.35 

Effect of Participative Decision Making Leadership Style of Heads on Teachers‟  

Motivation 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model       β Std. Error 

     β 

 β    T   p df   F R
2
 

Constant 

 

Participative 

decision 

making 

Leadership 

Style 

  69.18 

 

 

  1.05 

  1.14 

 

 

  .10 

.39 60.22 

 

 

9.85 

.000 537 97.10 .15 

Dependent Variable: Motivation 

        Linear regression was applied to find out the effect of the participative decision-making 

leadership style of heads on teachers‟ motivation. As table 4.35 shows that the use of 

participative decision-making leadership style was found significant (R
2 =

 0.15) at p≤ 0.05 

significance level. The findings of the effect of the participative decision-making leadership style 

of heads on teachers‟ motivation were significantly predicting the dependent variable (β =0.39, 

F=97.10, p=0.000). The findings of these variables show that the participative decision-making 

leadership style of heads affected teachers' motivation.  
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Null Hypothesis 5 

H05: There is no significant relationship among distributed leadership style of  

         heads and teachers' self-efficacy, commitment, and motivation 

Table 4.36 

Correlation among Distributed Leadership Style of Heads and Teachers‟ Self-Efficacy  

Variables M SD r-value Sig. 

Distributive 

Leadership Style 
57.01 12.93 .84

**
 .000 

Self-Efficacy 34.57 7.13   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.36 shows correlation results between heads‟ distributed leadership style and self-

efficacy of teachers at the secondary school level. It was seen that there was a significant strong 

positive correlation (r= .84) present between distributed leadership style of head and self-efficacy 

of teachers at p≤0.05 significance level. 
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Table 4.37 

Effect of Distributed Leadership Style of Heads on Teachers‟ Self-Efficacy 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model             β Std. Error 

       β 

β T p df    F R
2
 

Constant 

 

Distributed 

Leadership 

Style 

8.15 

 

 

.46 

      .75 

 

 

      .01 

 

 

 

.84 

10.77 

 

 

35.77 

.000 537 1279.80 .70 

Dependent Variable: Self-Efficacy 

        Linear regression was applied to find out the effect of the distributed leadership style of 

heads on teachers‟ self-efficacy. As table 4.37 shows that the use of distributed leadership style 

was found significant (R
2 = 

.70) at p≤0.05 significance level. The findings of the effect of the 

distributed leadership style of heads on teachers‟ self-efficacy were significantly predicting the 

dependent variable (β =0.84, F=1279.80, p=0.000). The findings of these variables show that 

distributed leadership style of heads affects teachers' self-efficacy.  
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Table 4.38 

Correlation among Distributed Leadership Style of Heads and Teachers‟ Commitment  

Variables M SD r-value Sig. 

Distributive 

Leadership Style 
57.01 12.93 .47

**
 .000 

Commitment 18.59 3.76   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.38 shows correlation results between heads‟ distributed leadership style and 

commitment of teachers at secondary school level. It was seen that there was a significant 

moderate positive correlation (r= .47) present between heads‟ distributed leadership style and 

teachers‟ commitment p≤0.05 significance. 
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Table 4.39 

Effect of Distributed Leadership Style of Heads on Teachers‟ Commitment  

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model            β Std. Error 

    β 

 β    T   p df      F R
2
 

Constant 

 

Distributed 

Leadership 

Style 

       10.69 

 

 

        .13 

  .64 

 

 

  .01 

 

 

 

.47 

16.52 

 

 

12.53 

.000 537 157.03 .22 

Dependent Variable: Commitment 

        Linear regression was applied to find out the effect of the distributed leadership style of 

heads on teachers‟ commitment. As table 4.39 shows that the use of distributed leadership style 

was found significant (R
2 =

 0.22) at p≤ 0.05 significance level. The findings of the effect of the 

distributed leadership style of heads on teachers‟ commitment were significantly predicting the 

dependent variable (β =0.47, F=157.03, p=0.000). The findings of these variables show that 

distributed leadership style of heads affects teachers' commitment.  
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Table 4.40 

Correlation among Distributed Leadership Style of Heads and Teachers‟ Motivation 

Variables M SD r-value Sig. 

Distributive 

Leadership Style 
57.01 12.93 .47** 

 

.000 

Motivation 80.04 8.11   

**Correlation is significant at 0.05 level (2-tailed). 

Table 4.40 shows correlation results between heads‟ distributed leadership style and 

motivation of teachers at the secondary school level. It was seen that there was a significant 

moderate positive correlation (r= .47) present between distributed leadership style of head and 

motivation of teachers at p≤0.05 significance level. 
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Table 4.41  

Effect of the Distributed leadership style of heads on teachers' Motivation 

 Unstandardized 

Co-efficient 

_____________ 

Standardized 

Co-efficient 

____________ 

      

Model            β Std. Error 

     β 

  β T   p df F  R
2 

 

Constant 

 

Distributed 

Leadership 

Style 

       63.01  

 

 

       .29  

   1.39 

 

 

    .02 

 

 

 

.47 

45.22 

 

 

12.53 

.47  537 157.01 .22 

Dependent Variable: Motivation 

Linear regression was applied to find out the effect of the distributed leadership style of heads on 

teachers‟ motivation. As table 4.41 shows that the use of distributed leadership style was found 

significant (R
2 =

 0.22) at p≤0.05 significance level. The findings of the effect of the distributed 

leadership style of heads on teachers‟ motivation were significantly predicting the dependent 

variable (β =0.47, F=157.01, p=0.000). The findings of these variables show that distributed 

leadership style of heads affects teachers' motivation.  
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Research Question 8 

 Is there a difference in terms of their qualification for the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

Table 4.42 

Difference between Distributed Leadership Style of Head and teachers‟ Self-efficacy in terms of 

their qualification 

Variables SS MS df F Sig. 

Self-Efficacy 1240.87 

26112.79 

27353.67 

413.62 

48.90 

3 

534 

537 

8.45 .000 

 

Table 4.42 shows results of One-way ANOVA regarding distributed leadership style of 

head and teachers‟ self-efficacy in terms of their qualification at secondary school level. It is 

displayed that there is a significant difference at p≤ 0.05level between distributed leadership 

style of head and teachers‟ self-efficacy in terms of their qualification. Therefore, it is concluded 

that the teachers with different qualifications (BS/MA/M.Phil. /Ph. D) have differences of 

opinions regarding distributed leadership style of heads and teachers‟ self-efficacy at the 

secondary school level. 
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Table 4.43 

Difference between Distributed Leadership Style of Head and Teachers‟ Self-Efficacy in terms of 

their Qualification 

Qualification Qualification Mean Difference Std. Error Sig. 

BA/BSc 

 

MA/MSc.BS Hons 

 

.023 

 

2.66 

 

1.00 

MPhil.MS -1.10 2.72 .97 

PhD -6.75 2.95 .103 

MA/MSc.BS Hons 

 

BA/BSc 

 

-.02 

 

2.66 

 

1.00 

MPhil.MS -1.12 .74 .42 

PhD -6.77
*
 1.36 .000 

MPhil.MS 

 

BA/BSc 

 

1.10 

 

2.72 

 

.97 

MA/MSc./BS Hons. 1.12 .74 .42 

PhD -5.64
*
 1.47 .001 

PhD 

 

BA/BSc 

 

6.75 

 

2.95 

 

.10 

MA/MSc.BS Hons. 6.77
*
 1.36 .000 

MPhil.MS 5.64
*
 1.47 .001 

 

A post hoc test was used to see the mean difference in different qualification groups of 

teachers. It is obvious from the mean score table values of teachers with qualification (MA/MSc) 

is different significantly in comparison to teachers with a qualification group of (Ph.D.). It means 

that teachers with a qualification (MA/MSc.) think differently about distributed leadership style 

and self-efficacy as compared to teachers with qualification group (Ph.D.). Mean score values 

with qualification group (M.Phil./MS) was different significantly in comparison to qualification 

(Ph.D.). It means that teachers with qualifications (M.Phil./MS) were thinking differently about 

distributed leadership style and self-efficacy as compared to teachers with qualifications (Ph.D.). 

Mean score values with qualification group (Ph.D.) was different significantly in comparison to 

the qualification (MA/MSc/M.Phil.). It means that teachers with qualifications 
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(MA/MSc/M.Phil.) were thinking differently about distributed leadership style and self-efficacy 

as compared to teachers with qualifications (Ph.D.). 
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Table 4.44 

Difference between Distributed Leadership Style of Head and Teachers‟ Commitment in Terms 

of their Qualification 

Variables SS MS df F Sig. 

Commitment 499.56 

7120.09 

7619.66 

166.52 

13.33 

3 

534 

537 

12.48 .000 

 

Table 4.44 shows results of One-way ANOVA regarding distributed leadership style of 

head and teachers‟ commitment in terms of their qualification at secondary school level. It was 

displayed that at p≤0.05 level of significance there was a significant difference between 

distributed leadership style of head and teachers‟ commitment in terms of their qualification. 

Therefore, it is concluded that the teachers with different qualifications (BS/MA/M.Phil. /Ph. D) 

has different opinions regarding distributed leadership style of heads and teachers‟ commitment 

at the secondary school level. 
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Table 4.45 

Difference between Distributed Leadership Style of Head and Teachers‟ Commitment in terms of 

their Qualification 

Qualification Qualification Mean Difference Std. Error Sig. 

BA/BSc 

 

MA/MSc.BS Hons. 

 

-1.54 

 

1.39 

 

.68 

MPhil.MS -.91 1.42 .91 

PhD -5.50
*
 1.54 .002 

MA/MSc.BS Hons. 

 

BA/BSc 

 

1.54 

 

1.39 

 

.68 

MPhil.MS .63 .38 .36 

PhD -3.95
*
 .71 .000 

MPhil.MS 

 

BA/BSc 

 

.91 

 

1.42 

 

.91 

MA/Msc.BS Hons -.63 .38 .36 

PhD -4.58
*
 .76 .000 

PhD 

 

BA/BSc 

 

5.50
*
 

 

1.54 

 

.002 

MA/Msc.BS Hons 3.95
*
 .71 .000 

MPhil.MS 4.58
*
 .76 .000 

 

A post hoc Tukey (HSD) test was used to find out the mean difference in different 

qualifications groups of teachers. It was obvious from the above table that the mean score values 

of teachers with qualifications (Ph.D.) were different significantly in comparison to the mean 

score values of the teachers with qualification group (BA/BSc.). It means that teachers with a 

qualification (PhD.) were thinking differently about distributed leadership style and teachers‟ 

commitment in comparison to those teachers with qualification group (BA/BSc.).  

The mean scores of teachers who have qualification group (MA/MSc.) were significantly 

different as compared to qualification (Ph.D.). It means that teachers with qualifications 

(MA/MSc.) were thinking differently about distributed leadership style and teachers' 

commitment in comparison to teachers' qualifications (Ph.D.). Mean scores with qualification 
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group (M.Phil./MS) were different significantly in comparison to the qualification (Ph.D.). It 

means that teachers having qualifications (M.Phil./MS) were thinking differently about 

distributed leadership style and teachers' commitment in comparison to teachers' qualifications 

(Ph.D.). The mean scores with the qualification group (Ph.D.) were different significantly in 

comparison to the qualification (BA/B.Sc. /MA/MSc/M.Phil.). It means that teachers with 

qualifications (BA/B.Sc. /MA/MSc/M.Phil.) were thinking differently about distributed 

leadership style and teachers‟ commitment with qualification (Ph.D.). 
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Table 4.46 

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Qualification 

Variables SS MS df F Sig. 

Motivation 1470.22 

33893.60 

35363.83 

490.07 

63.47 

 

3  

534  

537  

7.72 .000 

 

Table 4.46 displays results of One-way ANOVA regarding distributed leadership style of 

head and teachers‟ motivation in terms of their qualification at secondary school level. It was 

shown that at p≤0.05 level of significance there was a significant difference between distributed 

leadership style of head and teachers‟ motivation with different qualification. Hence, it was 

concluded that the teachers with different qualifications (BS/MA/M.Phil. /Ph. D) have 

differences of opinions regarding distributed leadership style of heads and teachers‟ motivation 

at the secondary school level. 
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Table 4.47 

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Qualification 

Qualification Qualification Mean Difference  Std. Error Sig. 

BA/BSc 

 

MA/MSc./BS. Hons. 

 

8.11
*
 

 

3.03 

 

.03 

MPhil./MS 9.21
*
 3.10 .01 

PhD 2.50 3.36 .88 

MA/MSc./BS Hons. 

 

BA/BSc 

 

-8.11
*
 

 

3.03 

 

.03 

MPhil./MS 1.10 .84 .55 

PhD 

 

-5.61
*
 1.55 .002 

MPhil./MS 

BA/BSc -9.21
*
 3.10 .016 

MA/MSc./BS Hons -1.10 .84 .55 

PhD 

 

-6.71
*
 1.67 .000 

PhD 

BA/BSc -2.50 3.36 .88 

MA/MSc./BS Hons 5.61
*
 1.55 .002 

MPhil./MS 6.71
*
 1.67 .000 

 

Post hoc test Tukey (HSD) was used to see the mean difference in different qualification 

groups of teachers. It was obvious from the above table that the means score values of teachers 

with qualifications (BA/BSc) were different significantly in comparison to the qualification 

group (MA/MSc and MPhil). It means that teachers who had qualifications (BA/BSc) think 

differently about distributed leadership style and motivation as compared to the teachers having 

qualification group (MA/MSc. and MPhil). Mean scores having qualification group 

(MA/MSc/BS Hons) was significantly different as compared to the qualification (BA/BSc and 

Ph.D.). It means that teachers having qualifications (MA/MSc/BS Hons.) think differently about 

distributed leadership style and motivation as compared to the teachers with qualifications 

(BA/BSc and Ph.D.). Mean scores having qualification group (MPhil/MS) was significantly 
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different as compared to the qualification (BA/BSc and Ph.D.). It means that teachers having 

qualifications (MPhil/MS) thinking differently about distributed leadership style and motivation 

as compared to the teachers with qualifications (BA/BSc and Ph.D.). Mean scores with 

qualification group (Ph.D.) were significantly different as compared to qualification 

(MA/MSc/BS Hons and M.Phil./MS). It means that teachers with qualifications (Ph.D.) think 

differently about distributed leadership style and motivation as compared to the teachers with 

qualifications (MA/MSc/BS Hons and M.Phil./MS). 
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Table 4.48 

Difference between Distributed Leadership Styles in terms of their Qualification 

Variables     SS MS df F Sig. 

Team 

Leadership 

Style 

 

579.68 

8146.07 

8725.76 

193.22 

15.25 

3 

534 

537 

12.66 .000 

Supervision 

Leadership 

Style 

 

536.95 

4267.98 

4804.94 

178.98 

7.99 

3 

534 

537 

22.39 .000 

Supportive 

Leadership 

Style 

 

1725.93 

13368.02 

15093.96 

575.31 

25.03 

3 

534 

537 

22.98 .000 

Participative 

Leadership 

Style 

235.63 

4629.13 

4864.76 

78.54 

8.66 

3 

534 

537 

9.06 .000 

 

A post hoc test was used to see the mean difference in different qualification groups of 

teachers. It was obvious from the table that the mean scores of the teachers with different 

qualifications (BA/BSc, MA/MSc, MPhil, and Ph.D.) were significantly different for the four 

distributed leadership styles. It means that teachers who have qualifications (BA/BSc, MA/MSc, 

MPhil, and Ph.D.) think differently about distributed leadership styles (team leadership style, 

supervision leadership style, supportive leadership style, and participative decision-making 

leadership style). 
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Research Question 9 

Is there a difference in terms of their experience with the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

Table 4.49 

Difference between distributed leadership style of head and teachers‟ self-efficacy in terms of 

their experience 

Variables SS MS df F Sig. 

Self-Efficacy 1334.97 

26018.69 

27353.67 

333.74 

48.81 

 

4 

533 

537 

6.83 .000 

 

Table 4.49 shows the results of One-way ANOVA regarding distributed leadership style 

of head and teachers‟ self-efficacy in terms of their experience at the secondary school level. It 

was shown that at p≤ 0.05level of significance there is a significant difference in the distributed 

leadership style of head and teachers' self-efficacy in terms of their experience. Therefore, it is 

concluded that the teachers with different experiences have differences of opinions regarding 

distributed leadership style of heads and teachers‟ self-efficacy at the secondary level. 
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Table 4.50 

Difference between Distributed Leadership Style of Head and Teachers‟ Self-Efficacy in terms of 

their Experience 

Experience  Experience  Mean Difference  Std. Error Sig. 

1- 10 years 

11-20 years -3.08
*
 .98 .016 

21-30 years .83 .93 .89 

31-40 years -1.73 1.06 .47 

41 years and above 

 

-.45 1.30 .99 

11-20 years 

1-10 years 3.08
*
 .98 .016 

21-30 years 3.92
*
 .79 .000 

31-40 years 1.34 .94 .60 

41 years and above 

 

2.63 1.20 .18 

21-30 years 

1-10 years -.83 .93 .89 

11-20 years -3.92
*
 .79 .000 

31-40 years -2.57
*
 .88 .03 

41 years and above 

 

-1.28 1.16 .80 

31-40 years 

1-10 years  1.73 1.06 .47 

11-20 years -1.34 .94 .60 

21-30 years  2.57
*
 .88 .03 

41 years and above 

 

 1.28 1.26 .84 

41years and above 

1-10 years .45 1.30 .99 

11-20 years -2.63 1.20 .18 

21-30 years 1.28 1.16 .80 

31-40 years 

 

-1.28 1.26 .84 

 

A post hoc test was used to see the mean difference in different qualification groups of 

teachers. It was obvious from the table that the means score values of teachers having experience 

(1-10years) was different significantly in comparison to the mean score values of teachers with 

experience group (11-20years). It means that teachers who have experience (1-10years) were 
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thinking differently about distributed leadership style and self-efficacy as compared to teachers 

with experience group (11-20years). Mean scores with the experience group (11-20years) were 

significantly different as compared to the experience (1-10years and 21-30years). It means that 

teachers with experience (11-20years) were thinking differently about distributed leadership style 

and self-efficacy as compared to teachers with experience (1-10years and 21-30years). Mean 

scores with the experience group (21-30years) were significantly different as compared to 

experience (11-20years and 31-40years). It means that teachers with experience (21-30years) 

were thinking differently about distributed leadership style and self-efficacy as compared to 

teachers with experience (11-20years and 31-40years). Mean scores having experience group 

(31-40years) was significantly different as compared to experience (21-30years). It means that 

teachers with experience (31-40years) were thinking differently about distributed leadership style 

and self-efficacy as compared to teachers with experience (21-30years). 
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Table 4.51 

Difference between Distributed Leadership Style of Head and Teachers‟ Commitment in terms of 

their Experience 

Variables SS MS df F Sig. 

