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mmoosstt  MMeerrcciiffuull!!  

The prayer of the believers! 

Praise be to Allah, 

The cherished and sustainer of the worlds; 

Most gracious, most merciful; 

Thee do worship, 

And think and we seek, 

Show us the straightway, 

The way of those one whom 

Thou haste bestowed the grace, 

Those whose (portion) 

Is not wrath! 
And who go not astray. 

 

(Surah Fatiha) 
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ABSTRACT 
The study was designed to investigate quality management practices adopted by 

head teachers at secondary level and to suggest a quality management model for secondary 

schools. All head teachers and deputy head teachers of secondary schools including boys 

and girls situated at urban and rural areas of the province of Punjab, Pakistan was 

population of the study. In charge head teachers where head teacher was not appointed 

were considered as population. All teachers of secondary schools were also included in the 

population of the study. The study was delimited to only boys‟ and girls‟ secondary 

schools of public sector located at urban and rural areas of the province of Punjab and only 

on the teachers teaching at secondary level. Sample was taken from the province of Punjab 

which is divided into nine administrative divisions (clusters) and all the divisions were 

included in the study. The administrative divisions (clusters) were further divided into 

districts and one district from each division was randomly selected and so, the study was 

comprised of nine districts. After determining the target population size in selected nine 

districts, sample was calculated with the help of statistical formula at confidence level 95% 

(margin error 5%). The population in selected nine districts comprised of 1219 schools 

(head teachers) and sample was 293 schools calculated by the said statistical formula. 

From each selected district, the number of secondary schools was determined while 

keeping in view the number of male, female, urban and rural schools. Sample was selected 

from each district equal in percentage from male, female, urban and rural schools to 

represent each group. The tools of research were one questionnaire for head teachers and 

deputy head teachers and, one questionnaire for teachers teaching at secondary level and, a 

semi structured interview for head teachers. After the validation and reliability of the 

research instruments together with pilot testing, the researcher collected data personally 

from selected secondary schools located at different selected districts of the province of 

Punjab. After data collection (quantitative and qualitative), it was scanned, cleaned, sorted 

out and analyzed with the help of software Statistical Package for Social Sciences (SPSS) 

version 16 by using statistical formulas percentage, mean and t-test. The gap was also 

found between existing and required quality management practices of secondary school 

head teachers. The qualitative data were analyzed according to the themes drawn from the 

responses of head teachers. It was found that head teachers‟ quality management practices 

were deficient and there was a significant gap between their present and desired quality 

management practices at secondary level. So, it was recommended that head teachers 
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should be made aware of the concept of quality management. Special refresher courses, 

seminars, and workshops are needed for the purpose. Head teachers‟ practices should be 

target oriented and there is a need to focus all the aspects of quality management. On the 

basis of literature review and data analysis, results, findings and conclusion of the study, a 

model is suggested for quality management at secondary level. The model provides a better 

insight to manage the activities and practices in such a way that secondary schools be 

transformed into effective institutions. 
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1 

      CHAPTER 1 

1 INTRODUCTION 

Education has always been a universally recognized method of acquiring 

knowledge, skills, attitude and values to make the individual useful for the society. So, the 

importance of education seems more today than ever before as the demands of resourceful, 

technological and scientific age are seemingly different from the past and, the management 

of these resources appears as a challenging task. It seems not only management, but quality 

management being a very basic need of the day may be a way of reaching effectiveness. 

Without quality management in education, it may not be even possible to transform the 

future generations into skilled manpower with positive attitude and values. Thus, quality 

management in education seems to have received a high degree attention for the last few 

years in all over the world.  

In this regard, quality management may provide required outcomes and thus may 

play very vital role to make the institutions more and more effective in true sense. Several 

research studies advocate for the adaptation of quality management to draw the required 

outcomes. According to Nair (2006), there is a positive correlation between quality 

management practices and performance dimensions. Tari and Sabater (2004), are of the 

view that quality management casts very significant influence on the outcomes. Rao (2003) 

describes quality management as a means of confirmation by an institution to itself and to 

other that conditions and standards set by the institution are met and achieved. The idea is 

supported by Mukhopadhyay (2005) who declared the quality as fitness for purpose 

satisfying the specified intensions. Charantimath (2004) is also of the view that quality 

management is a process of administering activities to reach the objectives. Quality 

management thus may be a form of meeting the targets and reaching the aims and 

objectives which needs more professional development. In fact, quality management seems 

not to be confined to one step in a system. It means managing quality as a whole. So it is a 

process. According to Morley (2003), there is a need of enhanced skills of representation, 

measurement, resource management and evaluation for transparency of decision making, 

accountability and standards in the professions.  

Taylor and Wright (2003) stated that there are some factors which are significantly 

associated with the success of quality management. In this regard, UNESCO and UNICEF 

(2010) described some elements of managing quality such as learners, learning 
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environment, learning process, teachers, support and supervisory mechanism, effective 

management of education and outcomes. By analyzing the elements of quality, it may be 

concluded that supervisory mechanism and effective management plays key role to reach 

outcomes while both the elements are related to management. The government of Pakistan 

is also committed to manage quality through better resource provision and through 

effective monitoring and supervision of the resources. New Education Policy (2009) lays a 

great stress on the quality of education through better teachers, reformed curriculum, 

standard learning environment, better learning achievements and matching with the labor 

market. Directorate of Staff Development (2010), described that quality of education is the 

attainment of required standards of resourcing and their provision, and, the achievements 

or outputs of an institution or system. According to Jatoi (2004), managing quality in the 

field of education in Pakistan is owing to the best utilization of available resources while 

Shami and Hussain (2006), described that availability and utilization of physical facilities 

casts very significant influence on the performance of students at school level. But the 

question arises that how the attainment of required outcomes be made possible. Perhaps 

the simple answer is through supervisory mechanism and quality management of available 

resources.  

Thus, it may be inferred that quality management is one of the major concerns in 

education and head teachers may play very crucial role in the context and may make the 

educational institutions centers of excellence.  So, head teachers‟ concepts of quality 

management need to be made clear and the factors affecting their quality management 

practices need to be removed. The problems faced by head teachers with respect to their 

quality management practices need to be identified and solved to reach the required 

outcomes. So, the present study targeted to evaluate the existing and desired quality 

management practices of secondary school heads and suggest a quality management model 

for secondary schools. 

1.1  Statement of the Problem 

 Quality management seems a remarkable issue in education sector as it may make 

secondary schools more and more effective than before. There may be some gaps between 

head teachers‟ present quality management practices and required practices. So, the study 

was designed to find out quality management practices adopted by secondary school heads 

and to suggest a quality management model for secondary schools so that it might be 

possible to make secondary schools more and more effective. 
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1.2  Objectives of the Study 

 To review the different quality management models.  

 To find out quality management practices adopted by secondary school heads in 

Punjab. 

 To find out gap between existing and desired quality management practices of 

secondary school heads. 

 To suggest a quality management model for secondary schools. 

 To recommend some strategies to implement suggested quality management model 

at secondary level. 

1.3  Significance of the Study 

 Quality management may be taken as the best utilization of available resources to 

reach the outcomes. However, it seems a multidimensional concept embracing a number of 

functions and requirements. The functions may be performed and requirements may be 

fulfilled by the head teacher who is having the key role for managing quality in the 

institution. If the head teacher faces some problems in quality management and there are 

some factors affecting quality management practices, it might not be possible to reach the 

required outcomes. The present study is to find out quality management practices adopted 

by secondary school heads in Punjab and to find out gap between existing and desired 

quality management practices of secondary school heads. The study suggested a quality 

management model for secondary schools. Thus, the study was helpful to: 

 The Government to take some measures and to provide some support to head 

teachers for quality management in secondary schools, 

 Policy makers to formulate the education policy while keeping the matter of quality 

management at top priority, 

 Curriculum developers to develop curriculum in such a way that it may be managed 

according to academic calendar and may not affect quality management, 

 The researchers for conducting research and seeking further guidance in the field of 

quality management,    

 The concerned authorities in monitoring and supervising the quality management, 

 The educational managers and administrators to implement the educational policies 

and plans for the improvement of quality management, 
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 The educational institutions to maintain and enhance their standards in the field of 

quality management, 

 The teachers to understand the importance of quality management, 

 The head teachers to make their management practices better and to improve their 

students‟ academic achievements, 

 The students to make themselves disciplined while being made trained in the 

environment of quality management, 

 The community for general information about quality management, 

 The parents to enhance their trust and confidence on public sector secondary 

schools. 