Commitment 347.52  

7272.1  

7619.6  

86.88 

13.64 

4 

533 

537 

6.36 .000 

 

Table 4.51 shows the results of One-way ANOVA regarding distributed leadership style 

of head and teachers‟ commitment in terms of their experience at secondary school level. It was 

observed that at p≤ 0.05level of significance there was a significant difference in the distributed 

leadership style of head and teachers‟ commitment with different experience. Hence, it was 

concluded that teachers with different experiences have differences of opinions regarding 

distributed leadership style of heads and teachers‟ commitment at the secondary level. 
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Table 4.52 

Difference between Distributed Leadership Style of Head and Teachers‟ commitment in terms of 

their Experience 

Experience  Experience  Mean Difference  Std. Error Sig. 

1- 10 years 

11-20 years -2.00
*
 .52 .001 

21-30 years -1.05 .49 .21 

31-40 years -2.16
*
 .56 .001 

41 years and above 

 

-2.61
*
 .68 .001 

11-20 years 

 

1-10 years 

 

2.00
*
 

 

.52 

 

.001 

21-30 years .95 .41 .15 

31-40 years -.15 .49 .99 

41 years and above 

 

-.61 .63 .87 

21-30 years 

 

1-10 years 

 

1.05 

 

.49 

 

.210 

11-20 years -.95 .41 .15 

31-40 years -1.10 .46 .12 

41 years and above 

 

-1.56 .61 .08 

31-40 years 

 

1-10 years 

 

2.16
*
 

 

.56 

 

.001 

11-20 years .15 .49 .99 

21-30 years 1.10 .46 .12 

41 years and above 

 

-.45 .66 .96 

41years and above 

1-10 years  2.61
*
 .68 .001 

11-20 years .61 .63 .87 

21-30 years 1.56 .61 .08 

31-40 years 

 

.45 .66 .96 

 

A post hoc test was used to see the mean difference in different experience groups of 

teachers. It was obvious from the table that the mean score values of the teachers with experience 

(1-10years) were different significantly in comparison to the mean score of teachers with 
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experience group (11-20years, 31-40years, and 41years and above). It means that teachers who 

have experience (1-10years) were thinking differently about distributed leadership style and 

teachers‟ commitment with different experience groups (11-20years, 31-40years, and 41years 

and above). Mean scores having experience group (11-20years) was different significantly in 

comparison to experience (1-10years). It showed that the teachers with experience (11-20years) 

think differently about distributed leadership style and commitment as compared to teachers with 

experience (1-10years). Mean scores with the experience group (31-40years) were different 

significantly in comparison to the experience (1-10years). It means that teachers having 

experience (31-40years) think differently about distributed leadership style and commitment as 

compared to teachers with experience (1-10years). Mean scores with the experience group 

(41years and above) were significantly different as compared to experience (1-10years). It means 

that teachers having experience (41years and above) think differently about distributed 

leadership style and commitment as compared to teachers with experience (1-10years). 
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Table 4.53 

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Experience 

Variables    SS MS df F Sig. 

Motivation 1779.76 

33584.07 

35363.83 

444.94 

63.01 

4 

533 

537 

7.06 .000 

 

Table 4.53 shows the results of One-way ANOVA regarding distributed leadership style 

of head and teachers‟ motivation in terms of their experience at secondary school level. It was 

observed that at p≤0.05 significance level there was a significant difference between distributed 

leadership style of head and teachers‟ motivation with different experience. Hence, it is 

concluded that the teachers with different experiences have different opinions regarding 

distributed leadership style of heads and teachers‟ motivation at the secondary school level. 
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Table 4.54 

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Experience 

 

Experience  Experience  Mean Difference  Std. Error   Sig. 

1- 10 years 

11-20 years      -2.25 1.12 .26 

21-30 years       2.24 1.06 .21 

31-40 years      -1.18 1.20 .86 

41 years and 

above 

 

     -.89 1.47 .97 

11-20 years 

1-10 years      2.25 1.12 .26 

21-30 years      4.50
*
 .900 .000 

31-40 years      1.07 1.06 .85 

41 years and 

above 

 

     1.36 1.36 .85 

21-30 years 

1-10 years       -2.24 1.06 .21 

11-20 years        -4.50
*
 .90 .000 

31-40 years        -3.42
*
 1.00 .006 

41 years and 

above 

 

       -3.13 1.31 .12 

31-40 years 

1-10 years         1.18 1.20 .86 

11-20 years        -1.07 1.06 .85 

21-30 years         3.42
*
 1.00 .006 

41 years and 

above 

 

        .29 1.43 1.00 

41years and 

above 

1-10 years          .89 1.47 .97 

11-20 years          -1.36 1.36 .85 

21-30 years           3.13 1.31 .12 

31-40 years 

 

          -.29 1.43 1.00 

A post hoc test (HSD) was used to find out mean differences in a different experienced 

group of teachers. This is obvious from the table that the mean score of teachers with experience 

(11-20year) was different significantly in comparison with the mean score of teachers with 
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experience group (21-30years). It means that teachers who have experience (11-20years) were 

thinking differently about distributed leadership style and motivation in comparison to the 

teachers with experience group (31-40years). Mean scores having experience group (21-30years) 

was significantly different as compared to experience (11-20years and 31-40years). It means that 

teachers with experience (21-30years) were thinking differently about distributed leadership style 

and motivation as compared to teachers with experience (11-20years and 31-40years). Mean 

scores with the experience group (31-40years) were significantly different as compared to 

experience (21-30years). It means that teachers with experience (31-40years) were thinking 

differently about distributed leadership style and motivation as compared to the teachers with 

experience (21-30years). 
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Table 4.55 

Difference between Distributed Leadership Styles in terms of their Experience 

Variables     SS    MS df   F Sig. 

Team 

Leadership 

Style 

432.09 

8293.67 

8725.76 

108.02 

15.56 

4 

533 

537 

6.94 

 

.000 

 

Supervision 

Leadership 

Style 

 

111.65 

4693.28 

4804.94 

27.91 

8.80 

4 

533 

537 

3.17 

 

.014 

 

Supportive 

Leadership 

Style 

 

529.900 

14564.06 

15093.96 

132.47 

27.32 

4 

533 

537 

4.84 

 

.001 

 

Participative 

Leadership 

Style 

177.51 

4687.25 

4864.76 

44.37 

8.79 

4 

533 

537 

5.04 .001 

 

A post hoc test (HSD) was used to see the mean difference value among different 

experience groups of teachers. This is obvious from the table that the mean score of teachers 

with different experiences (1-10years, 11-20years, 21-30years, 31-40years and 41years and 

above) were significantly different for four distributed leadership styles. It means that teachers 

who have experiences (1-10years, 11-20years, 21-30years, 31-40years, and 41years and above) 

were thinking differently about distributed leadership styles (team leadership style, supervision 

leadership style, supportive leadership style, and participative leadership style). 
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Research Question 10 

Is there a relationship between distributed leadership style of the head and teachers' self-efficacy, 

commitment, and motivation in perceptions of heads? 

Interviews of Heads of Secondary Schools 

Table 4.56   

Demographics of the Heads 

Sr. No. Name Designation Experience Education 

1 Head 1 Headmaster Govt. Iqbal 

High School Chak #14 

Tehsil, District Mand 

Baha Ud din  

 

8 years MPhil TQM, 

MSc Physics 

2 Head 2 Sr. Headmaster Govt. 

High School Dhunni 

Kalan Mandi Bha ud din 

  

24 years Ph.D. Education 

3 Head 3 Headmaster Govt. High 

School Kuthial Virk 

Teh. Muridke District 

Sheikhupura  

3 years M.Phil. 

Education 

MS 

Environmental 

Education  

M.Sc. 

Chemistry, 

B.S.Ed. 

 

4 Head 4 Headmaster Govt. high 

school chak Wahi No. 

522, Shiekhupura. 

  

6 years B.Sc. M.Ed. 

5 Head 5 Sr. Headmaster Govt. 

Islah e Muashra High 

School Shad Bagh 

Lahore  

 

14 years  MA Education, 

MA Urdu 

6 Head 6 Headmaster CDGL 

Boys High School 

Factory Area Shahdra 

Lahore. 

 

7 years MA B.Ed. 

7 Head 7 Principal, Govt. High 

School Kheali, 

7 years M.Sc. 

Chemistry, 
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Gujranwala 

 

M.Ed. 

8 Head 8 Principal, Govt. High 

School Ratta Bajwa, 

Satellite, Gujranwala. 

25 years M.Phil. Physics 

 

Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment, Self-

efficacy and Motivation 

Heads teachers said that they have ten types of committees in their schools. 

1-Non salary budget committee (NSB) 

2-Frogh e Taleem Fund Committee 

3-School Record Committee 

4-Student Affairs Committee (for counseling) 

5-Parent Teachers Committee (Senior Teachers involve in it) 

6- Bazm e Adab Committee 

7- Plantation Committee 

8- Scouting Committee 

9- Cleanliness Committee 

10- School Council (It (SC) has 7 to 17 people. Fifty percent of the committee is parents. Other 

than the head of school one is a retired teacher, one chairman union council/ Counselor, Social 

worker, and four parents. They are the cosignatory to withdraw money for school welfare. In my 

school one member was the head of the care foundation.) 

Following were the responses of the heads for interview questions related to distributed 

leadership and teachers' self-efficacy, commitment, and motivation. 
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Team Leadership Style of Head  

Question No.1- Would you please introduce your school (any distinction in results) in 

brief? 

Table 4.57 

Themes, Subthemes, and Responses of Participants Related to School Achievements 

Theme Subthemes Responses of Participants 

Results 

 

The ratio of passing 

students increased 

 

1. Head 1, 2, 3, 5, 6, 7, and 8 said, yes, our 

school showed better results in the area. 

Their performance in results was better 

now. 

 

Extra-Curricular 

Activities 

Games, Moral 

education, 

cleanliness, and 

respect are stressed 

in the school 

 

1. Head 1, 3, and 5 having viewed that the 

school is very working for extra-

curricular activities. 

 

Students strength Students strength           

Increased 

1. Head 3 said that our school is in two 

shifts having almost four thousand 

students 

 

In the answer to the first question mostly headteachers discuss the results of the schools like 

Head 1 said; 

 “The school is very good in co-curricular activities especially in Kabbaddi, the school had 

achieved 1st position from previous three years consecutively in the division. Earlier the result of 

passing students was 42- 46 % but now it is raised to 84- 89 %”.  

Heads said that their students mostly achieve A and A+ grades in the science group but 

the arts group was week. Head 3 said at cluster level their school showed shining results in PEC 
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exams. Head said that this was village side but students participated in extra-curricular activities 

like debates and cricket etc. But the Head 4 said that; 

 “There is no distinction in results”. 

Head 5 said that their school was in two shifts having almost four thousand students. This 

was the big school in Lahore. Their student had achieved 2nd position in Lahore. The passing 

result of the school is ninety percent. Moral education, cleanliness, and respect were stressed in 

the school. One head said that in Shahdra the school has attained the top position for hundred 

percent results in 8th class. Head 6 said that they had prominent results in the board. Their 

student gets 496 marks out of 505. They had 95 percent result which was above board results. 

They had both Urdu and English medium classes in school. Head 7 said that they had almost 

eighty percent results. The head 8 teachers had a very good vision for the school. The heads 

involved teachers and students in curricular and extracurricular activities. Moral education was 

also focused. Students' strength increased because of our team efforts.  
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Question No. 2- May you share with me that how you consult teachers in assigning duties 

/making committees of the teachers in school? May you give me a few examples (in school 

activities, teaching, curricular, co-curricular)? 

Table 4.58 

Themes, Subthemes, and Responses of Participants Related to Consultation with teachers       

Theme Subthemes Responses of Participants 

Consultation with 

teachers       

 

 

Separately discuss 

the relevant  

 

 

Select the right man 

for the right job 

The capability of the 

person  

 

Motivation level 

 

 

Consult heads of 

primary, middle, and 

high level 

Involve all teachers 

Relevant degree and 

interest, like Math. 

science, and biology 

More affiliated 

individually 

 

Concerned 

committees are also 

consulted, like For 

1. Head 1 and 4 said that he separately 

discuss to the relevant teachers and then 

discuss in the meeting with the whole 

staff.  

 

2. Head 2 head said that he select the right 

man for the right job.  

 

3. Head 2 said that the capability of the 

teacher is observed to assign duties.  

 

4. Heads 2 and 8 said that the motivation 

level of the teacher is observed to assign 

duties. 

 

 

5. Head 2 said that he consult heads of the 

primary, middle, and high level then 

assign duties.  

 

6. Head 3 said that he involves all teachers.  

 

7. Heads 3, 5, and 6 said that Physical 

Education Teachers (PET) teachers 

perform morning assembly.  

8. Head 7 said that he sees the teachers who 

are more affiliated individually. Then he 

assigns the duties.  

 

9. Head 8 said that the concerned 

committees are also consulted, for 

admission local teachers were involved. 
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admission local 

teachers 

 

  

From the above views of headteachers, it was found they separately discuss to the 

relevant teachers and then discuss in the meeting with the whole staff to satisfy others. Head 1 

said that there were different factors to consult the teachers, he selects the right man for the right 

job. The capability of the person, motivation level, convincing power all things matter. He 

consulted heads of the primary, middle, and high level then assigns duties. The heads also 

separately discuss with the teachers and then just call the meeting for the satisfaction of others. 

Some heads said that the teachers were bound to perform jobs. They said that they select 

appropriate teachers with relevant qualifications and experience. Heads also observed the 

abilities of the teachers their motivational level. Heads consulted the teachers of all levels 

primary, middle, and high level, and then assign duties. Head 3 said that some teachers accept 

tasks by their willingness and others were not ready to take responsibilities. They said they tried 

to involve all teachers. Teachers were friendly to heads and can share their problems easily with 

the heads. Relevant teachers were asked for the relevant tasks like physical education teacher 

was assigned the duty of morning assembly. Head 4 said that he takes the opinion of the teachers 

when assigned them duties; therefore he took care of the teachers. Head said that he sometimes 

consulted the teachers and change the members of the committees with the most relevant 

teachers. Head 5 even calls the teachers and interviews them about the relevant tasks. Committed 

teachers were preferred for the tasks than those who were not interested to work willingly. Head 

6 said that subject teachers were discussed for syllabus and teaching especially for Math., science 

and biology. Head 7 said affiliation of the teachers for tasks was also taken in mind about tasks 
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e.g., plantation, etc. One head 8 said there were different types of assignments some tasks were 

assigned to the local teachers as for universal primary education and admission. 
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Question No. 3- In your opinion what are key qualities in a teacher you select for assigning 

responsibilities in school (like relevant experience, qualification, competencies, etc.)? 

Table 4.59 

Themes, Subthemes, and Responses of Participants Related to Relevant qualification and 

Experience for responsibilities 

Theme Subthemes Responses of Participants 

Relevant qualification 

and Experience for 

responsibilities 

(assigning duties) 

 

Consult the senior-

most teachers first 

 

 

University qualified 

teachers 

 

 

Motivation, 

Reliability, 

Capabilities 

 

Purchase 

Committee, 

Curriculum, 

committee, Event 

committee, Tree 

plantation committee 

Ability and 

relevancy of the 

teacher 

Experience of the 

teachers 

Interest 

 

1. Heads 1 and 3 said that to deal with the 

parents the senior teachers are important 

because they have experience of it.  

 

2. Head 1 said that the university-qualified 

teachers pick the responsibilities quickly 

than the privately studied staff.  

 

 

3. Head 2 said that sometimes motivation, 

reliability, capabilities also matters.  

 

 

4. Head 3 said that committees are already 

set like purchase committee, curriculum 

committee which deals time table, etc., 

event committee, tree plantation 

committee.   

 

5. Heads 4, 5, 6, and 7 said that the first 

thing is the ability of the teacher then 

they see the relevancy of the teacher. 

Further, they see the experience of the 

teachers like in games. Then they see the 

interest of the teachers either they have 

an interest or not. 

 

 

 

6. Head 7 said that first, he sees the devoted 

and honest teachers then he sees the 

education of teachers. 
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Devoted and honest 

teachers  

 

Leading style of the 

teachers 

 

7. Head 8 said that the most important is the 

leading style of the teachers then their 

cooperation is also observed. 

 

Following findings are drawn from the interviews about the team leadership style of 

heads; Head 1 said that the teachers with regular education in university were more willing to 

become the part of the team for work than the teachers who have a private education. The senior 

teachers play part in dealing with parents. Head 2 said that sometimes teachers with more 

dedication were allocated tasks and sometimes those who were not dedicated, it depends on the 

availability of the teachers. Head 3 said that the teachers were shuffled in committees according 

to performance in work in consultation with the in-charge teachers. One head 4 said that in 

assigning duties to teachers he sees the ability, experience, and interest of the teachers like in 

games interested teachers were involved. The majority of heads said that; he involved those 

teachers in tasks who can give time, their commitment, capability, and relevant education also 

matters. Head 6 said that all teachers were experienced and well educated; the teachers with 

relevant experience were preferred for relevant tasks. Head 7 said that after honest and devotion 

of teacher he sees the education of teacher to assign duties. One head 8 said that most important 

was the leadership quality of the teacher and then their cooperation was observed in assigning 

duties.  
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Supervision Leadership Style of Head  

Question 4- May you share with me please that how is your experience related to the 

assessment of teachers, staff, and students in their work (like PERs, results, etc.)?   

Table 4.60 

Themes, Subthemes, and Responses of Participants Related to Teachers‟ Performance in Duties 

(assessment) 

Theme Subthemes Responses of Participants 

Teachers‟ 

Performance in 

Duties (assessment) 

Political pressure 

relaxation in 

assessment 

Performance-

oriented 

 

At the end of the 

school year, PER  

written 

 

Teachers sometimes 

lack in methodology 

Science teachers are 

especially devoted 

1. Head 1 said that the real assessment of 

teachers is not possible due to political 

pressure.  

 

2. Head 2 and 4 head said that partially this 

is performance-oriented.  

 

3. Heads 2, 3, 5, and 7 said that they see 

what is the performance of teachers in 

their annual results are the major 

parameters in PER.  

 

4. Head 5 said that some teachers are very 

knowledgeable but lack methodology and 

show low results.  

 

5. Head 8 said that science teachers are 

especially devoted. 

  

Following findings are drawn from the heads interviews about this question; Head 1 said 

that the political pressure was influenced on the assessment of teachers; head 2 said that 

assessment was performance-oriented like in morning assembly and different curricular and 

extracurricular activities. The important way of assessment of teachers was their annual results. 

Head 3 said that more than fifty percent of teachers were not willing to perform duties. Some 

teachers just wanted to earn money through duties. When there was a money reward they were 
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motivated otherwise not. The results of school were only due to a few students and teachers.  

Head 4 said that the performance of teachers and students was assessed after an appropriate 

period. Head 5 said that assessment was a difficult task because there were many things to 

consider like results, knowledge, teaching, and discipline. Heads said that PER (personal 

evaluation report) was written every year based on their performance. Head visited the classes 

and see the teachers teaching. Head 8 said that students were assessed through formative and 

summative assessments. Notebooks of students were checked and relevant remarks were written 

for their improvement.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



161 
 

Support Leadership Style of Head  

Question No. 5- Would you like to share with me about the opportunities available for your 

teachers' professional development (like higher qualification, training courses, etc.)? How 

many teachers avail of those opportunities? 