1.4  Methodology 

 According to the nature of this study, descriptive research design was needed to 

reach the objectives. The study was conducted by adopting the following procedure: 

 All head teachers and deputy head teachers of secondary schools including boys 

and girls situated at urban and rural areas of the province of Punjab was population of the 

study. In charge head teachers where head teacher was not appointed were considered as 

population. All teachers of secondary schools were also included in the population of the 

study. The study was delimited to only boys‟ and girls‟ secondary schools of public sector 

located at urban and rural areas of the province of Punjab and only on the teachers teaching 

at secondary level. Sample was taken from the province of Punjab which is divided into 

nine administrative divisions (clusters) and all the divisions were included in the study. 

The administrative divisions (clusters) were further divided into districts and one district 

from each division was randomly selected and so, the study was comprised of nine 

districts. The population in selected nine districts comprised 1219 schools (head teachers) 

and sample was 293 schools which make twenty four percent of the population. 

 The problem was explored in mixed method way and the tools of research were one 

questionnaire for head teachers and deputy head teachers and, one questionnaire for 

teachers teaching at secondary level and, a structured interview for head teachers. The 

research instruments were pilot tested to make them valid and reliable.  

 The researcher collected data personally from selected secondary schools located at 

different selected districts of the province of Punjab. After data collection, it was scanned, 

cleaned, sorted out and thus, 595 head teachers and 1341 teachers were possible to be 
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included in the study. Hence, total sample of quantitative data was 1936 including head 

teachers and teachers male and female of both localities urban and rural. In addition to it, 

the researcher conducted 50 interviews of head teachers related to their quality 

management practices for in depth study of the phenomena but 43 interviews could be 

possible to include in the study. 

 The collected data (quantitative) were analyzed to find out quality management 

practices of secondary school heads with the help of software Statistical Package for Social 

Sciences (SPSS) version 16 by using appropriate statistical formulas. The gap was also 

found between existing and required quality management practices of secondary school 

head teachers. The qualitative data were analyzed according to the themes drawn from the 

responses of head teachers. 

 After obtaining results from the analysis, the findings were reported and on the 

basis of these findings, appropriate measures were suggested and a model for quality 

management at secondary level was suggested. 

1.5  Definition of Terms 

There are used some key terms in the study. Their research meaning in the study 

are as follows: 

 Quality: Quality is the characteristic of striving for excellence. 

 Quality Management: Best utilization of human, physical resources and 

potentialities to achieve the objectives. 

 Activity: An action or movement occasionally taken place as per requirement.  

 Practice: All the regular activities of head teachers which are or should be 

often/repeatedly performed. 

 Secondary Level: Secondary schools having classes 9
th

 and 10
th

. 

 Head Teacher: Head of the secondary school including in charge head and deputy 

headmaster. 

 Teacher: The teachers who are teaching to secondary classes. 

 Public Schools: Secondary schools which are under the supervision of provincial 

Government. 
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1.6  The Terms Synonymously Used 

 Quality Management, Total Quality Management. 

 Successful management, Effective management. 

 Existing Practices, Present Practices. 

 Desired Practices, Required Practices. 

 Head teacher, Headmaster, Leader, Manager. 

 School, Institution, Organization. 

 School environment, Organizational behavior. 

 School effectiveness, Successful school.  

1.7  Structure of the Thesis 

Chapter 1: This chapter deals with the introduction of the study. It is an overview 

of the entire research. Objectives of the study, statement of the problem, significance of the 

study is presented in this chapter and in addition to it, very short research procedure 

adopted for the study is also described.  

Chapter 2: It is a comprehensive review of the related literature. Here is a 

discussion on secondary education, quality management and its importance in education. It 

describes quality management models and their possible application in education. It also 

covers the role of head teacher and his management practices in secondary schools. The 

review of some related studies is also given in this chapter. The chapter gives an insight to 

the issue.  

Chapter 3: It presents a detailed procedure which was adopted to conduct the 

research. Population, sampling, data collection and data analysis techniques are discussed 

in this chapter. Development of research tool, their validity and reliability, and pilot testing 

are presented here. It also gives the detail of qualitative and quantitative research 

instruments.  

Chapter 4: This chapter is about the data analysis. The analysis is given in three 

sections. Section-I deals with the general information of the respondents about their 

gender, locality and geography while second part includes analysis of quality management 

practices adopted by head teachers. Third section describes the gaps between head 

teachers‟ present and desired practices and the last section are about the analysis of 

respondents‟ responses gender and locality wise. Qualitative analysis is given side by side 
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of each quantitative analysis table.  

Chapter 5: This chapter provides findings of the study with discussion and 

conclusion. There are some recommendations on the basis of the findings drawn by the 

analysis. Suggested quality management model is also given in this chapter with its 

description and interpretation.  
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CHAPTER 2 

2 REVIEW OF THE RELATED LITERATURE 

Education has always been a universally acknowledged agent to bring fruitful and 

positive change in society as, it may transform individuals into a skilled and civilized 

nation. Skilled manpower and change in society seems very vital to each other and 

education may be considered as a sole changing agent in society according to Burchi, 

(2006). Education according to Babu (2007) aimed to produce good human being with 

variety of knowledge and this production has always been according to the needs of 

society. Taneja (2006) describes education as process of preparing responsible citizens for 

effective living in the world and developing skilled manpower for playing responsive role 

in various activities of the society. Its role appears not only limited to developing skilled 

manpower and producing change in society but the role has been extended to socio 

economic development of a country. It seems the role of education has been reshaped in 

21
st
 century and developed countries used education as a tool to transform individuals into 

skilled manpower for socio economic development of the country. 

Provision of such kind of purposeful education rests with the responsibility of the 

government so that it might be possible to transform young generation into civilized and 

enlightened individuals. This provision of education seems at different levels in various 

ways all over the world according to the educational systems of the different countries. The 

Government of Pakistan has also its own educational system and it endeavored to provide 

education at different stages/levels namely: elementary level, secondary level and tertiary 

level. Every level devises its own features, entry requirements and paybacks but secondary 

level looks like very crucial stage of all the levels as, about all educational policies of 

Pakistan declared it a terminal stage from where the student has to adopt its future 

profession while entering into specific discipline of education. 

2.1  Secondary Education 

 Secondary education stands as a very remarkable sub sector of the entire 

educational system in Pakistan. National Education Policy (2009) on one hand declares 

secondary education a terminal stage and, on the other hand it provides middle level skilled 

and literate manpower to the country to play its positive role for the economic 

development of the country. Thus, secondary education serves as a feeder stage for various 
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educational streams at higher education level and acts as a bridge between primary and 

higher education. It creates awareness among students and prepares them to understand 

needs of the rapid changes taken place in the society and in the world. 

2.2  Historical Background of Secondary Education 

 In the past, secondary education remained not in the form as it stands today. It may 

be distributed into two parts; pre- independence period and post-independence period as 

for as its historic perspective is concerned.  

2.2.1 Pre-Independence Period: (The Period of Muslim Rulers) 

 In the sub-continent there may be found a very effective and remarkable system of 

education during the reign of Muslim rulers. The roots of that education system may be 

traced till the early days of Muslim history and hence it can also be called Muslim system 

of education. The concept of Madrassas and Maktabs was introduced throughout the 

country with the arrival of the Muslims in subcontinent according to Khan (2009). Muslim 

rulers patronized education sector in such a way that educational institutions became the 

centers of excellence to impart knowledge. According to Nayak (2002), there was a 

prominent place for the scholars in the society and Muslim rulers attracted them to sub-

continent from all over the world. Maktabs and Madrassas were established. Libraries and 

laboratories were set up and imparting knowledge was declared a fulltime business. So, the 

students from East and West were to lodge themselves within the premises of the 

institution and all educational activities were most often taken place in Mosques (Masjids). 

Thus, boarding educational institutions became the very vital part of the cultural heritage 

bearing the history of more than one thousand years.  

2.2.2 The Period of British Dominance 

 After the period of Muslim rulers, the roots of secondary education can also be 

traced in the period of British Dominance when East India Company tried to present a 

foreign system of education in India through Missionaries. There were established some 

educational institutions in Bengal during late 18
th

 and early 19
th

 century to encourage 

British culture as well as to impart Christian faith.     

 In this period, the origins of secondary education can be drawn to the struggles of 

presenting the overseas system of education by East India Company through preachers. 

They recognized institutions in Bengal during the late 18
th

 and early 19
th

 century to uphold 
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European culture in the area and to impart Christian faith. Macaulay‟s minutes (1835) laid 

down that, 

“The great object of British Government ought to be the promotion of 

European literature and science amongst the natives in India; and that 

all the funds appropriated for the purpose of education would be best 

employed on English education alone.” 

 According to Muhammad Khan (2009), British Government for the first time while 

following Macaulay‟s concern, established secondary schools in Calcutta, Mombay and 

Madras. Wood‟s dispatch 1854 and Hunter Commission 1882 may also be taken as the 

continuance of Macaulay‟s minutes to reach the targets and meet the tasks. Although the 

establishment of educational institutions was continued in the areas other than Bengal but 

it is a matter of fact that British had set up a significant number of schools there in India. In 

this context, Nayak (2002) has described number of British managed schools and students‟ 

enrolment in them by the year 1902. 

Table 2.1: Number of Schools and Enrolment in 1902 

Year No. of Schools Enrolment 

1902 5124 622,866 

Showing number of schools with enrolment in India 

 The British endeavors to impart education may also be traced after 1902. Saddler 

Commission 1917, Hartog Committee 1929, Abbot and Wood Report 1937 and Sargent 

Report 1944 may be kept in view in this regard. The matter under discussion here is not to 

make count achievements and failures of British education system in India but to have a 

look at the existence of secondary education. In short, it can easily be concluded that 

secondary education remained a much focused area of entire education sector during the 

period of British Dominance. 

2.2.3 Post-Independence Period 

 After independence, an immediate measure was taken to promote education sector 

and that was to hold All Pakistan Educational Conference in November 1947. It provided 

guideline for education sector and also made clear the future priorities of Pakistan 

Government for education. The subsequent steps taken by Government to impart 

knowledge may be observed in The Six-year National Plan of Educational Development 
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1951-57, National Education Commission 1959, second five year plan1960-65, Air 

Marshal Noor Khan proposals, National Education Policy 1972, National Education Policy 

1979, Five year plan1983-88, Five year plan1988-93, Perspective plan 1988-2003, 

National Education Policy 1992, Five year plan 1993-98, Social Action Program, National 

Education Policy 1998-2010 and National Education Policy 2009. All these policies, plans 

and commissions laid a remarkable stress on secondary education. The latest National 

Education Policy (2009) declared “to develop the skills of learning and living, to develop 

appropriate values such as to become self-reliant and responsible, and, to provide the 

knowledge required for satisfaction and a basis for further education” as some of the 

specific objectives of secondary education in Pakistan. A special attention is given to 

secondary level students‟ personal development and feeling social responsibilities. 

Developing some specific skills like problem solving skills, communication skills, co-

ordination of physical and mental skills, and skills for social living seem major area of 

secondary education.  

2.3  Secondary Education in 21
st
 Century 

 The concept of education is seen to be changing with the passage of time as; the 

requirements and needs of the day are changing continually in the modern era. This point 

of view is supported by Taneja (2006), “the concept of education has been changed as it is 

to meet the needs of the day”. Thus, it appears that facilities are provided, problems are 

faced and prospects are fulfilled today with the help of education. Nayak and Rao (2002) 

also advocate the changing role of education in 21
st
 century and highlighted some key 

issues of secondary education like: modernization, relevance, quality and diversification. 

Secondary education may be made more and more effective while dissolving the key 

issues and, it may be taken as a means of individual growth, cultural transmission as well 

as democratic process. Before Nayak and Rao, Channa (2000) had described the changing 

role of secondary education in 21
st
 century to achieve following objectives: 

 “To create scientific culture to accelerate progress and success in all the fields. 

 To build up creative, dynamic personality of individuals, capable of facing the 

truth, leading to reality for the welfare of society. 

 To create love for dignity of labor through real mobilizing spirit of education. 

 To improve quality of education, an adequate education material will be provided 

in the educational institutions. 
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 To make special program of training in the skills of vocational interest to create 

skilled technicians throughout the country. 

 To produce efficient industrial workers”. 

 It seems that there is a dire need to give top priority to the sector of education 

especially secondary education while keeping in view the needs and requirements, 

problems and issues, role and importance of it. It is the matter of satisfaction that the 

Government of Pakistan now a days is taking secondary education very serious and while 

following the international concern, compulsory free education is being provided at 

secondary level. 

2.4  Secondary Education in Pakistan 

 The National Education Policy (2009) describes two major roles of secondary 

education in Pakistan as: 

 “-providing skills to the labour market, as many students leave formal 

schooling at this time; and providing input to the tertiary system, for 

those who go on to this level of learning” (The Government of Pakistan 

2009). 

 The first role of secondary education is to provide skilled manpower to labour 

market which is helpful to participate in the economic development of the country because 

a large number of students leave schooling at the completion of secondary education (Bibi, 

2005). 
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Figure 2.1: Secondary Education; a terminal stage 

 The second part of the description about secondary education stated in National 

Education Policy 2009 declared it a bridge between primary and tertiary level. The output 

of secondary education may be the input of higher education and thus secondary education 

serves as a feeder stage for college education, vocational education and higher education. 

 

Figure 2.2: Secondary Education; Feeder Stage for Higher Education. 
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Table 2.2: Secondary Education, Stages, Classes and Duration 

Stage Classes Duration 

Secondary 9-10 2Years 

Higher Secondary 11-12 2Years 

Showing Secondary levels, classes, and duration. 

 It seems quite justified to say that secondary education is a terminal stage for many 

on one hand and preparatory stage on the other hand for some to enter into higher 

education. Thus, the expectations of secondary education are to prepare individuals for 

effective living in society committed to Islamic values of truth, goodwill and justice. 

2.5  Quality Education 

 The origin of the notion of quality may be drawn in 2700 BC, when Egyptians 

attempted to build the polygonal tomb of King Khufu presenting the quality control 

measures. Aristotle offered his idea of qualities and according to him; qualities may be 

attributed to things and persons. After it, in 1946 Japanese Union for Scientists and 

Engineers brought the word „quality‟ in vogue and in the 1960s there stood up quality 

movement in Japan. Passing through a number of stages in the 1980s, it came to Europe 

and the USA, and thus resultantly accepted in developing countries (Niazi and Awan 

2005). 

2.5.1 Concept and Meaning 

 The Concise Oxford Dictionary (seventh edition) defined the basic concept of 

quality as it is the degree of excellence including all the attributes of a thing, except those 

of relation and quantity. According to Wikipedia, the free encyclopedia quality refers to a 

property or an attribute which is ascribable, by a subject, whereas property is possessible.  

“Quality can be any of the following: 

 Perceptual (as perceived by the consumer) 

 Both process and product (product carries manifest quality; process provides 

intrinsic support) 

 Exceptional (something special; in operational terms, you have scale or steps of its 

achievement and a cut-off point) 

 Perfection (or consistent; in other words, it identifies a specification to be met 

absolutely) 
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 Fitness for purpose (satisfying specified intentions) 

 Value for money (self-explanatory) 

 Transformative (captured by the terms like „qualitative change‟ or continuous 

improvement‟ (Harvey and Green, 1993 as quoted by Mukhopadhyay 2003) 

 Relative, not absolute” (Mukhopadhyay 2003). 

 
 

Figure 2.3: Mukhopadhyay’s concept of quality 

 Thus, quality means different things to different people according to the measures 

already established. In other words, it may easily be described as a totality of outstanding 

attributes or properties fit for the purpose. It seems true to take quality as a matter of 

excellence or satisfaction in fulfilling aims, attaining targets, reaching desired standards 

and maintaining them consistently. So, it is quite obvious that quality is needed in every 

range and matter of life and without it there is no concept of good and bad at anywhere. 

 The question arises that if quality is there, how it would be measured. Probably the 

single answer is through quality assurance approaches. Rao (2003) defines quality 
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of responsibility with transparency. Actually Rao is the proponent of the concept of quality 
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needed both the internal as well as external review which are vital ingredients of a quality 

assurance system.  

Some experts of quality assurance called it a planned action or activity to achieve 

targets or to maintain standards. In this regard, Carley and Waldron as quoted by 

Hamidullah (2005) are of the view that quality assurance may be defined as planned, 

deliberate action or activities initiated and carried out with the intention and target of not 

only maintaining but also improving the quality. From the opinion, it seems that 

maintenance and improvement of quality are different but interlinked matters. Thus the 

terms of quality control, quality assurance and quality enhancement are in vogue today. 