Table 4.61 

Themes, Subthemes, and Responses of Participants Related to Teachers‟ Higher Qualification 

and Training 

Theme Subthemes Responses of Participants 

Teachers‟ Higher 

Qualification  

 

 

 

 

 

 Training 

Motivate teachers 

for higher 

qualification 

Teachers are 

studying in MPhil  

 

Workshops  

Heads trained their 

teachers  

Induction training  

 

 

Training College  

 

PEELI training  

Cluster Centre  

1. Head 1 said that he motivate teachers for 

higher qualification,  

 

2. Head 1, 2, 3, 4, and 7 said that teachers 

are studying MPhil Math., Education and 

Urdu.  

 

3. Heads 3, 5, and 7said that they have a 

budget for seminars and workshops, 

workshops have been managed by them 

in school. Others are managed by Quad 

academy former DSD. Induction training 

is for new teachers 

 

 

4. Head 6 said that Kot Lakhpat training 

College call after six months or one year 

for training of teachers. 

 

5. Head 8 said that at the Government level 

for primary education PEELI training is 

offered for the English language teachers. 

Cluster centre training is managed for ten 

to fifteen schools.  

  

Following findings were drawn from the above interviews. 
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Head 1 said that in the last government period teacher training of 40 days in a year was 

introduced and after five years there was the assessment of teachers, and they were promoted to 

the next scale. But now it was stopped. Heads motivate teachers for higher qualification, head 

with teachers studied M.Ed. and two have studied M.Phil. Head 2 said that they are the followers 

of Holy Prophet SAW, who said; O God please increases my knowledge. Heads encourage the 

teachers who wanted a higher education. Some teachers were studying MPhil math, Education, 

and Urdu. The majority of the teachers were in regular pursuit of higher education. Every teacher 

may carry on his higher education.  Heads said that they had a budget for seminars and 

workshops, three workshops have been managed by heads in school. They also allow teachers to 

take higher education. Some teachers were studying in M.Phil. from UET. But they were only 

allowed in the evening. Also, the distances from the university were checked so that classes may 

not suffer in school time otherwise teachers were not allowed. Head 4 said that the department 

was conducting training of the staff and the heads. Head 5 said that he trained his teachers 

himself on the job. He visited the classes and asks students about teaching and learning. In 

Punjab, there was the training of heads to face challenges. Head 6 said that Kot Lakhpat training 

College call teachers after six months or one year for training. Head 7 said that he never refused 

teachers to get higher education. Head visited the classes and guide teachers to use AV aids, 

charts, and models. Heads also did coaching of teachers like a father. Head 8 said that at Govt. 

level of primary education PEELI training was offered for the English language teachers. Cluster 

Centre training was managed for ten to fifteen schools. They took training at Ghakhar and were 

asked to repeat in our school. Three days of training for the head was managed for leadership 

training of heads. Time table and resident officer responsibilities were also discussed in those 

training. 
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Participative Decision Making Leadership Style of Head  

Question No. 5- May you share with me please that in which way you involve teachers in 

decision-making about school matters? 

Table 4.62 

Themes, Subthemes, and Responses of Participants Related to Teachers involvement in decision 

making 

Theme Subthemes Responses of Participants 

Teachers involved in 

decision making  

Conduct meetings  

 

 

Decisions through 

teachers 

 

Involve in charge 

heads 

 

Consult senior staff 

 

Teachers who have 

experience,  

 

Consultation is 

sometimes not 

compulsory   

 

Decision making 

democratically 

Types of 

assignments 

1. Head 1 said that he conducts meetings of 

all staff, when all teachers agreed on the 

decision then we take a decision. 

2. Head 2 head said that he tries to make 

decisions through teachers, through 

which they can get better results.  

3. Head 3 head that he involves in charge 

head. Then he involves the other staff in 

different activities.  

 

In routine, he just asks the suggestions from the 

in-charge sections. He takes observations and 

consults senior staff.  

 

4. Head 4 said that he calls the meeting 

about work and consult the teachers who 

have experience.   

 

5. Head 5 said that consultation is 

compulsory but sometimes not needed, so 

both things occur. 

 

6. Heads 6 and 7 said that all teachers are 

involved in decision-making 

democratically.  

7. Head 8 said that types of assignments 

show which type of teachers can be 

involved. Relevant teachers are involved 

in activities like science teachers for 

science and English teachers for English 
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Relevant teachers 

are involved 

subjects”. 

  

Following findings are drawn from the heads about participative leadership style. Head 1 

said he conducted meetings of all staff, when all teachers agreed on the decision then he takes a 

decision. Heads said that they tried to make decisions through teachers, through which they can 

get better results. Heads said that they involve the in-charge head. Then the other staff was 

involved in different activities. They take observations and consult senior staff. Heads said that 

he calls the meeting about work and consult the teachers who have experience, who can perform 

better according to work e.g. for math the qualification of the teacher is seen. Head 5 said that 

consultation was compulsory but sometimes not needed, so both things occur. Head 6 said that 

all teachers were involved in decision-making democratically.  Heads said that the democratic 

style was used in meetings. Some teachers were partially consulted and some completely. Heads 

do not use dictatorship style in meetings and involve all teachers. Head 8 said that types of 

assignments showed which type of teachers can be involved. Meetings were arranged for these 

matters. Relevant teachers were involved in activities like science teachers for science and 

English teachers for English subjects. 
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Relationship between Distributed Leadership Style of Head and Teachers‟ Self-efficacy  

Question No. 7- May you share with me that if the teachers independent in making 

decisions about their instructional delivery (e.g., pedagogy, A.V. aids)? 

Table 4.63 

Themes, Subthemes, and Responses of Participants Related to Teachers‟ teaching 

Theme Subthemes Responses of Participants 

Teachers are 

independent in 

teaching  

Never interfere in 

the class 

Share the things in 

meetings 

 

Tell the teachers 

how to improve 

  

Heads help teachers 

that how to use AV 

aids 

Different teaching 

methods used 

 

Teachers are 

independent 

1. Heads 1 and 3 said that they never 

interfere in the class.  

 

2. Head 1 and 2 said only they share the 

things in meetings.  

 

3. Head 4 said that that he checks the 

classes every day and tells the teachers 

how to improve.  

 

4. Head 4 said he used to go to the class and 

after class help my teachers that how to 

use AV aids.  

5. Heads 5 and 6 said that for every child 

there is a different method. They have 

A.V aids; there are different methods for 

teaching like the lecture method used to 

teach. 

6. Heads 7 and 8 said teachers are 

independent in this regard. The way 

teacher can convey in better he can 

select.  

 

Following findings are drawn for the relationship between distributed leadership Style of 

head and Teachers' self-efficacy; Head 1 said that he only shared the things in meetings. 

Whenever he went to class he never discusses anything in front of a class, he only discussed it 

separately with the teachers. Heads said the teachers who were teaching well were appreciated in 

morning assembly, school council meeting, general body committee, shared cup of tea in 
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prestigious meetings. They also give small gifts from the pocket as incentives. Head 3 said that 

procedure was defined by the Government. He involved the in-charge head for teamwork, and 

then who was more devoted. The physics teacher was more cooperative in making charts. He 

consulted him for new charts and Av aids from the market to display on the school walls. Head 4 

said that they checked the classes every day and tell the teachers how to improve the teaching 

process. He used to go to the class and after class help teachers that how to use AV aids. Head 5 

said that the syllabus was distributed month-wise in the calendar. Teachers should take the 

attention of students. Head 6 said that they have AV aids; there were different methods for 

teaching like the lecture method used to teach. Heads said that AV aids were provided by the 

school. Teachers can work with those. Even they have a fund for AV aids. The methodology was 

mixed with lectures and AV aids. The same method was not used all time. Lab work was 

conducted with the demonstration method. In arts, the lecture method was used. The projector 

was also available for classes in some schools. In Gujranwala, online lectures were also available 

from the e-library. They helped in lecture delivery.  Heads said that teachers were independent. 

The way teacher can convey in better he can select. The teacher can give the concept of angle 

through a branch of a tree, cuboid concept by matchbox. The teachers were committed they can 

perform their duties effectively. 
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Question No. 8- May you share with me that how the teachers give suggestions to take 

initiatives in resolving school problems? 

Table 4.64 

Themes, Subthemes, and Responses of Participants Related to Teachers cooperation 

Theme Subthemes Responses of Participants 

Teachers are very 

cooperative  

Local teachers are 

very cooperative 

Senior teachers 

 

Make team  

 

 

Consult all teachers 

management 

committees 

  

Teachers are lazy 

 

Only a few teachers 

are involved  

 

 

Monthly meetings 

are arranged 

1. Head 1 and 5 said that local teachers 

are very cooperative in this regard 

especially the problems related to 

electricity, water, and parents are 

handled by the senior teachers 

2. Heads 2 and 3 said that things are 

cyclic. For events management, they 

are allowed to make a team of their 

own. 

 

3. Head 4 said that he consult the all 

teachers. He consults and accepts the 

best suggestion of the teacher.  

4. Head 6 said that the management 

committees take care to solve the 

problems in the school. 

5. Head 7 said that the reality is that 

ninety percent of teachers are lazy 

they do not care.  

Head and few teachers are only responsible for 

the school problems. Only a few teachers are 

involved to solve school problems.  

 

6. Head 8 said that he conducted 

meetings of staff for NSB from 2015. 

The classrooms were fewer, so, they 

built science labs. The monthly 

meetings are there.  

  

Following findings are displayed in the above interviews of heads. The majority of heads 

said that local teachers were very cooperative especially in the problems related to water and 
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electricity; parents were handled by the senior teachers. Head 2 said that he always announced 

that the teacher is the king of a class kingdom. Class is the state of a teacher. They were 

independent. They decide their timetable and solve their problems. Head 3 said that he rarely 

used the authoritarian style. The whole staff was results-oriented. Teachers were independent in 

their work. Head only interfere when there was no work. Mostly they do not face problems. 

Things were cyclic. For events management, they were allowed to make a team of their own. 

Heads said that they altogether solve the problems. Heads consult all teachers. Heads accept the 

best suggestion of the teacher. Head 5 said that some teachers even do not let problems happen. 

They were so much determined. Head 6 said that the management committees take care to solve 

the problems in the school. Also, there were separate teachers who were involved to solve the 

school problems. Head 7 said that the reality was that ninety percent of teachers were lazy they 

do not care. Head and few teachers were only responsible for the school problems. There were 

two types of teachers, some take interest others take these problems negatively. Head 8 said that 

it depends on the head, teachers can give their suggestions. The classrooms were fewer, so, they 

built science labs. The monthly meetings were held. Five Lacs rupees were sanctioned every year 

for school. This budget was used with the consultation of teachers.  
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Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment 

Question 9- Would you like to share with me that how is your experience with teachers who 

are working in the school (like efficiently or with commitment (reasons))? 

Table 4.65 

Themes, Subthemes, and Responses of Participants Related to Teachers were committed 

Theme Subthemes Responses of Participants 

Teachers were 

committed  

Students enrolment 

increased 

 

Students‟ discipline 

enhanced 

 

Teachers were more 

active 

 

Teachers cooperate 

 

Teachers were 

efficient and 

committed 

1. Head 1, 2 said that due to the efforts of 

teachers the students' enrolment increased 

now. 

 

2. Head 2 said that; due to the efforts of 

teachers now the students are more 

disciplined. 

 

3. Head 3 said that the teachers were more 

active and guide the other lazy teachers. 

 

4. Heads 4 and 6 said that the teachers 

cooperate. 

 

5. Head 5 and 8 said that teachers were very 

efficient and committed but Head 7 said 

that; only a few teachers were committed. 

 

Following findings are drawn from this question. Heads said that only a few teachers 

were committed to their work others were not. The parents do not care about the education of 

their children. After matriculation, the students started some work to earn money or go abroad as 

the area is poor. Firstly the parents did not send their children to school but now due to the 

commitment of our staff parents were sending their children to school. Head 2 said that there 

were different types of teachers, some teachers were very committed, and they take care of the 
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discipline of students and enrolment. The majority of heads said that the government schools 

have subject teachers like physical education, English teachers. The efficient teachers can also 

guide the others teachers. Only a few were committed teachers. Head 4 said that all teachers 

were committed all were cooperative. Head 5 said that all of my teachers were efficient and 

committed. Head 6 said that all teachers were cooperative.  Head 7 said that only a few teachers 

were committed, he attached committed teachers to the others and made teamwork. Head 8 said 

that most teachers were committed; they perform duties in admission and maintaining discipline. 
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Question No. 10- What is your opinion to what extent your teachers take care of School 

results? 

Table 4.66 

Themes, Subthemes, and Responses of Participants Related to Teachers take care of school 

results 

Theme Subthemes Responses of Participants 

Teachers take care of 

school results  

Teachers care for the 

results 

 

Teachers responsible 

 

Enrolment increased 

due to better results 

 

Increment and 

promotion was 

based on results 

Personal evaluation 

report (PER) was 

based on results 

Teachers of 9th and 

10th classes were 

committed 

1. Head 1, 2, and 6 said teachers care for the 

results.  

 

2. Heads 2, 3, 4, and 7 said that some 

teachers have more responsibility 

especially teachers of 5
th

, 9
th

 and 10
th

 

classes.  

 

3. Head 5 said that due to better results 

students' enrolment has been increased to 

almost four thousand from 2016. 

 

4. Head 8 said that teachers take increment 

and promotion on results.  

 

5. Head 8 said that PER was written 

according to the results. So, the Head and 

teachers were at risk.  

 

6. Head 8 said that teachers of 9th and 10th 

classes were very much committed. 

  

Following findings are drawn from this question. Heads said that only a few teachers 

were committed to their work others were not. The parents do not care about the education of 

their children. After matriculation, the students started some work to earn money or go abroad as 

the area is poor. Firstly the parents did not send their children to school but now due to the 

commitment of our staff parents were sending their children to school. Heads said that there were 
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different types of teachers, some teachers were very committed, and they take care of the 

discipline of students and enrolment. Heads said that, the govt. schools have subject teachers like 

physical education, English teachers. The efficient teachers can also guide the others teachers. 

Only a few were committed teachers. Head 3 said that all teachers were committed, all were 

cooperative. Head 6 said that all of my teachers were efficient and committed. He said that all 

teachers were cooperative.  Head 8 said that; only a few teachers were committed, he attached 

committed teachers to the others and made teamwork.  
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Question No. 11- Would you like to share with me what are your criteria for the selection of 

a teacher for better results?  

Table 4.67 

Themes, Subthemes and Responses of Participants Related to Qualification, Experience, and 

Commitment of Teachers  

Theme Subthemes Responses of Participants 

Qualification, 

Experience, and 

Commitment of 

Teachers Matters 

Relevant 

Qualification 

 

Committees 

 

Devoted 

 

Qualification, 

commitment, 

interest 

 

Relevant Experience 

1. Head 1, 2, 3, 5, 6, and 7 said they have 

science teachers in school, therefore the 

science subjects are assigned to those 

teachers.  

2. Head 3 said that the timetable committee 

for primary, middle and high levels 

decides the teacher selection.  

3. Heads 3 and 7 said that there are no 

criteria. He selects the more devoted, 

knowledgeable, and skilled teachers for 

classes.  

4. Heads 4, 5, and 8 said that they see the 

qualification and the commitment of the 

teacher. They also see the interest of the 

teachers. 

5. Head 6 said that experience of the teacher 

is observed.  

  

Following findings are drawn for the commitment of teachers; Head1said senior teachers 

were assigned the arts classes and give better results while they have science teachers in school, 

therefore the science subjects were assigned to those two teachers. Head 2 said that the timetable 

committee for primary, middle and high levels decides the teacher selection. Head 3 said that 

there were no criteria. This was a village school with under twenty staff. Physics and 

Mathematics were allocated to the relevant teachers. But where the head has an option, he selects 

the more devoted, knowledgeable, and skilled teachers for classes. The teachers of the 2nd and 
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3rd classes were more obedient and complete the assigned tasks. Heads said that they see the 

qualification and the commitment of the teacher. They also see the interest of the teachers. Head 

5 said that the relevant teachers of science and arts were selected for relevant books. Head 6 said 

that experience of the teacher was observed. Then command on the subject was observed. They 

have subject specialists for Urdu, English, and chemistry. Then devotion of teachers with school/ 

nation and students was also observed. The reliable teachers were allocated the important 

classes. Head 8 said that from 2006 educators were recruited. The Educator system was based on 

merit. Their results were good and they were committed. 
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Question No. 12- Could you identify what type of reactions the teachers show to learn new 

skills? What is the teachers' attitude regarding learning new skills? 

Table 4.68 

Themes, Subthemes, and Responses of Participants Related to Learning New Skills 

Theme Subthemes Responses of Participants 

Some teachers 

interested in learning 

new skills 

Teachers with 

formal education 

give better feedback 

 

Workshops 

 

Resistance 

 

 

Learn Actively 

 

Science Teachers 

1. Head 1 said that the teachers who have 

university and college education give 

better feedback on new skills.  

 

2. Head 3 said that teachers go to 

workshops and learn new things from 

there. 

 

3. Heads 5 and 7 said that for change there 

was always a resistance but further they 

adopt new skills.  

 

4. Head 6 said that the teachers learnt 

actively new skills.  

 

5. Head 8 said that the science teachers 

were interested but other teachers do not 

take interest in new skills. 

  

Following findings are drawn for the teachers‟ motivation by heads opinion; Head 1 said 

that the teachers who have university and college education give better feedback on new skills 

than the others who only studied privately. They even cannot understand new things. Head 2 said 

that in general body meeting teachers were of different caliber and experience. Some teachers 

were very strict some not. Heads said that workshops were there, they do not work on their own. 

They go to workshops and learn new things from there. The teachers have a mixed attitude, some 

agreed; some avoid the opinion of teachers. Head 5 said that for change there was always a 

resistance but further they adopt it. At the start, they did not have an attitude to accept new 
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things. Head 6 said that the teachers learned actively even they inspire the others. Teachers also 

shared new skills. New skills were not acceptable by the teachers. But the head 7 teacher was 

acceptable to new skills. Senior teachers were not ready to learn new skills. Head 8 said that for 

math and science the science teachers were interested but other teachers do not take interest. 
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Relationship between Distributed Leadership Style of Head and Teachers‟ Motivation  

Question No. 13- May you share with me that what is the response of teachers for 

challenging tasks?  

Table 4.69 

Themes, Subthemes, and Responses of Participants Related to Motivation of Teachers 

Theme Subthemes Responses of Participants 

Some teachers are 

motivated  

Specific teachers 

 

 

Newly inducted 

teachers 

 

Heads divide the 

tasks 

 

Teachers feel fear to 

accept tasks 

 

 

1. Head 1, 3, 4, 5, 7, and 8 said that specific 

teachers give better responses on 

challenging tasks others do not respond.  