 Here is another seemingly comprehensive concept about quality assurance in 

educational context is quoted by Hamidullah (2005) of Harvey and Green who refer to 

quality assurance as “those mechanisms and procedures designed to reassure the 

stakeholders in higher education that institutions accord a high priority to implementing 

policies designed to maintain and enhance institutional effectiveness”. According to the 

point of view, quality assurance is a mechanism and procedure. In other words it may be 

described as a process to make ascertain the effectiveness of the system. 

 Thus, it is clear that quality assurance itself needs more professional development 

for continuous improvement. According to Morley (2003) continuous improvement needs 

more professionals for evaluation and accountability. There is a dire need of enhanced 

skills of representation, measurement, resource management and evaluation for 

transparency of decision making, customer care, accountability and standards in the 

professions. In fact, quality seems not to be confined to one step in a system. It means 

quality as a whole. So it is a process.  

 To understand the concept of quality assurance, it seems appropriate to understand 

the dimensions of quality. Niazi and Awan (2005) enlisted some dimensions of quality in 

educational context describing that they are just illustrative and not exhaustive in nature. 

 “The extent to which the system in general meets the objectives of education. 

 The extent to which the curriculum reflects the felt needs of the target people. 

 Suitability of the curriculum of teacher education institutions. 

 Professional standing and other output of teacher education institutions. 

 Standard of instruction imparted in the school. 

 How closely the teachers and students have mutual interaction. 
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 Effectiveness of the school management and administration. 

 The extent to which the evaluation system discriminates between dull and bright 

students. 

 How transparent is the system of evaluation? 

 Academic level of evaluators. 

 How effectively the school outputs meet needs of the society? 

 How high or low is the moral character of the graduates of a particular level?” 

 According to Niazi and Awan the list, having qualitative aspect of education 

basically demands to make a link among the worth of different inputs and outputs of the 

system of education. 

 Actually, the concept of quality and quality assurance is not new one. It was drawn 

to education probably from business. Mirza, Iqbal and Naheed (2004) called school an 

organization, and parents, community and society clientele of education. The function of 

school organization is to provide service (education) to every class of society whereas 

classrooms, yearly calendar and daily schedule are vital ingredients of the school 

organization. The clientele must be satisfied with needs and wants. 

 

Figure 2.4: Customer’s needs-wants-satisfaction triangle. (TQM in Education 2005) 

 Thus, quality seems a matter of achieving aims, goals and objectives at excellence. 

In general terms, if it is said that an article or activity has the attribute of quality, then it 

exhibits some kind of excellence or distinction that makes it desirable and beneficial (Hoy, 

Banyne-Jardine and Wood 2000). As Deming (1994) quoted by Hoy, Banyne-Jardine and 
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Wood (2000) puts it, “a product or service possesses quality if it helps somebody and 

enjoys a good and sustainable market”. For example, schooling benefits society by helping 

the student to make something of himself. As education is to develop positively the minds 

of individuals and this development is at some institution. So, educational institutions 

produce educated persons who make their way in society to their own as well as for 

society‟s benefit. The purpose of producing beneficial educated persons may be fulfilled 

with the help of quality education. 

2.6  Quality Education in Global Perspective 

 Quality education is one of the six goals of Education for All at The Worlds 

Education Forum in Dakar 2000.  

“Improving all aspects of the quality of education and ensuring 

excellence of all so that recognized and measurable learning outcomes 

are achieved by all, especially in literacy, numeracy and essential life 

skills”. (Article 7(vi)) 

 The Recife Declaration of the E-9 Project (2000) pledged to achieve all the goals of 

EFA including quality education. The Beijing Declaration of the E-9 Project on ICT and 

EFA (2001) also reaffirmed its commitment to quality education. It is true that quality has 

become a major concern for all the countries of the world. Thus it is a single most 

inevitable global issue in education. There is an international concern to trace the ways of 

controlling, maintaining, assuring, improving and enhancing the quality of education. 

While talking about quality education, it seems justified that the central figure is student 

and his or her learning achievements. Life skills, living requirements and standards may be 

different from country to country but as human being learning achievements seem same all 

over the world and it appears due to universally recognized concept of quality education. 

 According to Nayak and Rao (2002) the provision of quality education means the 

provision of initial skills that an individual needs to be turned into responsible and useful 

citizen competent of civic management and sustaining viable employment. It means that 

quality education is having the main aim of producing productive citizens. Thus, the major 

concern of quality education is to make welfare society which is a matter of principal focus 

all over the world.  
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2.7  Indicators of Quality Education 

 In every walk of life there are some measures to make ascertain the outcomes of 

evaluation of performance. So every society has its own measures (indicators). The 

Concise Oxford Dictionary (2004) defines indicator as person or thing that points out. 

Shami, Shah and Butt (2006) described indicators as variables/factors used to measure 

progress towards the goals/objectives. Indicators serve as a tool to measure the change and 

help in knowing the answer of the question that how far or how close is one from the 

objectives. In addition to it, indicators discover challenging or undesirable situation. 

According to Ministry of Education, Wellington New Zealand (2008) “indicators are 

established measures used to determine how well a result has been achieved in a particular 

area of interest. For example, the rate of formal school qualifications helps quantify 

whether students are succeeding at school.”  

 Shahzad (2007) identified three categories of indicators: input indicators, process 

indicators and output indicators. Financial, physical and manpower resources are included 

in inputs and provided at each educational level. Financial resources generally mean 

expenditure per student. Physical resources are the provision of such facilities as 

laboratories, libraries, classrooms and the access to required materials and equipments. 

Manpower or human resources include the personnel of different kinds as provision of 

staff and admission of students. Process indicators stand for interaction between student 

and teacher, organization of educational environment, co-curricular and extra curricular 

activities, the curriculum, course requirements and offering, and teaching learning process. 

Output indicators include the consequences of educational process such as knowledge, 

skills and values acquired by students.  

 The categories of input, process and output are included in preparatory document 

for Ministerial Meeting of South Asia EFA Forum by Ministry of Education, Government 

of Pakistan in collaboration with UNESCO (2003) with focus on assessment and 

monitoring. 

    

       Figure 2.5: Model of Quality (Ministry of Education, Govt. of Pakistan 2003) 

Inputs Process Product 

Assessment and Monitoring 
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 As for as the indicators of quality of achievement and learning of student is 

concerned, the said document identified some indicators of input, process and output 

which are as follows: 

Category Area Indicators 

Inputs 

1.Policy administration 

(I).Aims and objectives  

(II).Administrative  

bodies/administrative authorities                          

(III).Delegation of authority and 

responsibility/ decentralization 

2.Support inputs 

(I).Building and physical facilities   

(II).Curriculum and textbooks 

(III).Library/instructional material 

(IV).Equipment 

3.Teachers 

(I).Academic and professional qualities 

(II).Terms and conditions and career 

ladder 

(III).In service training and professional 

development 

4.Accessibility and fee 

structure, gender racial and 

other equity 

 

Category Area Indicators 

Process  

1.School climate/psycho-

social environment 

 

2.Teachers 

(I).Job assignment of teachers 

compatibility with qualifications and 

workload                                      

(II).Work environment and relations 

3.Teaching learning  process 

(I).Teaching learning strategies  

(II).Examinations and assessment  

(III).Student feedback system 

(IV).Character building activities 

(V).Individualized/remedial instruction 

activities 

4.Parent-school/ community 

relationship  

 

Quality 

output 

1.Participation, completion and 

retention rates 

 

2.Academic achievement   

3.Personality and other traits 

(I).Healthy and well nourished 

(II).Happy and confident 

(III).Curious and creative 

4.Student perception of school  

 5.Community‟s perception of 

school 

 

 (Ministry of Education, Govt. of Pakistan 2003) 
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 The said document of the Ministry of Education, Pakistan (2003) further stated that 

the quality of product can be achieved only if quality is maintained at every stage of 

educational process such as standard setting, resourcing, learning environment, teacher 

training, teaching-learning process and finally assessment and monitoring. 

 European Report on The Quality of School Education (2000) identified sixteen 

quality indicators at European schools in four major areas, attainment, success and 

transition, monitoring of school education and, resources and structures. Statistical 

Analysis Report: Monitoring School Quality: An Indicators Report (December 2000) by 

US National Center for Education Statistics, Office of Educational Research and 

Improvement and US Department of Education identified thirteen indicators of school 

quality and their relationship to learning, in three major areas; school context, teachers and 

classroom. 

 

Figure 2.6: School quality indicators and their relationship to learning 

                                                                   (US Statistical analysis report December 2000) 

 From the above discussion, it may be inferred that there are three stages to achieve 

and enhance quality namely, inputs, outputs and process must be interlinked together. If 

the balance is loose, then there may not be quality. Thus, it is very clear that outputs or 

products depend on the quality of input and process. 
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 Shami, Shah and Butt (2006) designed a logical framework of indicators in four 

major areas; inputs, process, outputs and outcomes. Actually they divided the production 

stage or outputs into two categories namely outcomes and outputs. Their logical 

framework of indicators and category wise their usage is here: 

 

Figure 2.7: Logical Framework of Indicators 

(Comparative Analysis of Educational Indicators 2003-04 & 2004-5, Islamabad (2006)). 

  It is an admitted fact that the ultimate purpose of indicators in education is to make 
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this context to preserve the values, norms and traditions and, to pass them to next 

generations. It may be done only with the help of purposeful provision of education and 

the target may be achieved with the help of valid and reliable indicators. 
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to 1
st
 December, 1947. The message for the conference from Quaid-e-Azam Muhammad 

Ali Jinnah led the foundations of setting targets and, making educational aims and goals of 

the new Islamic state in the words: 

“The importance of education and the right type of education cannot be 

over-emphasized. Under foreign rule over a century, sufficient attention 

has not been paid to the education of our people and if we are to make 

real, speedy and substantial progress, we must earnestly tackle this 

question and bring our educational policy and program on the lines 

suited to the genius of our people, consonant with our history and 

culture and having regard to the modern conditions and vast 

developments that have taken place all over the world”.   

 There is not only a clear notion but a stress on quality education, as the founder of 

Pakistan wanted not only education but right type of education and, it must not only be 

suited to history, culture and genius of people but also to the modern conditions and 

developments of the world. Such requirements may not come into truth without provision 

of quality education. In addition to it, there are some remarkable policies and plans in 

educational context in Pakistan namely Six Year Education Development Plan (1951-57), 

Commission on National Education (1959), Commission on Student‟s Problems and 

Welfare (1966), National Commission on Manpower and Education (1969), Education 

Policy (1972-80), New Education Policy (1979), National Education Policy (1992-2000), 

and National Education Policy (1998-2010). The five year plans, First Five-Year Plan 

(1955-60), Second Five-Year Plan (1960-65), Third Five-Year Plan (1965-70), Fifth Five-

Year Plan (1978-83), Sixth Five-Year Plan (1983-88), Seventh Five-Year Plan (1988-93), 

Eighth Five-Year Plan (1993-98) also contributed to quality education. 

 When Pakistan came into being, there was not adequate infrastructure of education 

system. According to Review of Educational Policies and Corresponding Five Years Plans 

(1947-1986) by Planning Wing, Ministry of Education, Government of Pakistan, there 

were only 480 high schools in 1947 of which 64 were for girls. Thus, it seems that in the 

beginning the instant need was not only of quality but also of infrastructure with provision 

of physical facilities with little stress on quality. It appears with the help of a 

comprehensive review of educational policies and five year plans that quantitative as well 

as qualitative targets were set for compulsory free primary education and especially for the 
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expansion of science and technical education at secondary level. The roots of deliberate 

efforts for the provision of quality education may be traced in the National Education 

Policy (1992), with a considerable stress on the provision of quality education at all levels. 

The strategy to provide quality education appears in one of the objectives of the policy in 

the words: 

“To improve the quality of education : (a) by revising curricula, 

improving physical facilities and making teaching-learning process more 

effective at all levels of education, (b) through extensive use of media for 

educational purposes, and (c) by intensifying research activities in the 

universities especially in modern fields of science and technology”. 

 Seventh Five-Year Plan (1988-93), set the target of improving quality of education 

at all levels through the provision of better physical facilities and teacher training with 

stress on teacher-student ratios. For quality education about the same targets were set in 

Eighth Five-Year Plan (1993-98). National Education Policy (1998-2010), lays a great 

stress on the matter of quality of education. It suggests a number of measures in this 

context. Education in Pakistan, A white Paper (2006), by National Education Policy 

Review Team and Education Policy (2009) by Ministry of Education, Government of 

Pakistan, emphasized on the quality of education by defining and pursuing it through 

development of policies, strategies and plans. The Policy identified five basic pillars of 

quality (curriculum, textbooks, assessments, teachers and the environment in an institution) 

having the major share in this context and according to it there is a dire need of policies 

strategies and plans in this context. 

 Thus, quality of education at all levels especially at secondary level seems to be 

one of the major concerns of the government of Pakistan. In fact, education system of 

some country or nation may not be studied without the study of nation‟s interests and 

requirements. So is the case with the study of secondary education in Pakistan. According 

to Bhatti (1987), the main concern of secondary education is to prepare the adolescence for 

effective living in society and to make the individual a responsible citizen of the country. 

So, the target seems to be achieved with the help of quality education at this level. Iqbal 

(2005) is of the view that this expectation of provision of quality education at secondary 

level could not be fulfilled without provision of human resources and physical facilities. 

Human resources consist of teachers, administrative and supportive staff while building, 
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classrooms, laboratories, libraries, equipment, science kits, A.V. aids and so on are in the 

category of physical facilities. Iqbal further categorized the facilities into four main areas; 

“(a) non-classroom facilities (b) administrative office and staffrooms (c) custodial and 

service facilities and, (d) facilities for public use”. 

 Government of Pakistan is very serious in this concern not only to provide facilities 

but proper use of the facilities with purposeful outcomes. According to National Education 

Policy (2009), the targets will be achieved by the quality provision and utilization of 

facilities at their best. Thus, it is evident that Government of Pakistan is seriously taking 

measures for the improvement of quality of education at all levels as it is a global concern 

today. The task may be undone without quality of human resources provided for the 

purpose as described by Iqbal (2005). Head teachers are a vital part of the human resource 

management in this context and it is an admitted fact that there is no concept of making 

progress and achieving targets of providing quality education at all levels without active 

participation and considerable contribution of the head teachers with their effective 

management activities. 

2.9  Quality Management 

 Management has been an area of study for many years. Educationists have long 

been discussing about educational management and its effectiveness. It is an admitted fact 

that effective management has always contributed to the educational system while 

mismanagement created problems which became issues with the passage of time and the 

ultimate result was in the form of failure. In the most recent times, management in the field 

of education may be taken as a matter of difference as compared to the past. Previously the 

experts were pondering over the various aspects of management but with the passage of 

time there aroused a conscious motive to transform the phenomena from management to 

quality management. The reason behind this transformation seems to trace the excellence 

and thus attention was shifted from management to quality management. 

2.9.1 Background 

 The concept of quality appears not to be a new one but its genesis may be traced 

from Platonian and Aristotelian times when it was used to pick out the distinction of a 

thing according to Mirza, Iqbal and Naheed (2004). Some other proponents of quality 

(Niazi and Awan, 2005) link the concept of quality with the Egyptian Civilization while 

many argue that it was Deming who introduced the concept of not only quality but quality 
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management. It seems quite evident that the concept of quality management was there in 

different societies of the world during different times but it became international concern 

with the expansion of technological advances specially advancements in the field of 

communication. The world became a global village and resultantly people became aware 

of the problems and issues of other societies. With the passage of time, knowledge sharing 

and discussion grew on and this may be the reason to accept Professor Edward Deming as 

a pioneer of quality management with other quality Gurus like Juran, Peters, Crosby and 

Ishikawa (Kwan, 1996). The other reason may be the awareness of the concept of quality 

management in USA, UK and Europe which believed to come from Japan where it was 

used for business applications and Deming was the central figure.  

2.9.2 Concept and Meaning 

 According to Sallis (2002), the Japanese used a word „kaizen‟ having the meaning 

of continuous improvement. Kaizen bears a task to develop a culture of confidence and 

success by exploring consistent quality that meets the requirements and needs of the 

customer. Before Sallis, Ho and Fung (1994) described quality management as a way of 

managing to improve effectiveness by involving everyone. Improving the effectiveness is 

the key concept of quality management and continuous improvement may be seen as its 

expansion. This expansion in the meaning and concept of quality management is the result 

of changing requirements of the society. „What the customer wants‟ is a big question. 

Customer satisfaction forces the managers to ponder on evaluation and its results. 

Everyone must be satisfied with whatever he has and this is the sole method to achieve 

excellence in the world of business. The success stories of quality management in the field 

of business forced educationists to draw considerable attention to the system of quality 

management and its application in the field of education. Thus in the sense of education, 

quality management means the success of institution where students, parents and 

community is satisfied by meeting or exceeding their expectations with continuous 

improvement.  