 

2. Head 2 said that the new untrained 

teachers were more ambitious and 

welcome challenges.  

 

3. Head 6 said that he shares the tasks 

equally; they divide the work and 

complete the tasks.   

 

4. Head 8 said that some teachers feel fear 

to accept tasks. But, when he said that he 

was with them, they start working. So, 

they become motivated. 

  

Following findings are drawn from the heads‟ views about teachers‟ motivation; Head 1 

said that three to four specific teachers give better responses on challenging tasks others do not 

respond. They said that the new untrained teachers were more ambitious and welcome 

challenging tasks but over time they were more occupied with duties therefore, their motivation 

level becomes less. Head 3 said that this was not a private school, so there was no challenging 

task. There were very few challenging conditions. One to two senior teachers participate in these 

conditions. Mostly avoid from such conditions. Head 4 said that teachers feel difficulty in 
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accepting tasks. Some teachers feel irrelevant to participate in school activities other than 

teaching. This was a tough task but he convinced the all teachers. Head 5 said that some teachers 

do not give a response, some hesitate and some take it as their duty. They were the assets of the 

school. Some were social to the people. Heads said that they share the tasks equally; they divide 

the work and complete the tasks even in hours and minutes. Head 7 said that teachers do not 

perform lively. They only work in a boring way, not by their interest. Head 8 said that some 

teachers gave a response to these tasks others feel fear. But, when he said that he was with them, 

they start working. So, they become motivated. 
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Question No. 14- May you share with me if the teachers prefer easy tasks than tough ones?    

Table 4.70 

Themes, Subthemes, and Responses of Participants Related to Tough Tasks 

Theme Subthemes Responses of Participants 

Only a few teachers 

are motivated for 

tough tasks 

Few teachers 

perform tough tasks 

 

Some teachers were 

bound 

 

Interesting tasks 

 

 

Divide the tasks 

 

Prefer easy tasks 

1. Head 1, 2, 3, and 4 said that only a few 

teachers perform the tough tasks. They 

were more motivated.  

 

2. Head 3 said secondary school teachers 

(SSTs) were bound for the secondary 

classes. Other teachers avoid secondary 

school classes. 

 

3. Head 5 said that interesting tasks were 

attracted by the teachers. Interesting and 

creative tasks also motivate the teachers.  

 

4. Head 6 said that we divide the work and 

can perform it easily.  

 

5. Head 1, 2, 3, 4, 7, and 8 said that teachers 

prefer easy tasks.   

  

Following are the findings from the view f heads about the motivation of teachers; Heads 

said that only twenty percent can perform the tough tasks other eighty percent prefer easy tasks. 

Head 2 said that it varies from teacher to teacher. Some teachers were ready for tough tasks. 

Some keep away from such tasks e.g., the teachers who have master's degrees were always ready 

for such tasks but their number was less. So, they were more motivated. Most teachers prefer 

easy tasks. Head said that they prefer easy tasks. Most teachers wanted to go to teach 1
st
 to 3

rd
 

class. The class 5th class was avoided. The SSTs were bound for the secondary classes. They 

take these classes to show good results and win the parents' and students' happiness. Head 4 said 

that a mixed attitude was there, some like easy tasks, but some teachers even by themselves ask 
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for tough tasks. They take responsibility in the meeting. So, they were more motivated than 

others. Head 5 said that interesting tasks were attracted by the teachers. When the tasks were 

innovative they were attracted. Otherwise, they do not work. So, interesting and creative tasks 

also motivate the teachers. Head 6 said that teachers like both tough and easy tasks. We divide 

the work and can perform it easily. Head 7 said that teachers prefer easy tasks. Head 8 said that 

easy tasks were more liked by the teachers. They feel tension and depression in tough tasks. 
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Question No. 15- May you share with me that how do you encourage/ motivate the 

teachers? Like encouraging the teachers or providing incentives in form of a certificate of 

achievement, words of appreciation, good remarks?  

Table 4.71 

Themes, Subthemes, and Responses of Participants Related to Motivate Teachers 

Theme Subthemes Responses of Participants 

Ways to motivate 

teachers 

Certificates and 

shields  

 

 

Moral respect 

 

 

Values are important 

 

 

Appreciation  

 

1. Head 1, 2, 4, 6, 7, and 8 said that 

certificates and functions were arranged 

to appreciate the relevant teachers. 

Teachers who work hard shields were 

awarded to them.  

 

2. Head 1, 2, 3, 4, and 5 said that they 

encourage teachers through clapping for 

them in morning prayers. They encourage 

the teachers in meetings. 

 

3. Head 5 said that values were important; 

even he offers tea for wearing a good 

shirt. He deals with teachers with love. 

 

4. Heads 5, 6, and 7 said that teachers were 

appreciated in meetings in front of 

authorities and gatherings.  

  

The following are the encouraging ways of heads to motivate teachers in the opinion of 

heads; Head 1 said that certificates and functions were arranged in October after the 9th and 10th 

results to appreciate the relevant teachers. All people stand in respect of those teachers who work 

hard and shields were awarded to them. Head 2 said that they have printed certificates for 

teachers to encourage them. Further, they have shields for them and clapping for them in 

morning prayers. Head 4 appreciates every person even class four people. They were recognized 

for their works. Head said that he shares the achievements of my staff with others. He gave 
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certificates for distinction in results. The Head also encourages the teachers in meetings.  Head 4 

said that in meetings, he appreciated and give good remarks. Certificates were also given to the 

teachers. Head 5 said that for good results and discipline, the head appreciates the teachers. 

Values were important; even head offer tea for wearing a good shirt. The teachers who give more 

than ninety percent result head appreciate in monthly meetings. Head deal teachers with love. 

Head 6 said that according to the nature of the teacher he appreciates. Sometimes head offer cup 

of tea. Sometimes head distributes certificates from the high authorities at the end of the year. 

Head 7 said that we appreciated the teachers with certificates, awards, and gifts (pens). The 

selection of teachers was like students on merit. Heads also give shields to the teachers in the 

ceremony. Head 8 said that his method to encourage teachers was to invite the personalities like 

MPAs, CEO, and other authorities in the annual ceremony and present shields, prizes for 

discipline, co-curricular activities even for well dressing. Their one teacher with a Master's 

degree in math teaches in primary classes. They make flax of his picture with good remarks and 

display out of the school at the main gate due to nursery class teaching style and welcoming the 

school tasks. 
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Question No. 16- May you share with me how do you interact / help/cooperate with other 

teachers, students, and parents? 

Table 4.72 

Themes, Subthemes, and Responses of the Participants Related to Heads' cooperation with 

Teachers, Students, and Parents 

Theme Subthemes Responses of Participants 

Head cooperate with 

teachers, students, 

and parents 

 

Parents teachers 

meeting 

 

 

School Councils 

 

 

Parents not 

participating 

 

 

Teachers were 

cooperative 

 

Motivate parents 

 

 

 

Counseling of 

students 

 

Good Interaction 

1. Heads 1, 3, 4, and 6 said that sometimes 

parents were called to come to the school 

to solve the problems of students. 

  

2. Head 2 said that he interact with parents 

of students through school councils and 

other events.  

 

 

3. Head 3 said that mostly the parents were 

not participating in the learning activities.  

 

 

4. Heads 3 and 6 said that his staff was very 

much cooperative.  

 

 

5. Head 3 and 5 said that teachers motivate 

the parents even go to the imam masjid in 

a mosque and request him to motivate the 

parents for the education of their 

children.  

 

6. Head 5 said that for counseling the 

emotions of the students were observed.  

 

7. Head 7 said that they have a very nice 

interaction. The teachers also feel that he 

is sincere with them.  

 

8. Head 8 said that the class in-charges were 

asked to tell about students who deserve 
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with teachers 

 

Needy students were 

helped financially 

 

or belong to low-income families. Every 

year they purchase some things like 

clothes, uniforms, bags, books, etc. from 

the fund.  

  

Following are the views of heads regarding the cooperation of teachers; Head 1 said that 

for students he took the class when their teacher was absent and solved their problems. 

Sometimes parents were called to come to the school to solve the problems of students. Head 2 

said that he interact with parents of students through school councils, admission campaign, 

school mosque, and co-curricular activities. Head 3 said that mostly the parents were not 

participating in the activities. Particularly the teachers of classes 5th, 8th, and 9th call parents but 

they do not come. My staff was very much cooperative. The area around the school was very 

poor, they use pathetic and used abusive words for teachers. They even go to the imam masjid in 

a mosque and request him to motivate the parents for the education of their children. Head 4 said 

that they call parents meeting in a month for admission and make them satisfied. Head 5 said that 

he always listens to all students, teachers, and parents. For counseling, the emotions of the 

students were observed. Sometimes parents were misguided, and then parents were listened to 

with care. Then they motivate the parents. Senior teachers were involved in this process. Head 6 

said that they have contact with each other weekly. Monthly tests were shared with parents. 

Students who do not show good results were shared with parents. Some teachers do part-time 

jobs, but they were much motivated and cooperative. Head 7 said that they have a very nice 

interaction. The teachers also feel that he is sincere with them. There was no grouping of 

teachers in a political or negative sense in our school. They had positive cooperation with each 

other. Some teachers actively perform some do not but all were equally treated. Head appreciates 
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the good teachers and discourages those who were not performing well. Head 8 said that they 

had 1100 students in school. The class in-charges were asked to tell about students who deserve 

or belong to low-income families. Every year they purchase some things like clothes, uniforms, 

bags, books, etc. from the fund. Every month they had a meeting of the school council where 

these all things were decided. Uniforms were arranged by the school to encourage the students 

from congested areas. In this way, the enrolment of the school was increasing year by year. 
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CHAPTER V 

SUMMARY, FINDINGS, DISCUSSION, CONCLUSION, 

AND RECOMMENDATIONS 

This chapter included a summary, findings, discussion, conclusion, and recommendations 

about distributed leadership styles and teachers' commitment, self-efficacy, and motivation at the 

secondary school level. 

Summary 

The relationship of distributed leadership style with self-efficacy, commitment, and 

motivation of the teachers in secondary schools was observed in this study. Self-efficacy plays 

an important role in the success of anyone because it helps to determine the level of efforts that a 

person exerts on some specific task, it is also a type of ambitions and aims set by teachers for 

them. 

School heads' distributed leadership style is related to the teachers' organizational 

commitment in different studies.  The concept of organizational commitment is one of the basic 

subjects of educational administration, is also defined as an attitude of being loyal to an 

organization, an ongoing process of individuals' participation in organizational decisions, and a 

condition that provides welfare and success in an organization. It is observed that organizational 

commitment affects distributive leadership.  

The distributed leadership style is related to the motivation of teachers in schools. 

Motivation is the desire to do something, having energy for specific tasks. It is to have the 

energy to do something to achieve a goal. It is connected with inspiration and is one aspect of 

distributed leadership related to specific tasks. 
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The distributed leadership might affect other aspects of the teachers but this study was delimited 

to the three aspects (self-efficacy, commitment, and motivation) of teachers for specific findings 

and results. The distributed leadership styles (Team leadership, Leadership support, Leadership 

supervision, and Participative decision making) were studied in the Pakistani context. The study 

was delimited to the government boys' secondary schools because of ethical considerations in 

government girls‟ secondary schools. 

 In the study, a mixed-methods approach was used, that has both quantitative and 

qualitative characteristics. The drive for using mixed-method was to enhance strengths and 

lessen weaknesses of both individual research approaches and better results. This was an 

explanatory research design and sequential approach because qualitative data were collected 

after quantitative data. The qualitative analysis was used to elaborate and clarify quantitative 

findings (Creswell, 2006). Mixed-methods research fits the pragmatic idea because it makes 

practical use of both induction and deduction to achieve understanding and explanation (Johnson 

& Onwuegbuzie, 2004). 

 There were 36 districts in the province of Punjab having 3412 boys‟ secondary schools. 

Government boys‟ secondary schools and their teachers were selected through proportionate 

stratified sampling from all districts of Punjab. The four selected districts (four strata) of Punjab 

were; Gujranwala (Among first nine with high performance) with a total of 117 boys secondary 

schools and 412 male teachers, Lahore (at average performance) with 155 boys secondary 

schools and 336 male teachers, Mandi Baha Ud Din (at average performance) with 67 boys 

secondary schools and 173 male teachers and Sheikhupura (at low performance) with 78 boys 

secondary schools and 302 male teachers. Twenty percent of the government boys‟ secondary 

schools and 40 percent male teachers were selected from each stratum. The teachers were further 
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selected through a proportionate sampling technique from the different categories of teachers 

(SSE, SESE, and ESE). The total number of secondary school teachers in four districts was 

1223. The sample of the study consisted of 538 secondary school teachers from four districts.  

 Every school had a committee of teachers for different activities, like examination, 

sports, discipline, etc. Further, they had a faculty council comprised of the headteacher, teachers, 

and representatives of the community. The headteachers were selected from each of the four 

districts for qualitative data through stratified sampling. The heads were selected for interviews 

based on data collected quantitatively for validation and a better understanding of the situation. 

 The instruments for data collection were a questionnaire on five points Likert type scale 

for teachers and an interview guide for the headteachers. The questionnaire was developed with 

the help of distributed leadership inventory (Hulpia & Devos, 2009a; 2009b) in schools for 

distributed leadership, General Self-Efficacy Scale (GSE) developed by Schwarzer (1995),  

Meyer and Allen‟s (1997) Affective, Continuance and Normative Commitment Scale (ACNCS) 

and a Questionnaire Measure of Individual Differences in Achieving Tendency (QMAT) 

developed by Wahab (2013) for motivation for secondary school teachers. The questionnaire was 

composed of 60 statements with four sections. The instruments were developed, pilot tested, and 

validated. The experts were provided with the questionnaire and interview guide for validation 

along with the objectives and research questions of the study. After the data collection from the 

questionnaire the pandemic COVID-19 occur throughout the world and the lockdown situation 

prevailed throughout our country also. Therefore, the researcher tried to approach the 

headteachers telephonically for an interview as directed by the supervisor. Data analysis and 

interpretation about distributed leadership styles and teachers' commitment, self-efficacy, and 

motivation at secondary school level. Descriptive (frequency, percentage, mean, standard 
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deviation) and inferential statistics (correlational coefficient, one-way ANOVA, regression, and 

Post Hoc test) were used to observe the results. The findings show that the teachers had a good 

vision for the school's success in terms of specific classes like 5
th

, 9
th

, and 10
th

, but they did not 

have the full authority to play leadership roles in the secondary schools. Teachers were 

independent in some matters like teaching in classes; use of AV aids but not in other schools 

matters. Heads were using the distributed leadership style but in a limited sense, so do not give 

the complete authority to perform their responsibilities. The teachers perceive that distributed 

leadership styles had a moderate relationship with self-efficacy and commitment and high 

relation with motivation. Heads said that all teachers were not committed only to those workers 

who have result-oriented classes. The teachers with more experience were less committed and 

with high qualifications especially from universities in regular mode have high motivation. There 

may be some workshops or seminars to increase the motivation and commitment of all teachers 

and proper use of authority by the heads in secondary schools. 

Findings  

Following are the findings of the study drawn from analysis of the data by using 

statistical techniques of means, percentage, standard deviation, Pearson correlation, one-way 

ANOVA, regression, and Post Hoc Tucky test. The analysis of responses of teachers and heads 

indicated the relationship among distributed leadership of heads and teachers' self-efficacy, 

commitment, and motivation. For distributed leadership of heads and self-efficacy, commitment 

and motivation of teachers results for statements are as under;  

Research Question 1 

Which is the Team leadership style head using in secondary schools? 

Teachers‟ Perceptions about Team Leadership Style 
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The findings of the study were; 

1. The majority (28.4%) of teachers in leadership team members were usually clear about 

school goals. 

2. The majority (24.7%) of teachers usually contact their colleagues for help when they 

faced a problem in teaching.  

3. The majority (23.6%) of teachers said usually duties were assigned to team members 

keeping in mind their competencies.  

4. The majority (25.3%) of teachers said rarely leadership team members were willing to 

implement their worthy ideas.  

5. The majority (28.3%) of teachers said usually leadership team was functioning well in 

our school.  

6. The majority (38.5%) of teachers said usually all of our leadership team members were 

working according to the school objectives. 

The mean value (3.00) is higher for “teachers in leadership team members were clear about 

school goals” which indicates that the teachers involved in the leadership team were usually clear 

about the school goals. 

Research Question 2 

Which is the supervision style head using in secondary schools? 

Teachers‟ Perceptions about supervision Leadership Style 

The findings of the study are; 

1.  The majority (37.4%) of teachers strongly agreed that teachers were encouraged to take 

leadership roles in school.  
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2. The majority (30.7%) of teachers disagreed that the head is always available to help 

teachers when it is needed.  

3. The majority (24.2%) of teachers disagreed that headteachers give complements to 

teachers' work.  

4. The majority (22.3%) of teachers disagreed that organizational support is provided to 

teachers for interaction with one another.  

5. The majority (21.9%) of teachers agreed that teachers are encouraged to try new practices 

according to their interests. 

6. The majority (22.5%) of teachers strongly agreed that teachers are provided opportunities 

for their welfare.   

7. The majority (20.6%) of teachers strongly agreed that teachers are consulted in the 

formulation of school plans and policies.    

The mean score of the statement “Head is always available to help teachers when it is needed.” 

(2.91) is higher which indicates that the heads help their teachers at the time of need. 

Research Question 3 

Which is the support style head using in secondary schools? 

Teachers‟ Perceptions about Support Leadership Style 

The findings of the study are; 

8. The majority (34.9%) of teachers said that heads were sometimes involved in the 

formative assessment of teachers.   

9. The majority (41.1%) of teachers said that sometimes heads were involved in the 

summative assessment of teachers.  
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10. The majority (52.2%) of teachers said that sometimes heads were involved in summative 

assessment of students.   

11. The majority (36.2%) of teachers said that sometimes the performance of the non-

teaching staff was assessed by the head. 

Findings show that the mean score of the statement "The performance of the nonteaching staff is 

assessed" (2.90) is higher which indicates that the head also assesses the performance of the non-

teaching staff. 

Research Question 4 

Which is participative decision-making style head using in secondary schools? 

Teachers‟ Perceptions about Participative Decision Making Leadership Style 

Findings of the study displayed that:  

12. The majority (47.2%) of teachers strongly agreed that my head involves me in decision-

making.  

13. The majority (20.6%) of teachers agreed that in decision-making, I have my own 

independent opinion.  

14. The majority (24.9%) of teachers disagreed that my head always respects my ideas.  

15. The majority (24.2%) of teachers disagreed that my head professionally treats me.    

The mean score of the statement "My head professionally treats me." (2.87) is higher 

which indicates that the heads professionally treat their teachers.  

Research Question 5 

What is the level of self-efficacy of teachers in secondary schools? 

Teachers‟ Perceptions about Self-Efficacy 

Findings of the study displayed that; 
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16. The majority (21.9%) of teachers disagreed that teachers have an adequate influence on 

decision-making in our school.  

17. The majority (33.6%) of teachers disagreed that teachers are independent in making 

decisions about their instructional delivery (i.e. pedagogy, A.V. aids, etc.).  

18. The majority (21.6%) of teachers disagreed that teachers are assigned those classes in 

which they can maximize the success of students. 

19.  The majority (26.2%) of teachers disagreed that teachers are appreciated for their good 

deeds.   

20. The majority (33.5%) of teachers disagreed that the school head supports the teachers.  

21.  The majority (30.3%) of teachers disagreed that in our school, there is an environment of 

mutual respect and trust.  

22. The majority (23.0%) of teachers agreed that teachers are known as educational experts.  

23. The majority (18.4%) of teachers disagreed that the teachers are the operative leaders in 

this school.  

24. The majority (22.1%) of teachers disagreed that teachers take initiatives in resolving 

school problems.  

25. The majority (27.5%) of teachers disagreed that head motivates teachers to make 

professional decisions.  

26. The majority (23.8%) of teachers disagreed that my school environment encourages 

learning and working.  

27. The majority (27.9%) of teachers disagreed that teachers feel comfortable in raising their 

issues and concerns. 
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 The mean score of the statement "The teachers are independent in making decisions 

about their instructional delivery (i.e. pedagogy, A.V. aids, etc.)" (3.07) is higher which indicates 

that the teachers make decisions by own to select pedagogy, AV aids, etc.  

Research Question 6 

What is the level of commitment of teachers in secondary schools? 

Teachers‟ Perceptions about Commitment 

Findings of the study displayed that; 

28. The majority (32.9%) of teachers disagreed that I am happy in working at this school.  

29. The majority (38.1%) of teachers disagreed that I share with my friends that the working 

environment of my school is very good.  

30. The majority (36.8%) of teachers disagreed that values in my school are acceptable for 

me.  

31. The majority (52.4%) of teachers disagreed that I take care of the outcomes of my school.  

32. The majority (33.6%) of teachers disagreed that I am proud of being part of this school 

team.  

33. The majority (40.7%) of teachers disagreed that my school encourages me for the best, 

which I can do. 

The mean score of the statement "I take care of the outcomes of my school." (3.35) is higher 

which indicates that the teachers care for the outcomes and results of the school.  

Research Question 7 

What is the level of teachers‟ motivation in secondary schools?  

Teachers‟ Perceptions about Motivation 

Findings of the study displayed that; 
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34. The majority (35.3%) of the teachers disagreed that I normally complete my assigned 

task within the given time.  

35. The majority (33.5%) of the teachers disagreed that I am hopeful to complete my work 

successfully.  

36. The majority (30.0%) of the teachers disagreed that I am not certain to make an important 

decision at work.  

37. The majority (59.1%) of teachers disagreed that I am motivated to take responsibility.  

38. The majority (29.2%) of teachers agreed that I get disturbed when I think about new 

work.   

39. The majority (39.2%) of teachers disagreed that we cannot work properly when we are 

under pressure.  

40. The majority (46.14%) of teachers strongly disagreed we believe that if we work hard, 

then we can achieve the goals of our life.  

41. The majority (31.5%) of teachers strongly disagreed that I am reluctant to learn new 

skills.  

42.  The majority (50.2%) of teachers disagreed that I work hard according to the 

expectations of my head.  

43. The majority (50.6%) of teachers disagreed that we are keen to set difficult goals for 

ourselves.   

44. The majority (48.9%) of teachers disagreed that working in this school is highly 

encouraging for me.  

45. The majority (53.3%) of teachers disagreed that I focus on short-term daily goals instead 

of long-term goals.  
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46. The majority (25.3%) of teachers disagreed that we appreciate those opportunities which 

enable us to know our strengths and weaknesses.  

47. The majority (41.3%) of teachers disagreed that I get satisfied when I work hard.   

48. The majority (29.6%) of teachers disagreed that I prefer the work that requires my 

thinking.  

49. The majority (45.7%) of teachers strongly disagreed that I work because this is my duty.   

50. The majority (37.2%) of teachers disagreed that a competitive environment encourages 

me to do a good job.  

51. The majority (45.5%) of teachers disagreed that I keep on working on the task till it 

reaches an excellent level.  

52. The majority (32.9%) of teachers disagreed that I always welcome challenging tasks. 

53.  The majority (30.1%) of teachers disagreed that I always perform at the highest level of 

quality without considering that how the others do it.  

54. The majority (29.0%) of teachers disagreed that I prefer easy tasks to tough ones.   

The mean score of the statement "I keep on working on the task till it reaches an excellent 

level." (4.32) is higher which indicates that the teachers make efforts to work on the tasks 

excellently.  

Perceptions about Different Leadership Styles in terms of their Qualification 

Findings of the study displayed that; 

1.  The teachers with qualifications of BA/B.Sc. (M=16.0) agreed more for team leadership 

style.  

2. Teachers with qualifications of MA/MSc (M=18.0) agreed more for support leadership 

style.  
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3. Teachers with qualifications of M.Phil./MS (M=17.22) agreed more on team leadership 

style. 

4. Teachers with qualifications of Ph.D. (M=25.50) agreed more for support leadership 

style. 

Teachers‟ Perceptions about Different Leadership Styles in Terms of their Experience 

Findings of the study displayed that; 

1.  The teachers with experience of 1-10yr (M=18.18) agreed more on team leadership style. 

2.  Teachers with experience of 11-20yr (M=19.67) agreed more for support leadership 

style. 

3.  Teachers with experience of 21-30yr (M=17.50) agreed more for support leadership 

style. 

4. Teachers with experience of 31-40yr (M=19.42) agreed more for support leadership style. 

5.  Teachers with experience of 41yr and above (M=19.11) agreed more for support 

leadership style. 

Null Hypothesis 1 

H01: There is no significant relationship among team leadership style of heads and  

 teachers' self-efficacy, commitment, and motivation 

Team Leadership Style of Heads and Teachers‟ Self-Efficacy  

Pearson Correlation indicated that there was a significant moderate positive correlation 

(r=0.56) existed between team leadership style of head and self-efficacy of teachers at p≤0.05 

level of significance. As there was a significant relationship between team leadership style of 

head and self-efficacy of the secondary school teachers, therefore, the null hypothesis rejected.  

Linear regression analysis showed that the use of team leadership style was observed as 
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significant (R
2 =

 0.32) at p≤0.05 significance level. Findings of the effect of the team leadership 

style of heads on teachers' self-efficacy were significantly predicting the dependent variable (β 

=0.56, F=255.57, p=0.000).  

Team Leadership Style of Heads and Teachers‟ Commitment  

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.36) existed between team leadership style of head and commitment of teachers at p≤0.05 

significance level. As there was a significant relationship between team leadership style of head 

and commitment of the secondary school teachers, therefore, the null hypothesis rejected. Linear 

regression analysis showed that the use of team leadership style was found significant (R
2 =

 0.13) 

at p≤0.05 significance level. The findings of the effect of the team leadership style of heads on 

teachers' commitment were significantly predicting the dependent variable (β =0.36, F=82.76, 

p=0.000).  

Team Leadership Style of Heads and Teachers‟ Motivation 

Pearson correlation indicated that there was a significant weak correlation (r=0.34) 

existed between team leadership style of head and motivation of teachers at p≤0.05 significance 

level. As there was a significant relationship between heads' team leadership style and 

motivation of secondary school teachers, therefore, the null hypothesis rejected. Linear 

regression analysis showed that the use of team leadership style was found significant (R
2 =

 0.11) 

at p≤0.05 significance level. The findings of the effect of the team leadership style of heads on 

teachers' motivation were not significantly predicting the dependent variable (β =0.34, F=70.47, 

p=0.000).  
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Null Hypothesis 2 

H02: There is no significant relationship among supervision leadership style of head and  

 teachers' self-efficacy, commitment, and motivation 

Supervision Leadership Style of Heads and Teachers‟ Self-Efficacy 

 Pearson correlation values showed that there was a significant strong positive correlation 

(r=0.69) present between supervision leadership style of heads and teachers‟ self-efficacy at 

p≤0.05 significance level. As there was a significant relationship between the supervision 

leadership style of the head and self-efficacy of the secondary school teachers, therefore, the null 

hypothesis rejected.  Linear regression analysis showed that the use of supervision leadership 

style was found significant (R
2 =

 0.48) at p≤ 0.05 significance level. The findings of the effect of 

the supervision leadership style of heads on teachers' self-efficacy were significantly predicting 

the dependent variable (β =0.69, F=495.18, p=0.000).  

Supervision Leadership Style of Heads and Teachers‟ Commitment 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.427) existed between supervision leadership style of heads and teachers‟ commitment of 

teachers at p≤0.05 significance level at secondary school level. As there was a significant 

relationship between heads' supervision leadership style and commitment of secondary school 

teachers, therefore, the null hypothesis rejected.  Linear regression analysis showed that the use 

of supervision leadership style was found significant (R
2 =

 0.18) at p≤ 0.05 significance level. 

The findings of the effect of the supervision leadership style of heads on teachers' commitment 

were significantly predicting the dependent variable (β =0.42, F=119.72, p=0.000).  

Supervision leadership style of heads and teachers‟ Motivation 

 Pearson correlation indicated that there was a significant weak correlation (r=0.332) 

existed between supervision leadership style of heads and teachers‟ motivation at p≤0.05 level of 
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significance. As there was a significant relationship between the supervision leadership style of 

the head and motivation of the secondary school teachers, therefore, the null hypothesis rejected. 

Linear regression analysis showed that the use of supervision leadership style had a significant 

value with (R
2 =

 0.11) at p≤0.05 significance level. The findings of the effect of the supervision 

leadership style of heads on teachers' motivation were not significantly predicting the dependent 

variable (β =0.33, F=66.20, p=0.000).  
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Null Hypothesis 3 

H03: There is no significant relationship among support leadership style of head and  

 teachers' self-efficacy, commitment, and motivation 

Support Leadership Style of Heads and Teachers‟ Self-Efficacy  

Pearson correlation value showed that there was a significant strong positive correlation 

(r=0.83) present between heads‟ support leadership style and teachers‟ self-efficacy of teachers 

at p≤0.05 level of significance. As there was a significant relationship between heads' support 

leadership style and self-efficacy of secondary school teachers, therefore, the null hypothesis 

rejected. Linear regression analysis showed that the use of supportive leadership style had a 

significant value (R
2 =

 0.696) at p≤0.05 significance level. Findings of the effect of the support 

leadership style of heads on teachers' self-efficacy were significantly predicting the dependent 

variable (β =0.83, F=1225.51, p=0.000).  

Support Leadership Style of Heads and Teachers‟ Commitment 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.424) existed between support leadership style of head and teachers‟ commitment of teachers 

at p≤0.05 level of significance. As there was a significant relationship between the support 

leadership style of the head and commitment of the secondary school teachers, therefore, the null 

hypothesis rejected. Linear regression analysis showed that the use of support leadership style 

had a significant value with (R
2 =

 0.18) at p≤0.05 significance level. The findings of the effect of 

the support leadership style of heads on teachers' commitment were significantly predicting the 

dependent variable (β =0.424, F=117.78, p=0.000).  

Support Leadership Style of Heads and Teachers‟ Motivation 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.49) existed between support leadership style of head and motivation of teachers at p≤0.05 
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level of significance. As there was a significant relationship between the support leadership style 

of head and motivation of secondary school teachers, therefore, the null hypothesis rejected. 

Linear regression analysis showed that the use of support leadership style had a significant value 

with (R
2 =

 0.24) at p≤0.05 significance level. The findings of the effect of the support leadership 

style of heads on teachers' motivation were significantly predicting the dependent variable (β 

=0.493, F=171.68, p=0.000).  

Null Hypothesis 4 

H04: There is no significant relationship among the participative decision-making style of  

 heads and teachers' self-efficacy, commitment, and motivation 

Participative Decision Making Leadership Style of Heads and Teachers‟ Self-Efficacy  

Pearson correlation value showed that there was a significant strong positive correlation 

(r=0.68) present between participative decision-making style of heads and self-efficacy of 

teachers at p≤0.05 level of significance. As there was a significant relationship between 

participative decision-making leadership style of head and self-efficacy of the secondary school 

teachers, therefore, the null hypothesis rejected. Linear regression analysis showed that the use of 

participative decision-making leadership style had a significant value (R
2 =

 0.47) at p≤0.05 

significance level. The findings of the effect of the participative leadership style of heads on 

teachers' self-efficacy were significantly predicting the dependent variable (β =0.68, F=482.94, 

p=0.000).  

Participative Decision Making Leadership style of Heads and Teachers‟ Commitment  

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.38) existed between participative decision-making style of heads and commitment of 

teachers at p≤0.05 level of significance. As there was a significant relationship between 

participative decision-making leadership style of head and commitment of the secondary school 
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teachers, therefore, the null hypothesis rejected. Linear regression analysis showed that the use of 

participative leadership style had significant value with (R
2 =

 0.14) at p≤0.05 significance level. 

The findings of the effect of the participative leadership style of heads on teachers' commitment 

were significantly predicting the dependent variable (β =0.38, F=92.26, p=0.000).  

Participative Decision Making Leadership Style of Heads and Teachers‟ Motivation 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.39) existed between participative decision-making style of heads and motivation of teachers 

at p≤0.05 level of significance. As there was a significant relationship between participative 

decision-making leadership style of head and commitment of the secondary school teachers, 

therefore, the null hypothesis rejected. Linear regression analysis showed that the use of 

participative leadership style had significant value with (R
2 =

 0.15) at p≤0.05 significance level. 

The findings of the effect of the participative leadership style of heads on teachers' motivation 

were significantly predicting the dependent variable (β =0.39, F=97.10, p=0.000).  

Null Hypothesis 5 

H05: There is no significant relationship between distributed leadership style of head and  

          teachers' self-efficacy, commitment, and motivation. 

Distributed Leadership Style of Heads and Teachers‟ Self-Efficacy 

Pearson correlation had shown that there was a significant strong positive correlation 

(r=0.84) present between distributed leadership style of head and self-efficacy of teachers at 

p≤0.05 significance level. As there was a significant relationship between distributed leadership 

style of the head and the self-efficacy of the secondary school teachers, therefore, the null 

hypothesis rejected. Linear regression analysis showed that the use of distributed leadership style 
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had a significant value with (R
2 =

 0.70) at p≤0.05 significance level. The findings of the effect of 

the distributed leadership style of heads on teachers' self-efficacy were significantly predicting 

the dependent variable (β =0.84, F=1279.80, p=0.000).  

Distributed Leadership Style of Heads and Teachers‟ Commitment 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.47) existed between heads‟ distributed leadership style and commitment of teachers at 

p≤0.05 level of significance. As there was a significant relationship between distributed 

leadership style of the head and the commitment of the secondary school teachers, therefore, the 

null hypothesis rejected. Linear regression analysis showed that the use of distributed leadership 

style had significant value with (R
2 =

 0.22) at p≤0.05 significance level. The findings of the effect 

of the distributed leadership style of heads on teachers' commitment were significantly predicting 

the dependent variable (β =0.47, F=157.03, p=0.000).  

Distributed Leadership Style of Heads and Teachers‟ Motivation 

Pearson correlation indicated that there was a significant moderate positive correlation 

(r=0.47) existed between distributed leadership style of head and motivation of teachers at 

p≤0.05 level of significance. As there was a significant relationship between distributed 

leadership style of the head and the motivation of the secondary school teachers, therefore, the 

null hypothesis rejected. Linear regression analysis showed that the use of distributed leadership 

style had a significant value with (R
2 =

 0.22) at p≤0.05 significance level. The findings of the 

effect of the distributed leadership style of heads on teachers' motivation were significantly 

predicting the dependent variable (β =0.47, F=157.01, p=0.000).  

 



205 
 

Research Question 8 

Is there a difference in terms of their qualification for the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

Difference between Distributed Leadership Style of Head and teachers‟ Self-efficacy in terms of 

their qualification 

One-way ANOVA regarding distributed leadership style of head and teachers‟ self-

efficacy in terms of their qualification at secondary school level displayed the significant 

difference at p≤0.05 significance level was found between distributed leadership style of head 

and teachers‟ self-efficacy.  

A post hoc test (HSD) was used to see the mean difference between different 

qualification groups of teachers. It was observed that the mean score of teachers with 

qualifications (MA/MSc) was different significantly in comparison with the mean score of 

teachers with qualification group (Ph.D.). Mean score values with qualification group 

(M.Phil./MS) was different significantly in comparison to qualification (Ph.D.).  

Difference between Distributed Leadership Style of Head and Teachers‟ Commitment in Terms 

of their Qualification 

One-way ANOVA regarding distributed leadership style of head and teachers‟ 

commitment in terms of their qualification indicated that there was a significant difference 

between distributed leadership style of head and teachers‟ commitment at p≤0.05 significance 

level. 
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A post hoc test (HSD) was used to see mean differences between different qualification 

groups of teachers. The mean score of teachers with qualifications (Ph.D.) was different 

significantly in comparison to the mean score of teachers with qualification group (BA/BSc.). 

Mean scores having qualification group (MA/MSc.) was different significantly in comparison to 

the qualification (Ph.D.). Mean scores with qualification group (M.Phil./MS) were different 

significantly in comparison to the qualification (Ph.D.)  

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Qualification 

One-way ANOVA regarding distributed leadership style of head and teachers' motivation 

in terms of their qualification indicated that there was a significant difference between 

distributed leadership style of head and teachers' motivation in terms of their qualification at 

p≤0.05 significance level.  

A post hoc test (HSD) was used to see mean differences between different qualification 

groups of teachers. The mean scores of the teachers with qualifications (BA/BSc) were 

significantly different as compared to the mean score of teachers with qualification groups 

(MA/MSc and MPhil). Mean scores having qualification group (MA/MSc/BS Hons) was 

significantly different as compared to the qualification (BA/BSc and Ph.D.). Mean scores having 

qualification group (MPhil/MS) was significantly different as compared to the qualification 

(BA/BSc and Ph.D.).  
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Difference between Distributed Leadership Styles in terms of their Qualification 

A post hoc test (HSD) was used to see mean differences in different qualification groups 

of teachers. The mean scores of teachers with different qualifications (BA/BSc, MA/MSc, 

MPhil, and Ph.D.) were different significantly for the four distributed leadership styles. 

Research Question 9 

Is there any difference in terms of their experience with the distributed leadership style of 

head and teachers' self-efficacy, commitment, and motivation? 

Difference between distributed leadership style of head and teachers‟ self-efficacy in terms of 

their experience 

One-way ANOVA regarding distributed leadership style of head and teachers‟ self-

efficacy in terms of their experience at secondary school level displayed that there was a 

significant difference at p≤0.05 significance level. 