2.10  Quality Management in Education and Application 

 Quality management in the field of education appears directly to be dependent on 

the activities which are carried out to manage the system and the activities depend on the 

targets and tasks which are set to draw the ultimate „product‟. The question arises what 

type of product is needed. The answer may be different from society to society and country 

to country. According to Hoy, Bayne-Jardine and Wood (2000), quality management in 
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school systems must produce effective minds of pupils who by virtue of their schooling 

may make their way in social setting and may be proved as beneficial citizens of the 

society. Vlasic, Vale and Puhar (2010), described quality management as, “an integral part 

of management whose role is to reach quality objectives which are reflected not only in 

just providing but also in improving quality. This is achieved by managing activities 

derived from the established quality policies, plans and is carried out within the quality 

system using among other things, the appropriate quality monitoring plan.” This type of 

quality management seems the continuity of the concept of Deming about quality 

management. This quality management approach involves not only quality in management 

but influences on all sectors of educational process: organization, management, human and 

physical resources, interpersonal relations etc. Hence, it seems that quality management 

requires various kinds of changes in educational institutions. The changes from people‟s 

mind to the school atmosphere are required. It might be in attitudes, managerial activities, 

organizing and monitoring the process, evaluating the results, improving communication 

and school culture. According to Kukemilk (2012), the quality management depends on 

the need for change within the organization. In school setting the major goal of this change 

might be the production of real learning community which could not be possible to limit 

the matter of quality only to students. Sangeeta and Banwe (2004), quality management is 

not only limited to manage people but it is related to improve the quality of goods and 

services that are produced to satisfy the customer‟s demands. It covers the entire system 

and requires ensuring quality at all levels in the institution. 

 A number of proponents of quality management in education sector, Mehrotra 

(2005) and Bonsingl (2004) believe that quality management can be the very salient 

system for education. They stress to follow some principles called, Pillars of Total Quality 

Management”, include: 

 Empowerment of workers/employees. It may be called the principle of enthusiastic 

relationship among all the workers. This concept promotes teamwork where all 

workers share their experiences, help their fellows, discuss problems if any and 

develop the atmosphere of cooperation and coordination. By doing so, the workers 

are empowered and this kind of collaboration seems to be the essential component 

of educational administration. 

 Leadership. The principle of leadership requires the development of leadership 

qualities among all within the school premises like students, teachers as well as 
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head teacher. According to Padhi (2004), head teacher is to develop leadership by 

providing inspiring vision, understanding situations, making strategic decisions and 

guiding the subordinates. It is quality management that committed to develop 

leadership among all in the school. 

 Training. Training of employees is very important pillar of quality management to 

be more and more effective for the system. Kiboro (2003) asserts that employees 

require a number of skills, abilities and even conceptions to be a productive part of 

the system. 

 The principles may be observed as very important guidelines or benchmarks for 

developing and promoting the school system. Teamwork, leadership and training may 

create the culture of excellence. 

2.11  Quality Management Models 

 Quality management may be taken not only as a set of rules for continuous 

improvement in the entire organization but now a day it has become a philosophy of 

management. Many experts have discussed its different aspects and travelling from the 

concept to the philosophy it has been shaped as a theory as well as a practice. The experts 

or individuals have contributed a lot to quality management and are called „gurus‟ like 

Deming, Juran and Crosby. The writings of „gurus‟ and many other management 

consultants, business executives, and academic researchers provided remarkable guidelines 

as well as foundation for practical management frameworks. These guidelines and 

frameworks may be called Quality Initiatives or quality management models or quality 

management schools. It may also be mentionable point that the terms quality management 

and total quality management are interchangeable as regard to their meaning and concept. 

Here are some of the models and their justification in the field of education. 

2.11.1 Deming Model 

 Professor Edward Deming is considered the pioneering proponent of quality 

management and its statistical analysis. During the Second World War he tried his best to 

make American companies understand the tactics of enhancing their production with high 

quality services. However, his quality management philosophy could not get remarkable 

attention and later on Japanese invited Deming to advise its business leaders on quality. 

Japanese implemented Deming strategies and thus they were very speedily able to recover 

their economy after world war. Later on in 1970s the American companies began to adopt 
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Deming methods and quality improvement plans. Deming‟s philosophy of management 

revolves round four basic steps: plan, do study and act (PDSA) which are described in the 

following figure. The whole process is a cycle of various activities. 

 

Figure 2.8: Deming’s PDSA cycle: Model for improvement 

Apart from the PDSA cycle, Deming introduced 14 principles of Total Quality 

Management. According to Odgers (2005), the principles are as follows: 

1. “Create constancy of purpose for improvement of the product and service with 

aiming of becoming competitive and staying in business, and providing jobs 

2. Adopt a new philosophy 

3. Cease dependence on mass inspection to achieve quality 

4. Terminate the awarding of business on the basis of price 

5. Improve constantly and forever the system of production and service, to improve 

quality and productivity, and thus to constantly decrease cost 

6. Institute training on the job 

7. Institute leadership 

8. Drive out fear so that everyone may work effectively for the company  

9. Break down the barriers between departments 

10. Eliminate slogans, exhortations and target asking for new levels of productivity 

without providing the workforce with the methods to do the job better 
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11. Eliminate work standards that prescribe numerical quotas 

12. Remove the barriers that rob people of their rights to pride of workmanship 

13. Institute a vigorous program of education and self-improvement 

14. Put everyone in the company to work to accomplish the transformation 

 Observation and careful reading with understanding of Deming‟s philosophy of 

quality management, it seems that it is complex to some extent as there are some points 

seemingly difficult to induct in the field of education like eliminate work, drive out fear 

and adopt a new philosophy standards, but still it is useful with some modifications in 

education. According to Evens and Dean (2003), several books have been written to 

describe and interpret Deming‟s principles but there is a difficulty to put them into 

practice. 

2.11.2 Juran’s Quality Management Model 

 Joseph M. Juran a corporate industrial engineer taught quality management 

techniques to Japanese just after Deming in the 1950s. Juran was of the view that any 

company cannot afford loss of its sales to foreign competition and even cannot afford huge 

costs of poor quality. Juran stresses on the quality of all levels with zero deficits. Here is 

Juran‟s trilogy of quality management approach:  

 

Figure 2.9: Juran’s Trilogy (TQM approach) 
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Mukhopadhyay (2005) described Juran‟s ten steps for management: 

1. “Create awareness for the need and opportunity for improvement 

2. Set explicit goals for improvement 

3. Create an organizational structure to drive the improvement process 

4. Provide appropriate training 

5. Adopt a project approach to problem solving 

6. Identify and report progress 

7. Recognize and reinforce success 

8. Communicate results 

9. Keep records of change 

10. Build an annual improvement cycle into all processes of the company” 

 After comprehending the Juran‟s philosophy of quality management, it appears that 

Juran‟s focus is on three levels quality: quality planning, quality control and quality 

improvement. According to Quible (2011), Juran‟s quality planning is the process to 

prepare for meeting quality goals which should be already set at very beginning stage. 

Quality control stands for sustaining quality goals while during the processing and quality 

improvement is to develop breakthrough for advancements. 

2.11.3 Crosby’s Total Quality Management Model 

 Another quality „guru‟ is Philip B. Crosby who was a line inspector and then 

became corporate vice president for quality in a telecommunication company. After 

retirement from the service, he established an institute to develop and offer training 

programs. He was author a number of books in which „Quality is Free‟ was his 

masterpiece and from this book he was mostly introduced and probably be accepted as a 

quality „guru‟. Mark and Anderson (2001) enumerated fourteen steps introduced by 

Crosby towards total quality management: 

1. “Establishment of full management commitment 

2.  Developing a quality team to initiate the program 

3. Incorporate quality measurement processes 

4. Outline and apply the principle of quality cost 

5. Establish a quality assurance program 

6. Introduce remedial action measures 

7. Plan for the implementation of a zero-defect system 
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8. Implement supervisor training 

9. Introduce a zero-defect day to promote the procedure 

10. Develop goals to bring about action 

11. Establish an employee-management communication system 

12. Distinguish those who profoundly contributed 

13. Set up quality councils to sustain the process 

14. Repeat all over again”  

 It seems Juran intends to change corporate culture and attitudes of people related to 

it. Emphasis is on management and organizational procedures. The model appears more 

comprehensive than that of Deming. He stresses more and more on zero-defect theory. 