A post hoc test (HSD) was used to see mean differences in different experience groups of 

teachers. The mean score of teachers with experience (1-10year) was different significantly in 

comparison to the mean score of teachers with experience group (11-20 years). Mean scores 

having experience group (11-20year) was different significantly in comparison to experience (1-

10year and 21-30year. The mean score with the experience group (21-30 years) was different 

significantly in comparison to experience (11-20year and 31-40year). Mean scores having 

experience group (31-40year) was significantly different as compared to the experience (21-

30year).  
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Difference between Distributed Leadership Style of Head and Teachers‟ Commitment in terms of 

their Experience 

One-way ANOVA regarding distributed leadership style of head and teachers‟ 

commitment in terms of experience indicated that there was a significant difference between 

distributed leadership style of head and teachers' commitment in terms of their experience at 

p≤0.05 significance level. 

A post hoc test (HSD) was used to see mean differences in different experience groups of 

teachers. The mean scores of teachers having experience (1-10years) was different significantly 

in comparison to the mean score of teachers with experience groups (11-20years, 31-40years, 

and 41years and above). The mean score with the experience group (11-20 years) was different 

significantly in comparison to experience (1-10years). The mean score with the experience group 

(31-40 years) was different significantly in comparison to experience (1-10years). The mean 

score with the experience group (41years and above) was different significantly in comparison to 

the experience (1-10years).  

Difference between Distributed Leadership Style of Head and Teachers‟ Motivation in terms of 

their Experience 

One-way ANOVA regarding distributed leadership style of head and teachers' motivation 

in terms of their experience indicated that there was a significant difference between distributed 

leadership style of head and teachers' motivation in terms of their experience at p≤0.05 

significance level. 

A post hoc test (HSD) was used to see mean differences in a different experienced group 

of teachers. The mean score of teachers having experience (6-10years) was different significantly 
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in comparison to the mean score of teachers having experience group (11-20years). The mean 

score having experience group (11-20 years) was different significantly in comparison to 

experience (6-10year and 21-30year). Mean scores having experience group (21-30years) was 

different significantly in comparison to experience (11-20years).  

Difference between Distributed Leadership Styles in terms of their Experience 

A post hoc test (HSD) was used to see mean differences in different experience groups of 

teachers. The mean score of teachers having different experiences (1-10years, 11-20years, 21-

30years, 31-40years, and 41years and above) was different significantly for the four distributed 

leadership styles.  

Research Question 10 

 Is there a relationship between distributed leadership style of the head and teachers' self-

efficacy, commitment, and motivation in terms of their experience in the opinion of heads? 

Interviews of Heads of Secondary Schools 

Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment, Self-

efficacy and Motivation 

Team Leadership Style of Head 

1. Would you please introduce your school (any distinction in results) in brief? 

The majority of headteachers have a very good vision for the school. Some schools have 

astonishing results like (100%). The heads involve teachers and students in curricular and 

extracurricular activities. 
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2. May you share with me that how you consult teachers in assigning duties/making 

committees of the teachers in school? May you give me a few examples (in school 

activities, teaching, curricular, co-curricular)? 

The majority of heads said that firstly they consult In-charge committees and senior 

teachers and then call a meeting. They select appropriate teachers with relevant qualifications 

and experience. Heads also observe the abilities of the teachers their motivational level. Heads 

consult the teachers of all levels primary, middle, and high (secondary) levels, and then assign 

duties. They said they try to involve all teachers. 

3. In your opinion what are key qualities in a teacher you select for assigning 

responsibilities in school (like relevant experience, qualification, competencies, etc.)? 

The majority of heads said that senior teachers play part in dealing with parents. Sometimes 

teachers with more dedication are allocated tasks and sometimes not dedicated. Committees are 

formulated for better performance in work in consultation with the in-charge teachers. In 

assigning duties to teachers‟ ability, experience, and interest of the teachers were observed like in 

games interested teachers are involved. Those teachers were involved who can give time, their 

commitment, capability, and relevant education also matter.  

Supervision Leadership Style of Head 

4. May you share with me please that how is your experience related to the assessment 

of teachers, staff, and students in their work (like PERs, results, etc.)?  

Following findings are drawn from the heads interviews about this question; 

The majority of the heads said that the political pressure is influenced by the assessment 

of teachers; heads said that assessment is performance-oriented like in morning assembly and 
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different curricular and extracurricular activities. The important way of assessment of 

teachers is their annual results. Heads said that assessment is a difficult task because there are 

many things to consider like results, knowledge, teaching, and discipline.  

Support Leadership Style of Head  

5. Would you like to share with me about the opportunities available for your 

teachers' professional development (like higher qualification, training courses, etc.)? 

How many teachers avail of those opportunities? 

The majority of heads said that we motivate my teachers for higher qualification, our 

teachers studied M.Ed. and others have studied M.Phil. Some teachers are studying MPhil math, 

Education and Urdu. The majority of the teachers are in regular pursuit of higher education. 

Department is conducting training of the staff and the heads. In Punjab, there is a training of 

heads to face challenges.  

Participative Decision Making Leadership Style of Head  

6. May you share with me please that in which way you involve teachers in decision-

making about school matters? 

Following findings were drawn from the heads about participative leadership style. The majority 

of the heads said we conduct meetings of all staff, when all teachers agreed on the decision then 

we take a decision. We try to make decisions through our teachers, we consult the teachers who 

have experience.  All teachers are involved in decision-making democratically. Relevant teachers 

are involved in activities like science teachers for science and English teachers for English 

subjects. 
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Relationship between Distributed Leadership Style of Head and Teachers‟ Self-efficacy  

7. May you share with me that if the teachers independent in making decisions about 

their instructional delivery (e.g., pedagogy, A.V. aids)? 

Following findings are drawn for the relationship between distributed leadership Style of 

head and Teachers' self-efficacy;  

The majority of heads said that the teachers who were teaching well are appreciated in 

morning assembly, school council meeting, general body committee, shared cup of tea in 

prestigious meetings. We involve the in-charge head for teamwork, and then who was more 

devoted. AV aids are provided by the school. Teachers can work with those. Even we have a 

fund for AV aids. Lab work is done with the demonstration method. In arts lecture method is 

used. The projector is also available for classes. Teachers are independent. The way teacher can 

convey in better he can select.  

8. May you share with me that how the teachers give suggestions to take initiatives in 

resolving school problems? 

Following findings are displayed in the above interviews of heads. The majority of heads 

said that local teachers were very cooperative especially in the problems related to water and 

electricity, and parents were handled by the senior teachers. We rarely use the authoritarian style. 

The whole staff was results-oriented. They are independent in their work. We altogether solve 

the problems. We consult all teachers. They were so much determined. Only a few teachers were 

involved to solve school problems.  

Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment 
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9. Would you like to share with me that how is your experience with teachers who are 

working in the school (like efficiently or with commitment (reasons))? 

The majority of Heads said that only a few teachers are committed to their work others are 

not. The parents do not care about the education of their children. At the start, the parents were 

not sending their kids to the school but now due to the commitment of our staff parents were 

sending their children to school. Head said that there were different types of teachers, some 

teachers were very committed, and they take care of the discipline of students and enrolment. 

Heads said that, the govt. schools have subject teachers like physical education, English teachers. 

Heads said that all teachers were committed cooperative. They perform duties in admission and 

maintaining discipline. 

10. What is your opinion to what extent your teachers take care of school results? 

The majority of Heads said about the commitment of teachers that teachers care of the 

results. Therefore the results improved. Some teachers have more responsibility some were free. 

The 5th and 10th class results were published on the walls of the school for parents and society. 

They work hard, especially the teachers of 9th and 10th to get better results. The other teachers 

also work hard for the other classes. All teachers fully take care of exams. There is a competition 

of teachers for better results. They said that teachers take increment and promotion on results. If 

the results were not up to the mark their promotion is dropped. PER is written according to the 

results. Head and teachers are at risk. Teachers and heads are very conscious of their results. The 

teachers of 9th and 10th teachers are very much committed. Primary and elementary teachers are 

not devoted so, we become strict and call explanations of them. They are less committed. 

11. Would you like to share with me what are your criteria for the selection of a teacher 

for better results?  
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The majority of Heads said that the timetable committee for primary, middle and high 

(secondary) levels decides the teacher selection. They said that there are no criteria. Physics and 

math are allocated to the relevant teachers. But where I have an option, I select the more devoted, 

knowledgeable, and skilled teachers for classes. The teachers of the 2nd and 3rd classes are more 

obedient and complete the assigned tasks.  I also see the interest of the teachers. They said that 

the relevant teachers of math, science, and arts are selected for relevant books. They said that 

experience of the teacher is observed. Then command on the subject is observed. We have 

subject specialists for Urdu, English, Physics, and chemistry. The reliable teachers are allocated 

the important classes. Their results are good and they are committed. 

Relationship between Distributed Leadership Style of Head and Teachers‟ Motivation 

12. Could you identify what type of reactions the teachers show to learn new skills? 

What is the teacher's attitude regarding learning new skills? 

The majority of heads said that the teachers who have university and college education give 

better feedback on new skills than the others who only studied privately. They even cannot 

understand new things. They said that in general body meeting teachers were of different caliber 

and experience. They go to workshops and learn new things from there. They said that for 

change there was always a resistance but further they adopt it. At the start, they do not have an 

attitude to accept new things. They said that the teachers learn actively even they inspire others. 

Teachers also share new skills. But the headteacher is acceptable to new skills. Senior teachers 

are not ready to learn new skills. They said that the science teachers are interested but other 

teachers do not take interest. 
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13. May you share with me that what is the response of teachers for challenging tasks? 

      The majority of heads said that three to four specific teachers give better responses on 

challenging tasks others do not respond to. They said that the new untrained teachers were more 

ambitious and welcome challenging tasks but with time they are more occupied with duties 

therefore, their motivation level becomes less. There are very few challenging conditions. One to 

two senior teachers participate in these conditions. Mostly avoid from such conditions. This is a 

tough task but I convince the all teachers. They said that some teachers do not give a response, 

some hesitate and some take it as their duty. They are the assets of the school. Some were social 

to the people. They only work in a boring way, not by their interest. They said that some teachers 

give respond to these tasks others feel fear. But, when I say that I am with you, they start 

working. So, they become motivated. 

14. May you share with me if the teachers prefer easy tasks than tough ones? 

The majority of heads said that it varies from teacher to teacher. Some teachers were ready 

for tough tasks. Some keep away from such tasks e.g., the teachers who had master's degrees 

were always ready for such tasks but their number is less. So they were more motivated. Most 

teachers prefer easy tasks. Most teachers want to go to teach 1
st
 to 3

rd
 class. The class 5th class 

was avoided. The SSTs were bound for the secondary classes. They take these classes to show 

good results and win the parents' and students' happiness. They take responsibility in the 

meeting. So, they were more motivated than others. When the tasks were innovative they were 

attracted. Otherwise, they do not work. So, interesting and creative tasks also motivate the 

teachers. We divide the work and can perform it easily. They feel tension and depression in 

tough tasks. 
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15. May you share with me that how do you encourage/ motivate the teachers? Like 

encouraging the teachers or providing incentives in form of a certificate of 

achievement, words of appreciation, good remarks?  

The majority of heads said that certificates and functions are arranged in October after 

9th and 10th result to appreciate the relevant teachers. Further, we have shields for them and 

clapping for them in morning prayers. They are recognized for their works. We share the 

achievements of my staff with others. I give certificates for distinction in results. I also 

encourage the teachers in meetings.  Values were important; even we give tea for wearing a good 

shirt. We distribute certificates from the high authorities at the end of the year. They said that my 

method to encourage teachers is to invite the personalities like MPAs, CEO, and other authorities 

in the annual ceremony and present shields, prizes for discipline, co-curricular activities even for 

well dressing.  

16. May you share with me how do you interact / help/cooperate with other teachers, 

students, and parents? 

The majority of heads said that for students I take the class when their teacher was absent and 

solve their problems. Sometimes parents were called to come to the school to solve the problems 

of students. They said that we interact with parents of students through school councils, 

admission campaigns, school mosques, and co-curricular activities. They said that mostly the 

parents were not participating in the activities. Particularly the teachers of classes 5th, 8th and 

9th call parents but they did not come. My staff was very much cooperative. We even go to the 

imam masjid in a mosque and request him to motivate the parents for the education of their 

children. They said that we call parents meeting in a month for admission and make them 

satisfied. They said that we always listen to all students, teachers, and parents. For counseling, 
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the emotions of the students were observed. Sometimes parents were misguided, and then 

parents listened with care. Then we motivate the parents. Senior teachers were involved in this 

process. Students who do not show good results were shared with parents. Some teachers do 

part-time jobs, but they were much motivated and cooperative. They have positive cooperation 

with each other. Some teachers actively perform some do not but all are equally treated. I 

appreciate the good teachers and discourage those who are not performing well.  

Conclusions  

Following were the conclusions of the study; 

1. Teachers‟ perceptions about team leadership style showed that leadership team members 

of the school have a clear vision of school at the secondary school level. So, heads were 

also using the team leadership style. 

2. Teachers‟ perceptions about supervision leadership style showed that along with the 

assessment of students and teachers the heads also assess the nonteaching staff members. 

So, heads were also using the supervision leadership style. 

3. Teachers‟ perceptions about support leadership style showed that the heads were 

available for their teachers to help them. So, heads were also using support leadership 

style. 

4. Teachers‟ perceptions about participative decision-making leadership style showed that 

the head professionally treats them and the head involves us in decision making. So, 

heads were also using participative leadership style. 

5. Teachers‟ perceptions about self-efficacy showed that teachers make decisions on their 

own to select pedagogy, AV aids, etc. It is concluded that the teachers were independent 
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in a selection of methods and material for teaching. They have a higher level of self-

efficacy. 

6. Teachers‟ perceptions about commitment showed that the teachers care for the outcomes 

and results of the school. It is concluded that the teachers feel their responsibility in 

performing a job. They had a higher level of commitment. 

7. Teachers‟ perceptions about motivations showed that they were motivated to take 

responsibility. The teachers make efforts to work on the tasks excellently. It is concluded 

that the teachers are hardworking for the tasks they are allocated. They have a higher 

level of motivation. 

8. Teachers‟ perceptions about different leadership styles in terms of their qualification 

showed that teachers with different qualifications of BA/B.Sc., MA/MSc/BS Hons., 

M.Phil. and Ph.D. agreed more for team leadership style and supportive and less for 

participative leadership style.  

9. Teachers‟ perceptions about different leadership styles in terms of their experience 

showed that teachers with different experiences agreed more for team leadership style 

and supportive leadership style and less for participative leadership style. 

10. There was significance moderate positive correlation existed between team leadership 

style of head and self-efficacy of teachers. Linear regression analysis showed that the 

team leadership style of heads affected teachers' self-efficacy.  

11. There was significance moderate positive correlation existed between team leadership 

style of head and commitment of teachers. Linear regression analysis showed that the 

team leadership style of heads affected teachers' commitment.  
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12. There was a significant weak correlation existed between team leadership style of head 

and motivation of teachers. Linear regression analyses showed that the team leadership 

style of heads does not affect teachers' motivation.  

13. There was significance strong positive correlation existed between the supervision 

leadership style of heads and teachers' self-efficacy. Linear regression analysis showed 

that the supervision leadership style of heads affected teachers' self-efficacy.  

14. There was significance moderate positive correlation existed between supervision 

leadership style of heads and teachers‟ commitment of teachers. Linear regression 

analysis showed that the supervision leadership style of heads affected teachers' 

commitment.  

15. There was a significant weak correlation existed between the supervision leadership style 

of heads and teachers' motivation. Linear regression analysis showed that the supervision 

leadership style of heads had little effect on teachers‟ motivation.  

16. There was a significant strong positive correlation between heads‟ support leadership 

style and teachers‟ self-efficacy of teachers. Linear regression analysis showed that the 

supportive leadership style of heads had a strong effect on teachers‟ self-efficacy.  

17. There was a significant moderate positive correlation existed between the support 

leadership style of the head and teachers' commitment of teachers. Linear regression 

analysis showed that the supportive leadership style of heads had a medium effect on 

teachers‟ commitment.  

18. There was significance moderate positive correlation existed between support leadership 

style of head and motivation of teachers. Linear regression analysis showed that the 

supportive leadership style of heads had a medium effect on teachers‟ motivation.  
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19. There was significance strong positive correlation existed between the participative 

decision-making style of heads and the self-efficacy of teachers. Linear regression 

analysis showed that the participative leadership style of heads had more effect on 

teachers‟ self-efficacy.  

20. There was significance moderate positive correlation existed between participative 

decision-making style of heads and commitment of teachers. Linear regression analysis 

showed that the participative leadership style of heads had a medium effect on teachers‟ 

commitment.  

21. There was a significant moderate positive correlation existed between the participative 

decision-making style of heads and the motivation of teachers. Linear regression analysis 

showed that the participative leadership style of heads had a medium effect on teachers‟ 

motivation.  

22. There was a significant strong positive correlation existed in the distributed leadership 

style of head and teachers‟ self-efficacy. Linear regression analysis shows that distributed 

leadership style of heads had more effect on teachers‟ self-efficacy.  

23. There was significance moderate positive correlation existed between distributed 

leadership style of head and commitment of teachers. Linear regression analysis showed 

that distributed leadership style of heads had a medium effect on teachers‟ commitment. 

24. There was significance moderate positive correlation existed between distributed 

leadership style of head and motivation of teachers. Linear regression analysis showed 

that distributed leadership style of heads had a medium effect on teachers‟ motivation.  

25. Results regarding distributed leadership style of heads and teachers' self-efficacy in terms 

of their qualification showed that the teachers with different qualifications 
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(BS/MA/M.Phil. /Ph. D) had a difference of opinions regarding distributed leadership 

style of heads and teachers‟ self-efficacy at secondary school level. The post hoc (HSD) 

test showed that different qualification groups of teachers that teachers with 

qualifications (MA/MSc/M.Phil.) were thinking differently about distributed leadership 

style and self-efficacy in comparison to teachers with qualifications (Ph.D.). 

26. Results showed that distributed leadership style of heads and teachers' commitment in 

terms of their qualification teachers with different qualifications (BS/MA/M.Phil. /Ph. D) 

has differences of opinions regarding distributed leadership style of heads and teachers' 

commitment at secondary school level. Post hoc Tukey (HSD) test showed that teachers 

having qualifications (BA/B.Sc. /MA/MSc/M.Phil.) think differently about distributed 

leadership style and teachers‟ commitment in comparison to the teachers with 

qualifications (Ph.D.). 

27. Results showed that teachers with different qualifications (BS/MA/M.Phil./ Ph. D) have 

differences of opinions regarding distributed leadership style of heads and teachers‟ 

motivation at the secondary school level. Post hoc Tukey (HSD) test showed a mean 

difference between different qualification groups of teachers having qualification (Ph.D.) 

think differently about distributed leadership style and motivation as compared to the 

teachers with qualification (MA/MSc/BS Hons and M.Phil./MS). 

28. Post hoc test Tukey (HSD) showed that teachers who have qualifications (BA/BSc, 

MA/MSc, MPhil, and Ph.D.) think differently about distributed leadership styles (team 

leadership style, supervision leadership style, support leadership style, and participative 

decision making leadership style). 
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29. Results showed that the teachers with different experiences have differences of opinions 

regarding distributed leadership style of heads and teachers' self-efficacy at the secondary 

level. Post hoc Tukey (HSD) test displayed that teachers with experience (31-40years) 

think differently about distributed leadership style and self-efficacy as compared to the 

teachers with experience (21-30years). 

30. Results showed that the teachers with different experiences have differences of opinions 

regarding distributed leadership style of heads and teachers' commitment at the secondary 

level. Post hoc Tukey test (HSD) displayed that teachers who have experience (1-

10years) think differently about distributed leadership style and commitment as compared 

to the teachers having experience group (11-20years, 31-40years, and 41years and 

above). The teachers having experience (11-20years) think differently about distributed 

leadership style and teachers‟ commitment in comparison to the teachers with experience 

(1-10years). The teachers having experience (31-40years) think differently about the 

distributed leadership style of head and commitment in comparison to the teachers with 

experience (1-10years) that teachers having experience (41years and above) think 

differently about distributed leadership style and commitment in comparison to the 

teachers with experience (1-10years). 

31. Results showed that the teachers with different experiences have differences of opinions 

regarding distributed leadership style of heads and teachers' motivation level. Post hoc 

Tukey (HSD) test displayed that the teachers who have experience (11-20years) think 

differently about distributed leadership style and motivation as compared to the teachers 

having experience group (21-30years). The teachers having experience (11-20years) 

think differently about distributed leadership style and motivation as compared to the 
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teachers with experience (11-20years and 31-40years). The teachers having experience 

(31-40years) think differently about distributed leadership style and motivation as 

compared to the teachers with experience (21-30years). 

32. Post hoc Tukey (HSD) test showed that teachers who have experiences (1-10years, 11-

20years, 21-30years, 31-40years and 41years and above) think differently about 

distributed leadership styles (team leadership style, supervision leadership style, support 

leadership style, and participative decision making leadership style). It is concluded that 

the teachers with more experience and qualification show that more team leadership and 

support leadership style is used than the other styles and self-efficacy and commitment 

were more affected than the motivation of teachers by these styles.  

Conclusions from Interviews 

Interviews of Heads of Secondary Schools 

Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment, 

Self-efficacy and Motivation 

Team Leadership Style of Head 

1. Headteachers had a very good vision for the school. Some schools had astonishing results 

like (100%). The heads involved teachers and students in curricular and extracurricular 

activities. 

2. Heads firstly consulted in charge committees and senior teachers and then call a meeting. 

They selected appropriate teachers with relevant qualifications and experience. Heads 

consulted the teachers of all levels primary, middle, and secondary level, and then assign 

duties.  
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3. The majority of heads said that senior teachers play part in dealing with parents. 

Sometimes teachers with more dedication were allocated tasks. Committees were 

formulated for better performance in work in consultation with the in-charge committees.  

Supervision Leadership Style of Head 

4. Political pressure was influenced on the assessment of teachers; heads said that 

assessment was performance-oriented like participation in morning assembly, and 

different curricular and extracurricular activities. The important way of assessment of 

teachers was their annual results. 

Support Leadership Style of Head  

5. Heads motivated teachers for higher qualification and training, our teachers studied 

M.Ed. and others had studied M.Phil. Math, Education, and Urdu. School Education 

Department was conducting training of the staff and heads. In Punjab, there was also 

separate training of heads to face challenges.  

Participative Decision Making Leadership Style of Head  

6. Heads conduct meetings of all staff, when all teachers agreed on the decision then they 

take a decision. They try to make decisions through teachers; they consult the teachers 

who have experience. All teachers were involved in decision-making democratically. 

Relevant teachers were involved in activities like science teachers for science and English 

teachers for English subjects. 

Relationship between Distributed Leadership Style of Head and Teachers‟ Self-efficacy  

7. Teachers who were teaching well were appreciated in morning assembly, school council 

meeting, general body committee, shared cup of tea in prestigious meetings. Heads 
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involved the in-charge head for teamwork, and then who was more devoted. AV aids 

were provided by the school. Teachers could work with those. Even schools had funds for 

AV aids. Lab work was done with the demonstration method. In arts, the lecture method 

was used. The projector was also available for classes.  

8. Local teachers were very cooperative especially in the problems related to water and 

electricity, and parents are handled by the senior teachers. Heads and teachers altogether 

solved the problems.  

Relationship between Distributed Leadership Style of Head and Teachers‟ Commitment 

9. There were different types of teachers, some teachers were very committed, and they take 

care of the discipline of students and enrolment. All teachers were committed all were 

cooperative. Teachers perform duties in admission and maintaining discipline. 

10. Teachers care about the results. Therefore the results of schools were improved. Some 

teachers had more responsibility some were free. The 5
th

, 9
th

, and 10
th

 class results were 

published on the walls of the school for parents and society. They worked hard, 

especially the teachers of 9th and 10th to get better results. There was a competition of 

teachers for better results. Heads said that teachers take increment and promotion on 

results. PER was written according to the results. Teachers and heads were very 

conscious of their results. Primary and elementary teachers were not devoted so, heads 

become strict and call explanations of them because they were less committed. 

11. Some heads made timetable committees for primary, middle, and high (secondary) level, 

those committees decide the teacher selection for allocation of subjects. There were no 

criteria. Physics and math were allocated to the relevant teachers. More devoted, 

knowledgeable, and skilled teachers were selected for result-oriented classes. 
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Relationship between Distributed Leadership Style of Head and Teachers‟ Motivation 

12. The teachers who had university and college education give better feedback on new skills 

than the others who only studied privately. They even could understand the new things. 

They went to workshops and learn new things from there. They said that for change there 

was always a resistance but further they adopt it.  

13. New untrained teachers were more motivated and welcome challenges but with time, 

they were more occupied with duties therefore, their motivation level become down. 

There were very few challenging conditions. Only senior teachers participate in these 

conditions. Most teachers avoided such conditions.  

14. Some teachers were ready for tough tasks and more motivated. Some kept away from 

such tasks e.g., the teachers who had master's degrees were always ready for such tasks 

but their number was less. So, they were more motivated. Most teachers prefer easy tasks. 

In the primary section, most teachers wanted to go to teach 1
st
 to 3

rd
 class. The class 5th 

class was avoided. Because there was a requirement to show better results in the 5
th

 class. 

15. Certificates and functions were arranged in October after the 9
th

 and 10
th

 results to 

appreciate the relevant teachers. Further shields were distributed to the relevant teachers. 

Certificates were distributed from the authorities like CEO, DEOs, MPAs, and other 

authorities in the annual ceremony and presented shields, prizes for discipline, co-

curricular activities even for well dressing at the end of the year. 

16. Sometimes parents were called to come to the school to solve the problems of students. 

Heads interacted with parents of students through school councils, admission campaigns, 

school mosques, and co-curricular activities. Mostly the parents were not participating in 

the activities. Particularly the teachers of classes 5th, 8th and 9th call parents but they did 
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not come. Then they motivated the parents. Senior teachers were involved in this process. 

Students, who did not show good results, were asked to take their parents to school. Some 

teachers actively perform their duties some do not but all were equally treated. 

Discussion  

Distributes leadership is much more than only distributing responsibilities to different 

staff members in the school. The four styles of distributed leadership: team leadership, 

supervision leadership, support leadership, and participative decision-making leadership were 

discussed in this study about self-efficacy, commitment, and motivation. This study has focused 

on teachers‟ perceptions about different leadership styles. Conferring to the teachers, a leadership 

team is a relatively organized group of people with shared and clear goals. Consequently, 

regarding the views of the teachers on joint activities of the leadership team, the results showed 

that the leadership team was working moderately in a cooperative way. The school heads used 

various leadership styles for delegation of responsibilities to teachers in certain conditions 

(Spillane, 2006; Gronn, 2000). 

This study has shown that teachers‟ supervision is a function of leadership with the 

highest centralization, but the support of teachers is distributed more in members/teachers of the 

leadership team. It confirms findings of Leithwood et al. (2007), Spillane (2006), Heller and 

Firestone (1995), who recommended that to whom leadership is being distributed, depends on 

activities and functions. The results showed that the teachers believed that they can moderately 

participate in decision making, this is also similar to a study conducted by Bogler and Somech 

(2004).  

Self-efficacy is the factor that affects the psychological and moral level of every teacher. 

Stewart (2012) said that when teachers perform the role of leaders it increases their self-efficacy 



228 
 

and it also affects their performance in the classroom and increases students learning. 

Distributive leadership styles display ways for teachers for implementing transformative 

leadership in schools. Muijs and Harriis (2006) said that when teachers when playing the role of 

leaders it affects the improvement process in schools and also affects students' achievements and 

results. Helterbran (2010) stated that the teachers having experience of leadership roles also can 

make decisions for a better classroom which improve the students' results. This study coincides 

with the previous researches that team leadership affects the self-efficacy of the teachers in a 

moderately positive way. The teachers felt more confident and valued in their duties they 

perform their duties independently and confidently and can build a better environment for 

students learning. But they are not free to decide on the administrative type of decisions in 

schools. A strong relationship was identified between team leadership style and participative 

decision making, with self-efficacy. Teachers‟ self-efficacy can be enhanced by distributive 

leadership by building school settings such as teamwork, participatory decision making, teacher 

cooperation, and a reliable and open environment (Farahbakhs & Rasouli, 2019). Sun and Xia 

(2018) establish that styles of leadership that improve employees‟ relationships and engagement 

show an important role in increasing employee self-efficacy and empowerment. Unterrainer et al. 

(2017) determined that self-efficacy for a job can be affected by the style of distributed 

leadership. 

The results of the study showed that the teachers felt committed to the schools, it verifies 

findings specified by Nguni et al. (2006) and Tsui and Cheng (1999). They establish that the 

teachers of Tanzania and Hong Kong, respectively, reported that they were committed to their 

schools. The moderate correlation between participative decision-making and commitment, 

suggests that the teachers are more committed to their schools at a time when they are more 
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involved in the decision-making process. These findings are similar to past studies (Hulpia et al. 

2009b; Hulpia & Devos 2009; Firestone & Pennell 1993). The correlation value shows that there 

is a moderate relationship between commitment and team leadership. There was also a moderate 

relation between supervision leadership style and commitment. These findings are supported by 

Hulpia et al. (2009b), who suggested that teachers‟ commitment is not influenced much by 

leadership supervision in schools. The teachers with more experience years have shown less 

commitment level than those who have less experience in schools. These results are similar to 

the results of previous studies (Brunetti, 2001; Hulpia, et al. 2009b; Leithwood & Beatty, 2008) 

these studies argued that teachers with more experience years have less commitment to their 

schools. These findings were verified in this study conducted in Punjab that the teachers who 

were more experienced have less commitment and hesitate to receive responsibilities. This study 

was contradicted to the study (Acacia 1993; Goldman 2009; Vượng et al. 1998) which shows 

that experienced teachers were more committed when they have a better working environment, 

this is the main aspect that contributes to the commitment of teachers with schools (Firestone & 

Pennell, 1993). The reason for more commitment of the teachers with schools is due to more 

salary of more experienced teachers as compared to the newly inducted teachers (Anh 2012; Hội 

2012). The major findings of the study approve findings of previous studies accomplished in 

Western situations (Hulpia et al. 2009a; Hulpia et al. 2009b; Bogler & Somech, 2004; Firestone 

& Pennell 1993), which claim that there was a strong relationship between teachers‟ commitment 

and distributed leadership they have shown strong correlation values (Field 2009, p. 173). 

Teacher commitment had a strong positive relationship with team leadership and participative 

decision-making leadership style. Leadership supervision had a moderate relationship with 

teachers' commitment. This consistency in results of research infers that the teachers are 
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committed to the schools when they have respect and have opportunities to be involved in school 

leadership and administrative activities.  

Yusuf (2004) found a significant relationship between heads‟ leadership styles and the 

motivation of subordinates in his research. There was also a significant relationship between 

distributed leadership and the level of motivation in teachers in national primary schools of Port 

Klang Zone which is verified in this study. There was a weak significant relationship between 

distributed leadership and the motivation of teachers. These findings are in line with Najib 

(2004) who stated that the leadership styles of principals in eight schools in the District of Kota 

Star, Kedah Darul Aman have a weak relationship with teachers' motivation.  

 Ori Eyal and Guy Roth (2011) in their study entitled "Principals' leadership and teachers' 

motivation: Self-determination theory analysis", suggested that leadership styles among 

headteachers play important roles in motivating teachers and their well-beings. Harris (2008) 

highlighted the potential for distributed leadership to make a difference in organizational change 

and great improvement is through motivation and teachers' professional development. Although 

much research has focused on distributed leadership, previous researches had addressed the 

relation between distributed leadership and organizational outcomes. Findings from the study 

also revealed that there was a moderate, positive relationship between distributed leadership and 

the motivation of teachers in all schools. Secondary school teachers often engage in collaborative 

work that stretches over a variety of school issues. Opportunities to exercise distributed 

leadership are abundant in all schools, but teachers and heads take advantage of the opportunities 

because they generally have a focus on improvement. 
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Recommendations 

Distributed leadership has become an integral part of school improvement and leadership 

development in Pakistan and developing countries. School improvement plans and national 

standards for schools provide evidence of the emphasis on distributed leadership practices in 

Pakistani schools.  

1. The differences provided by this study in the degree of relationship among distributed 

leadership and self-efficacy, commitment, and motivation at the secondary school level 

from principal leadership, teacher leadership, or a combination of the two may benefit all 

these school staffs who are connected in leadership roles. 

2. The findings of the study infer that teachers might be given more support from the heads 

of the schools.  Teachers may be provided more opportunities by the school heads to 

participate in leadership activities, for example, vision building, decision-making 

activities for school, and to enhance their commitment.  

3. Research has shown that the teachers usually resist extra responsibilities and 

administrative tasks when they were not participating in the decision-making process. 

This study had made a modest contribution to a comprehensive understanding of the 

relation between distributed leadership and teachers' self-efficacy, commitment, and 

motivation.  

4. There are different stakeholders for this study that can take benefit from this study, 

especially the headteachers of the schools, teachers working in schools, the higher 

authorities like DEO, CEOs working on the schools for improvement of the schools.  
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5. This study would be beneficial to understand the environment of schools by the 

policymakers and implementers such as the Ministry of Education, School education 

dept. and District School Education. 

6. These research findings could assist the authorities to plan and implement effective 

professional leadership programs which suit headteachers of schools in Punjab. This 

could also help for the delivery process of instruction by teachers and the improvement of 

distributed leadership styles in schools.  

7. In addition, these research findings could inspire the teachers to reflect on their level of 

work and quality with more commitment and motivation.  

8. Researches related to distributed leadership in Pakistan are still at an initial stage. This 

scenario of distributed leadership among headteachers in Pakistan was still new; hence, 

further research needed to be actively conducted to see that at what extent this leadership 

approach could be utilized at an optimum level. 

Implications 

The purpose of this study was to explore the relationship between distributed leadership 

styles as perceived by teachers and self-efficacy, commitment and motivation of teachers. 

Findings from this study indicated that the distributed leadership styles had increased the self-

efficacy, commitment more and to some extent increased motivation of teachers. In the age of 

accountability where retaining effective teachers was vital to a school‟s success, any method that 

increases teachers‟ commitment to their school is greatly needed. The findings from this study 

also provided the stimulus for schools in the Punjab districts to continue focusing on distributed 

leadership styles as part of their professional learning and leadership development programs. 

Continuing to invest time and money in the development of future leaders is important to 
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maintaining a continuous supply of leaders and sustained leadership. Donaldson (2007), Harris & 

Spillane (2008), Lattimer (2007), Muijs & Harris (2006), and Timperley (2005) suggested that 

through distributed leadership styles there may be a transformative impact over the environment 

of an organization, which could create a professional, motivating and constructive culture for 

both students and teachers. . Implications for future research resulted from analysis of the 

findings and conclusion of the study. 

Implications for action  

This study suggested that the school heads would be more encouraging for all teachers 

without seniority or liking basis. The teachers would be free for sharing their vision along with 

setting their own goals for a better and improved environment of schools to foster the climate of 

distributive leadership; all of the teachers would be engaged in administrative tasks. There might 

be an environment of more empowerment of teachers with giving value to their opinion. The 

teachers might be allowed for helping in setting better standards for teaching and giving them 

permission of implementing their new ideas.  

Recommendations for further study  

The following recommendations for future research might be considered: 

1. The study might be expanded to the urban and rural areas of Punjab districts separately. 

An investigation of the relationship between distributed leadership and the personality 

development of teachers in urban/rural areas or throughout Punjab would be a valuable 

contribution to the literature. Expanding the study beyond four districts would gather data 

from a larger population of teachers and would involve the others districts too for better 

results and deep understanding. 
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2. The study might be expanded to include demographic data such as gender and age to 

investigate the impact of these variables on the relationship between distributed 

leadership and the self-efficacy, commitment, and motivation of teachers. Differences in 

gender and rural/urban had proven to influence other variables in educational research, 

so, adding a demographic section to the existing survey instrument would be beneficial. 

3. For future research implications, a large sample size, and results from the study might be 

taken into mind when producing further research in the area, as this study faces difficulty 

to approach in limited areas because of COVID-19.  

4. This research could be strengthened and validated if students‟ achievement would be 

included in future research that might be related to particular constructs of teachers that 

have a relation with distributed leadership. Additionally, more interviews or data sources 

for more information that were related to the abilities of teachers in the area of 

distributive leadership style and teachers' self-efficacy, commitment, and motivation 

would support the claims of this study.  

5. As this study was conducted for secondary schools therefore the study might be 

conducted for primary and middle schools, a more extensive investigation of distributed 

leadership and teachers' self-efficacy, commitment, and motivation in primary and 

middle schools, could provide insight into the level of the relationships found in this 

study. 

6. Future research might be conducted to investigate the influence of distributed leadership 

on school processes and personnel.  

7. This study would excite for more empirical researches to see the effect of distributed 

leadership on important components of schools, as on students' learning, teachers' job 
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satisfaction, and outcomes in schools contexts, particularly in Punjab or other provinces 

of Pakistan.  

8. Further study might see other aspects of distributed leadership that might affect the 

teaching or dependent constructs of teachers, student achievement, and learning. 
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APPENDIX A 

Questionnaire for Teachers 

Respected Sir,  

Thank you very much for your consent to fill questionnaire. I am conducting research for my 

PhD thesis entitled “Relationship among Heads‟ Distributed Leadership Style and Teachers‟ 

Self-Efficacy, Commitment and Motivation”. Your cooperation in this regard is highly important 

and prestigious for me. This information will be used only for research purpose, and the data will 

be treated as confidential.  