 Although there are some differences in the three models but there can be traced 

some similarities also. All of the quality management advocate for planning, processing, 

producing in one hand, and on the other hand there is a stress on providing quality 

leadership with strategic vision. Here are some other quality standards. 

2.11.4 Malcolm Baldrige Model 

 Malcolm Baldrige was US president‟s secretary of commerce and had played the 

major role in introducing administration‟s trade policy. He had also played a very 

significant role in resolving technology transfer differences with China and India and so 

was having very remarkable place and fame at international level. Malcolm Baldrige 

Quality Management Model or The Malcolm Baldrige National Quality Award has been 

and is an admitted model for quality in USA as well as in the world.  
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Figure 2.10: Baldrige Total Quality Award Framework 

This award like Deming award in Japan recognizes the services of companies on quality 

basis. The main focus of this award is to promote high-performance management practices. 

Camp (2000) described the criteria for this award and highlights are as follows: 

1. “Leadership 

2. Strategic Planning 

3. Customer and Market Focus 

4. Information and Analysis 

5. Human Resource Focus 

6. Process Managemnt 

7. Business Results 

 The criteria seem very helpful to motivate the companies to improve their quality at 

all levels. It is also the recognition of those companies which are doing at their best. In 

addition to it, it provides guidelines for quality management to achieve excellence. 

2.11.5 ISO 9000:2000 

 ISI 9000:2000 is a set of quality standards introduced by International Organization 

for Standardization which was founded in 1946 to standardize quality requirements for 

European market and also for other countries who wish to be trade partner or want to enter 
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into European business market. The organization established a series of standards in 1987, 

revised in 1994 and 2000. The standards were adopted in America as well as in Japan in 

the sectors of business, electronics, health care, banking and transportation etc. ISO 9000 

series consists of three documents namely ISO 9000, ISO 9001 and IS) 9004. The first one 

deals with basic vocabulary of all three documents and some other fundamentals of the 

series while ISO 9001 describes the basic requirements of the standards for the companies 

to meet them for being a part of this quality management system. ISO 9004 provides 

guidelines for performance improvement. Quality management system according to ISO 

9000 is described in following picture: 

 

Figure 2.11: ISO 9000 Quality Management System 

 The principles of this quality management standard series are as follows described 

by Besterfield and others (2003): 

1.  Customer Focus 

 Organizations should focus their customers in the sense that they should meet the 

requirements of customer by satisfaction and should strive more than customer‟s 

expectations. 

2.  Leadership 

 Leaders should maintain the internal environment of the organization in such a way 

that people may be involved to achieve excellence. 

3.  Involvement of People 

 Involvement of people can be very beneficial for the organization and this 

involvement is required at all levels. 
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4.  Process Approach 

 All the activities should be taken as a process so that more and more efficiency can 

be achieved. 

5.  System Approach to Management 

 Interrelated processes should be identified, understood and managed in an efficient 

way to reach and achieve the objectives in true sense. 

6.  Continual Improvement 

 It should be a permanent objective of the organization to implement and pursue the 

continuous improvement in the system as a whole. 

7.  Factual Approach to Decision Making 

 Decisions should be made on factual basis after data collection, information 

gathering or on the basis of some reliable document. 

8.  Mutually Beneficial Supplier Relationships 

 The organization and its suppliers are mutually related and interdependent for their 

benefits and their quality relationship can enhance confidence and create value for both. 

 The careful reading of the principles of ISO 9000 indicates that this criterion is 

having some similarities as well as some dissimilarities form the other quality management 

models. Here again it is proved that defining quality is the matter of requirements and 

needs of the phenomena which may be different from country to country and society to 

society. So is the case with quality management models, awards, methods and principles. 

First of all it must be observed the situation in which quality management techniques are to 

be implemented and then there should be some planning according to the phenomena. 

There should be evaluation of needs and requirements, tasks and targets, and then it should 

be decided which quality management approach is most appropriate to the situation. 

2.12  Review of Quality Management Models  

 There are a number of quality management models in business education from 

which some are included in this chapter. However, the others may also be observed like 

Australian Business Excellence Model, Japanese 5-S Model, The European Quality Award 

Model, 3-D Eclectic Strategic Planning Model, Strategic Quality Management and 

Australian Quality Award, The Quality Process Model etc. Here are some of these: 
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Figure 2.12: The European Quality Award Model 

 

  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 2.13: Process Model 
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Figure 2.14: The Australian Business Excellence Model  

A careful observation of the principles of all quality management models and 

awards helps to draw a clear picture of quality management. There emerge some basic 

approach of quality management which is common to all models and this is the very 

conception which can be implemented in the field of education with some modification 

according to requirements of the society or country. So, the basics of quality management 

models are as follows: 

 All the models and awards address to the vision and planning at first stage which 

could not be possible without involvement and commitment of top management. The 

managers are the backbone and sole practitioners to do planning and have a strategic 

vision. Managers can influence well on all people involved in the system and thus can 

participate practically in the establishment and improvement of the system. There should 

be provided long term top to bottom management organizational support with full 

commitment. 

 The second most prioritized area of quality management is the focus on customer. 

The quality management describes two categories of the customer: internal customer and 

external customer. Internal customer is the employee of any organization who is the part of 

the system and consciously or unconsciously intends to be respected. Quality management 

not only gives respect but it provides training to take respect. So, it is a mutual process of 

giving and getting respect. Customer satisfaction is very important area of quality 
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management and is much focused in all the quality models and awards. When the matter of 

quality is involved, the customer satisfaction is there. 

 The third key point is related to human resource management. The entire work 

force within the organization only can be beneficial when it is used in a proper way. The 

manager should have a clear perception at what place the human resources are to be 

utilized in what way and at what time. All the other techniques and methods may be gone 

waste if the human resources are not properly utilized. People should not only come to 

organization to do job but also to promote their job which cannot be possible without their 

active participation in the system. And this should be done at top priority by the 

employees. 

 Another common point to all quality management models is the „process‟ in which 

the activities are performed. The process is not a single entity but it is a series of steps and 

practices in which some practices may be of routine matter while the others may be of 

occasional in nature. The targets and tasks are to be achieved through processing on them 

and this processing serves as the central figure of total quality management. There should 

be a totality of practices while keeping in view the apartness of the practices. A continuous 

improvement at this level is required through technical techniques like benchmarking and 

function deployment etc. 

 Quality management principles‟ other focus is on suppliers, product cost and time 

management. The suppliers and buyers are mutually related to each other. At this stage, 

cost of goods, their quality and time are the key points which are having remarkable place 

in the whole quality management system. Suppliers‟ confidence, trust and treatment with 

suppliers are also kept in view while dealing with them. They should be treated as partners 

and they should also own the organization.  

 Lastly the quality management models and awards concentrate on the performance 

measures. This may be the last point of quality management and without it cannot be 

possible to move forward. Advancements and improvements are directly related to this 

stage. There should be established some measures to evaluate organizational performance 

to what extent it is satisfying the needs of the customer and achieving the tasks already 

settled. If the evaluation is not done, future advancements could not be possible. It is the 

stage from where the planner is to go back to the objectives, goals, tasks and targets. Thus, 

the whole process may be taken as a cycle. 
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2.13  Effectiveness of Quality Management in Education   

 The question arises whether the quality management approaches of business 

education can be implemented in the field of education. Perhaps the answer may be yes. It 

has already been discussed that quality management methods and techniques are varying at 

different situations in different organizations and proved to be the most effective. 

According to Quible (2005), Motorola Company has been benefitted at large scale by 

quality management system. About 35 years ago Motorola developed a Six Sigma quality 

improvement program and implemented it. Resultantly, the company was more successful 

than before. Evens and Deans (2003) described the success story of Toyota Company 

which implemented quality management approaches according to its needs and 

requirements. South-west Airlines in USA has overcome its expenditures by applying 

quality assurance approaches as it was very depressed to have loss and failure in cost and 

effectiveness. According to Besterfield (2003), the volume of the business of Champion 

Mortgage in 1998 was increased 59% after application of quality management techniques.  

 These success stories of quality management very reasonably stimulate 

educationists to apply quality management techniques in the field of education. There are 

many proponents of quality management in education: Hoy and Jardine (2000), Morley 

(2003), Mukhopadhyay (2003), Brown, Race and Smith (2004), Hamidullah (2005), 

Mirza, Iqbal and Naheed (2004), Rehman (2007), Shami (2006), Shami and Waqar (2007) 

and Mukhopadhyay (2005). All of them advocated the matter of quality in education which 

may not be possible without the application and implementation of quality management 

techniques and methods in the field. According to Balgoon (20..)  there is in business 

sector talking about organization, managers, employees, customers, products while in 

education sector it may be about institution, parents, students, teachers, head teachers and 

academic performances. 