Yours Truly,                                                                                     Supervisor  

Shamim Ullah                                                                                  Prof. Dr. Abid Hussain Ch.  

Dr. /E2015-F07                                                                                Dean Faculty of Education                                                                                   

IER, PU Lahore                                                                                IER, PU, Lahore 

Part I: Demographic Information 

  Please provide the following information by encircling on the appropriate option. 

1. Name:                                       (optional)      School‟s Name:  

2. Qualification a) MA/ M.Sc./ B.S. Hons. (4 Year) b) M. Phil.  c) PhD d) Any other  

3. Work Experience a) 1-10 years b) 11-20 years c) 21-30 years d) 31-40years e) 41- above     

Part II: Opinion at 5-Point Rating Scale 

Please tick the appropriate response in the boxes below:   

A-Distributed Leadership Style 

A1-Team Leadership  

Scale: Never=0, Rarely= 1, Sometimes=2, Usually=3, Always=4 

Sr. 

No.  

Statements 0 1 2 3 4 

1 Leadership team members are clear about school goals. 

 لیڈسؽپ ٹین کے هوبشاى  پش اعکول کے اہذاف واظخ ہیں۔                       
     

2 The teachers contact colleagues for help when they face a 

problem in teaching. 

دیٌے هیں دؽواسی پیؼ آتی ہے تو هذد کے لئے        تعلین جب اعبتزٍ کو 

  ہیںعبتھیوں عے سابطہ کشتے 

     

3 Duties are assigned to team members keeping in mind their 

competencies.  

کے هطببق فشائط تفویط کیے گئے ہیںکو قببلیت سہٌوب ٹین کے هوبشاى    

     

4 The leadership team members are willing to implement their 

worthy ideas.           

خیبالت پش عول دسآهذ کشًے کے لئے تیبس ہیں  سہٌوب ٹین کے هوبشاى اپٌے      
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5 

The leadership team is functioning well in our school. 

 ہوبسے اعکول هیں سہٌوب ٹین اچھی طشح عے کبم کش سہی ہے۔
     

 

6 

All of our leadership team members are working according 

to the school objectives.  

ہوبسی سہٌوب ٹین کے توبم هوبشاى اعکول کے هقبصذ کے هطببق کبم کش سہے 

 ہیں۔

     

A2- Supervision Leadership 

Scale: Never=0, Rarely= 1, Sometimes=2, Usually=3, Always=4 

7 The heads are involved in formative assessment of teachers. 
 عشبشاٍ اعبتزٍ کے هغلغل جبئضٍ هیں هیں ؽشیک  ہیں  ۔                      

0 1 2 3 4 

8 The heads are involved in summative assessment of 

teachers.         ہیڈ اعبتزٍ کے هجووعی جبئضٍ هیں ؽبهل ہیں۔ 
     

9 The heads are involved in summative assessment of 

students.  ہیڈ طلبب  کے هجووعی جبئضٍ هیں ؽبهل ہیں۔ 
     

10 The performance of the nonteaching staff is assessed.     

غیش تذسیغی                         عولے کی کبسکشدگی کب جبئضٍ لیب جبتب ہے۔  
     

A3- Support Leadership 

Scale: Strongly Agree=4, Agree= 3, Uncertain=2, Disagree=1, Strongly Disagree=0 

11 Teachers are encouraged to take leadership roles.  

قبئذاًہ کشداس ادا کشًے کی دوصلہ افضائی کی جبتی ہے۔  اعبتزٍ کو    

0 1 2 3 4 

12 Head is always available to help teachers when it is needed. 

جب هذد کی ظشوست ہوتی ہے تو اعبتزٍ کی هذد کے لئے ہش وقت ہیڈ تیب س 

 سہتے ہیں ۔

     

13 Head teachers give complements to teachers‟ work. 

 ہیڈٹیچشاعبتزٍ کے کبم کی تعشیف کشتے ہیں.          

     

14 Organizational support is provided to teachers for interaction 

with one another. ببت چیت  کے      اعبتزٍ کو ایک دوعشے کے عبتھ  

لئے تٌظیوی هعبوًت فشاہن کی جبتی ہے۔     

     

15 Teachers are encouraged to try new practices according to 

their own interests.  اعبتزٍ کو اى کی راتی دلچغپی کے هطببق کبم کے

 ًئے طشیقوں کو آصهبًے کی دوصلہ افضائی کی جبتی ہے 

     

16 Teachers are provided opportunities for their own welfare.   

 اعبتزٍ کو اى کی راتی فالح و بہبود کے هواقع دیئے جبتے  ہیں۔  
     

17 Teachers are consulted in the formulation of school plans 

and policies. اعبتزٍ عے اعکول کے هٌصوبوں اوس پبلیغیوں 

کے ببسے هیں هؾوسٍ کیب جبتب ہے۔   

     

A4- Participative Decision Making Leadership 

Scale: Strongly Agree=4, Agree= 3, Uncertain=2, Disagree=1, Strongly Disagree=0 

18 My head involves me in decision making.  

 فیصلہ کشًے هیں هیشاہیڈ هجھے  ؽبهل کشتب  ہے۔             

0 1 2 3 4 

19 In decision making, I have my own independent opinion. 

 فیصلہ کشًے هیں هیشی اپٌی آصاد سائے ہے۔

     

20 My head always respect my ideas.                                                                     

 هیشا ہیڈ ہویؾہ هیشے خیبالت کب ادتشام کشتب ہے۔
     

21 My head treats me in a professional manner.  
                                         هیشا ہیڈ هجھ عے  پیؾہ وساًہ علوک کشتب ہے۔         
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B- Self-Efficacy and Distributed Leadership Style 

Scale: Strongly Agree=4, Agree= 3, Uncertain=2, Disagree=1, Strongly Disagree=0 

22 The teachers have adequate influence on decision making in 

our school.  هیں فیصلہ کشًے هیں کبفی اثش و اعبتزٍ کب ہوبسے اعکول

 سعور ہے۔

0 1 2 3 4 

23 The teachers are independent in making decisions about 

their instructional delivery (i.e. pedagogy, A.V. aids etc.) 

اعبتزٍ اپٌے تذسیغی هعبهالت هیں فیصلے کشًے هیں آصاد ہیں )یعٌی دسط 

              تذسیظ هیں (

     

24 The teachers are assigned those classes in which they can 

maximize the success of students.     اعبتزٍ کو وٍ کالط دی جبتی 

 ہے جي هیں وٍ طلبب کی کبهیببی هیں صیبدٍ عے صیبدٍ اظبفہ کشعکتے ہیں    

 

0 

 

1 

 

2 

 

3 

 

 

4 

25 The teachers are appreciated for their good deeds.   

 اعبتزٍ کو اى کے اچھے کبهوں پش عشاہب جبتب ہے۔ 

     

26 The school head supports the teachers.  

        اعکول کے عشبشاٍ اعبتزٍ کی بھشپوس هذد کشتے ہیں            

     

27 In our school, there is an environment of mutual respect and 

trust. ہوبسے اعکول هیں ببہوی ادتشام اوس اعتوبد کب هبدول ہے۔ 
     

28 Teachers are known as educational experts. 

 اعبتزٍ کو تعلیوی  هبہشیي کے ًبم عے جبًب جبتب ہے۔

     

29 The teachers are the operative leaders in this school.  

 ۔     اعبتزٍ اط اعکول هیں آپشیٹو )کبم کشًےوالے ( سہٌوب ہیں
     

30 The teachers take initiatives in resolving school problems. 

 اعبتزٍ اعکول هیں هغبئل کے دل کے لئے اقذاهبت کشتے ہیں۔
     

31 Head motivates teachers to take professional decisions.                                           

اعکول کے عشبشاٍ اعبتزٍ کو یؾہ وساًہ فیصلے کشًے کی تشغیب دیتے 

 ہیں۔ 

     

32  My school environment encourages learning and working.  

ے کے لئے دوصلہ افضائی کشتب ہے۔اعکول عیکھٌے اوس کبم کشً   هیشا 
     

33 Teachers feel comfortable in raising their issues and 

concerns.  اعبتزٍ اپٌے اہن هعبهالت اوس خذؽبت اٹھبًے هیں آعبًی هذغوط

 کشتے ہیں۔

     

C- Commitment and Distributed Leadership Style 
Scale: Strongly Agree=4, Agree= 3, Uncertain=2, Disagree=1, Strongly Disagree=0 

34 I am happy in working at this school.  

                                هیں کبم کشًے کے  لئے اط اعکول هیں خوػ ہوں۔      

0 1 2 3 4 

 

35 

I share with my friends that working environment of my 

school is very good.  هیں اکثش اپٌے دوعتوں عے ببت کشتب ہوں کہ هیشا

 اعکول کبم کشًے کی ایک بہتشیي جگہ ہے۔

     

36 Values in my school are acceptable for me.  

لئے قببل قبول ہیں۔ هیشے اعکول کی اقذاس هیشے                       
     

37 I take care of the outcomes of my school.  

هیں اپٌے اعکول کے  ًتبئج کب خیبل سکھتب ہوں۔                                       
     

38 I am proud of being part of this school team.                         

ٹین کب دصہ بٌٌے پش فخش  ہے۔   هجھے اط اعکول کی  
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39 My school encourages me for the best, which I can do.  هیشا

 اعکول هجھے بہتشیي کبم کشًے کے لئے دوصلہ افضائی کشتب ہے 
     

D- Motivation and Distributive Leadership Style  

Scale: Strongly Agree=5, Agree= 4, Neutral=3, Disagree=2, Strongly Disagree=1 

40 I normally complete my assigned task within given time.        

هیں  عبم طوس پش اپٌب طے ؽذٍ کبم وقت هیں هکول کشتب ہوں  

1 2 3 4 5 

41 I am hopeful to complete my work successfully.  

کہ هیں اپٌے کبم کو کبهیببی کے عبتھ هکول کشوں گب هیں پش اهیذ ہوتب ہوں  

     

42 I am not certain to make important decision at 

work.                   کش عکتب ۔ دوساى اہن فیصلہ ًہیں کشًے کے کبم    هیں 

     

43 I am motivated to take responsibility.  

طشف ساغب ہوتب ہوں۔                                        هیں رهہ داسی لیٌے کی 

     

44 I get disturbed when I think about new work.                     

 جب هیں ًئے کبم کے ببسے هیں عوچتب ہوں تو هیں پشیؾبى ہوجبتب ہوں۔

     

Scale: Strongly Agree=5, Agree= 4, Neutral=3, Disagree=2, Strongly Disagree=1 

45 I cannot work properly when I am under pressure.          

    جب هیں دببؤ ہو تب  ہوں تو هیں  ٹھیک عے کبم ًہیں کشعکتب۔          

 

1 

 

2 

 

3 

 

4 

 

5 

46 I believe that if I work hard, I will achieve my life goals. 

هجھے یقیي ہے کہ اگش هیں عخت هذٌت کشوں گب تو هیں اپٌی صًذگی کے 

 هقبصذ دبصل کشوں گب۔

     

47 I am reluctant to learn new skills.  

هہبست عیکھٌے عے گشیض کشتب ہوں۔هیں ًئی                      

     

48 I work hard according to the expectations of my head.         

                هیں اپٌے ہیڈ کی توقعبت کے هطببق عخت هذٌت کشتب ہوں۔

     

49 I am keen to set tough goals for myself.                               

هقبصذ طے کشًے کب خواہؾوٌذ ہوں هؾکلهیں اپٌے لئے                                                                                                                                   

     

50 Working in this school is highly encouraging for me.  

 اط اعکول هیں کبم کشًب هیشے لئے بہت دوصلہ افضا ہے۔

     

 

51 

I focus on short term daily goals instead of long term goals.  

هیں طویل هذتی کی بجبئے هختصش هذتی سوصاًہ اہذاف پش توجہ هشکوص 

 کشتب ہوں

     

52 I appreciate the opportunity that enables me to know my 

strengths and weaknesses. هیں اط هوقع کی تعشیف کشتب ہوں جو 

 هجھے اپٌی طبقت اوس کوضوسیوں کو جبًٌے کے قببل بٌبتب ہے۔

     

53 I get satisfied when I work hard.  

 عخت هذٌت کشًے پش هیں هطوئي ہوتب ہوں۔

     

54 I prefer the work that requires my own thinking.                             

ایغے کبم کو تشجیخ دیتب ہوںهیں  جظ هیں هیشی راتی عوچ ؽبهل ہو    

     

55 I work because this is my duty.  

 هیں کبم کشتب ہوں کیوًکہ یہ هیشا فشض ہے۔

     

56 Competitive environment encourages me to do a good job. 

ئی کشتب ہے۔دوصلہ افضا لئےاچھب کبم کشًے کے  هبدول هجھے  هقببلہ کب 

     

57 I keep on working on the task till it reaches at excellent 

level.  

 هیں کبم کشتب سہتب ہوں جب تک کہ یہ بہتشیي عطخ پش ًہ پہٌچ جب ئے.    
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58 I always welcome challenging tasks.                                      

                هیں  چیلٌج کشًے والے کبهوں کو فوقیت دیتب ہوں

     

59 I always perform at highest level of quality without 

considering that how the others do it.  

هیں ہویؾہ اعلی کبسکشدگی کب هظبہشٍ کشتب ہوں بغیش اط پش دھیبى  دیئے کہ  

 دوعشے کیغے کشتے ہیں۔

     

60 I prefer easy tasks than tough ones.   

آعبى کبهوں کو تشجیخ دیتب ہوںکے هقببلے هیں هیں هؾکل کبهوں   
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APPENDIX B 

Institute of Education and Research University of the Punjab, Lahore 

Consent Letter 

 

 

 

Respected sir! 

As a doctoral candidate at the University of the Punjab, I am conducting research study titled 

“Relationship among Heads‟ Distributed Leadership Style and Teachers‟ Self-Efficacy, 

Commitment and Motivation”. My supervisor of this study is Prof. Dr. Abid Hussain Ch. Dean 

Faculty of Education, University of the Punjab, Lahore.  

As a part of my research, I am soliciting the opinions of head teachers regarding distributed 

leadership style. I would request your good self to allow me to conduct an interview. Your 

cooperation in this regard is highly important and prestigious for me. Your participation is 

voluntary, and you can withdraw at any time without any reason and without any negative 

consequences. In addition, if you wish to not answer any particular question or questions, you are 

free to decline. I assure you that information provided by you will be kept confidential. This 

information will be used only for research purpose. You will not be identified or identifiable in 

this research report. I would highly appreciate your consideration. Thanking you and I am 

looking forward to plan meeting telephonically with you (to avoid the harmful consequences of 

COVID-19). 

 

Shamim Ullah                                                                 Participant’s Signature                          

PhD Scholar 

Shamimullah26@yahoo.com (03430514692) 

Institute of Education and Research University of the Punjab, Lahore 

mailto:Shamimullah26@yahoo.com
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                                                            APPENDIX C 

                   Letter to the Expert for Validation of the Instrument 
 
 

University of the Punjab, Lahore 

Institute of Education and Research 

Respected Sir!       

 I am PhD student at Institute of Education and Research, University of the Punjab, 

Lahore, working on my thesis titled “Relationship among Heads‟ Distributed Leadership Style 

and Teachers‟ Self-Efficacy, Commitment and Motivation”.  For this purpose, an interview 

protocol will be used to collect data. I request you to check the questions of interview for the 

appropriateness of content, format, response system, language, and suitability for sample.  

Kindly give your valuable suggestions and expert opinion to make the study complete and 

contributory. 

Yours Truly                                                                                        Supervisor 

Shamim Ullah       Prof. Dr. Abid Hussain Ch.  

     

Objectives of the Study 

The objectives of the study will be: 

1. Explore the distributed leadership style of heads in secondary schools. 

2. Explore the level of teachers‟ self-efficacy, commitment and motivation in secondary 

schools. 

3. Investigate the relationship among distributed leadership style of heads and teachers‟ 

self-efficacy, commitment and motivation in secondary schools. 

4. Investigate the relationship among distributed leadership style of heads and teachers‟ 

qualification and experience. 

5. Explore the relationship among distributed leadership style of heads and teachers‟ 

self-efficacy, commitment and motivation in perceptions of heads of secondary schools. 

 

Expert's Signature _________________   
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APPENDIX D 

Interview Guide for Head Teachers of Secondary Schools 

Name: (Optional) _________________ School’s Name: _____________________ 

Questions 

Following are the interview questions. 

1. Would you please introduce yourself in brief (name, qualification, and experience as a 

school principal)?  

2. Would you please introduce your school (name, date established, and any distinction in 

results) in brief? 

3. May you share with me that how you consult teachers in assigning duties/making 

committees of the teachers in school? May you give me a few examples (in school 

activities, teaching, curricular, co-curricular)?  

4. In your opinion what are the key qualities in a teacher you select for assigning 

responsibilities in school (like relevant experience, qualification, competencies etc.)? 

5. Would you like to share with me that how is your experience with teachers who are 

working in the school (like efficiently or with commitment (reasons))? 

6. May you share with me please that how is your experience related to assessment of 

teachers, staff and students in their work (like ACRs, results etc.)?      

7. Would you like to share with me about the opportunities available for your teachers‟ 

professional development (like higher qualification, training courses etc.)? How many 

teachers avail those opportunities? 

8. May you share with me please that in which way you involve teachers in decision making 

about school matters? 

9. What is your opinion to what extent your teachers take care of school results? 

10. Would you like to share with me what are your criteria for the selection of a teacher for 

better results?  

11. May you share with me that if the teachers independent in making decisions about their 

instructional delivery (e.g., pedagogy, A.V. aids)? 

12. May you share with me that how the teachers give suggestions to take initiatives in 

resolving school problems? 



270 
 

13. Could you identify what type of reactions the teachers show to learn new skills? What is 

teachers attitude regarding learning new skills 

14. May you share with me that what is the response of teachers for challenging tasks?   

15. May you share with me if the teachers prefer easy tasks than tough ones?            

16. May you share with me that how do you encourage/ motivate the teachers? Like 

encouraging the teachers or providing incentives in form of certificate of achievement, 

words of appreciation, good remarks?  

17. May you share with me how do you interact / help/cooperate with other teachers, students 

and parents? 
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APPENDIX E 

List of Experts 

1- Dr. Muhammad Saeed 

            Professor (Head of Department) 

            Department of Educational Research and Evaluation  

            Institute of Education and Research 

            University of the Punjab, Lahore 

2- Dr. Shoukat Ali 

            Associate Professor (Head of Department) 

            Department of Business Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

3- Dr. Munaza Nausheen 

            Associate Professor (Head of Department) 

            Department of Early Childhood Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

4- Dr. Ghulam Fatima 

            Associate Professor  

            Department of Elementary Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

5- Dr. Ahmad Sohail Lodhi 

            Assistant Professor  

            Department of Business Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

6- Dr. Misbah Malik 

            Assistant Professor  

            Department of Elementary Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

7- Dr. Amna Saeed 

            Assistant Professor  

            Department of Elementary Education  

            Institute of Education and Research 

            University of the Punjab, Lahore 

 