 It can be said after the evaluation of quality management models in business and 

studying its effectiveness in education that, this system can be beneficial in educational 

institutions. Only it is to design reason based need assessment and develop a model of 

quality management which could be useful for educational institutions especially at 

secondary level education which was the researcher‟s concern. 
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2.14  Quality Assurance Agencies in Education 

 After making sure the effectiveness of quality management in education, it seems 

quite justified to have a look on quality assurance agencies in different countries for the 

field of education. In Canada, the quality assurance is the matter of provincial and 

territorial governments. There is no mechanism settled at national level. However Council 

for Education Ministers in Canada is a forum where the issues related to quality are 

discussed and decisions are made but all this is done while keeping in view the 

requirements of the different provinces‟ educational field. Some of the agencies are: 

Association of Accrediting Agencies of Canada, Association of Canadian Community 

Colleges and some others but there is no quality assurance agency at governmental level. 

In USA, there is no federal involvement in providing education at secondary level and 

same is the case with quality assurance. There is the Education and Training Inspectorate 

in UK which designed some measures and standards to improve quality. There is Quality 

Assurance Agency also working in UK with the same purpose and the work is done at state 

level also. Education Bureau, the Government of Hong Kong Special Administrative 

Region is entrusted the task to develop a quality assurance mechanism for schools in Hong 

Kong. Member States of European Union are entrusted the task to develop quality 

assurance mechanism so that it might be possible to become a smart and inclusive 

economy by 2020. In Australia, Australian Qualifications Framework ensures quality 

education at secondary level schooling. There is a New Zealand Qualification Authority 

which has developed Evaluative Approach to Quality Assurance and New Zealand Quality 

Assurance Framework. It is a set of rules which help to improve quality at school level as 

well as at university level. 

 Evaluation of quality assurance in education at different countries depicts the 

picture of quality assurance endeavors at governmental as well as at non-governmental 

level. It seems the quality assurance is the matter of external evaluation at some countries 

while at some others this issue is the matter of government. However, quality is the major 

focus of all countries in the field of education which is benefitting from the methods and 

techniques adopted by the business sector. 

2.15  Role of Secondary School Head in Quality Management 

 Head teacher is undoubtedly the central figure in the school system. All managerial 

tasks are entrusted to head teachers within the boundary of school. Being the most 

important person within the school premises, head teacher can play very remarkable role to 
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improve the school by applying positive approaches according to school vision. West, 

Jackson, Harris and Hopkins (2000) described that head teacher‟s role is very extensive for 

school improvement from designing the strategies to meeting the challenges. Harris (2002) 

advocates the idea that head teacher‟s role is very vital to improve the school system. Shafa 

(2010) described four dimensions of the role of head teacher: administrator, humanitarian, 

program manager and problem solver. Administrators are to control all school affairs and 

this control is assumed to be the result of empowerment of head teacher. Being an 

administrator, according to Leithwood and Montgomery (1989) it may be requirement of 

management to be autocratic in decision making and dealing with students and other staff 

of the school. The humanitarian approach of the head teacher compels him to keep in view 

the interpersonal relations and do all the things in school with staff and other personals. 

However taking decisions autocratically still rest with the head teacher. Head teacher‟s role 

of program manager requires focusing on students‟ academic achievements and running 

the system in a better way today as compared to yesterday. Leithwood and Montgomery 

further elaborated the role of head teacher as problem solver. Problem solving seems a 

good technique to place the worker on work. In other words, head teachers problem 

solving role needs a human approach towards staff and students so that they might be able 

to work with peace of mind within the school premises. Shafa (2010) described another 

role of head teachers in terms of controller, accommodator, processor and provocateurs. 

Some others took the role of head teacher in a different way. Kunwar (2000), Bacchus 

(2001) and Halai (2002) are of the view that head teacher is administrator as well as 

manager and leader. He is to provide facilities to staff and students in one hand and on the 

other hand he is to make all available physical resources operational. Resource provision 

and resource management with developing activities may be the key responsibilities of 

head teacher. 

 From the above mentioned discussion, it appears quite justified to say that head 

teacher‟ role is very crucial to the success or decline of the school system. The 

management of all activities for system improvement may be the very basic responsibility 

of head teacher and successful heads not only work but love to work. This love to the 

system may be the milestone for effectiveness of the system. 

2.16  Quality Management Practices (activities) 

 When the word practice comes to mind or in view, instantly the attention seems to 

be drawn to some practitioner‟s clinical practice or, to practice of some player in the game 
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and so on. But when the word is used in education, it appears to describe teaching 

practices. Today the word seems to be used in education in a broader sense. Actually from 

coming school to leaving school, head teacher is involved undoubtedly in a lot of activities 

in the institution from instruction to administration, and the activities may be called head 

teacher‟s practices. Meeting with responsibilities, performing duties and doing a number of 

activities seem to be some of the key engagements of the head teacher in the institution. 

Thus, practice may be defined as a common activity which is often performed or the 

activity which is repeatedly performed to achieve some task or target. Quality management 

practices may be the activities to reach the objectives within the context of quality. 

 Being a backbone of the whole educational system, head teachers may play not 

only a remarkable but very basic role in the quality management of education. Reimers 

(2003) described some metaphors to define the roles of head teacher such as; head teachers 

as artists, workers, professionals, clinicians, researchers and educators. Head teachers 

appear artist in the sense that they are having creative faculty, as workers doing work, as 

professionals having specific approach to duties and responsibilities, as clinicians solving 

problems by suggesting remedies of the problems, as researchers exploring the new 

horizons of knowledge, and as educators imparting knowledge. 

 As for as the matter of quality management is concerned, it seem owing to the head 

teacher‟s practices in the institution. Different experts have divided head teacher‟s 

practices into different categories and it seems that they are very vital for quality 

management. The categories of head teacher‟s practices may vary from society to society 

but they appear almost same all over the world in the context of quality management. 

Shafa (2010) stated four categories of the role of head teacher: administrator, humanitarian, 

program manager and problem solver. Kunwar (2000), Bacchus (2001) and Halai (2002) 

described that head teacher is administrator as well as manager and leader. Shafa also 

described another category of head teachers in terms of controller, accommodator, 

processor and provocateurs. Some others categorized the quality management practices in 

a different way. Charantimath (2006), Kise and Russell (2008) described the practices into 

people related and task related practices. People related practices are also called human 

resource management. Gunter (2012) and Pattanayak (2005) categorized into human 

resource management and physical resource management practices. In addition to it, the 

advocates of strategic quality management and change management, Mintzberg (2003), 

HayGroup (2000) and Michael (2000) add a category of change related practices. Thus, it 
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seems easy now to identify some major and common areas of head teacher‟s practices 

which may play a considerable role in quality management. The areas may be; head 

teacher‟s task related practices, head teacher‟s practices related to people and change 

related practices. After careful review of the related literature the categories are described 

here with sub categories. 

2.16.1 Task Related Practices  

(a) Planning, short term and long term                      (b) Resource Management  

(c) Commitment                                                         (d) Focus and Rollout  

(e) System Alignment                                                (f) Consistency  

2.16.2 People Related Practices  

(a) Leadership                                                            (b) Decision Making  

      (c) Communication                                                    (d) Encouragement  

(e) Coordination                                                        (f) Cooperation  

2.16.3 Change Related Practices  

(a) New Strategies and Vision                                  (b) Risk Taking  

(c) Evaluation                                                            (d) Totality of Practices  

 Arriving at the conclusion of all the above discussion, it may be implied that 

quality management at secondary level can be made assured with the help of head teachers, 

as head teachers are one of the basic agents of quality management. 

2.17  Relevant Research Studies 

 The success of any organization seems directly to be dependent on the effective 

management of the organization. According to Sultana (2009), for organizational 

effectiveness, the key factor is successful management and for successful management, the 

quality of management is the most important factor. It appears that at secondary level, head 

teacher is responsible for organizational behavior and Sultana further concluded that 

organizational behavior influences directly to the performance of teachers in the institution. 

So, in other words it may be said that the quality management depends on the activities of 

head teacher. Mullins (2005) is of the view that management is a process in which 

organizational members‟ efforts are coordinated and guided towards the organizational 

goals and objectives. Again this responsibility seems to be dependent on head teacher. 

Thus, head teachers‟ management practices should inevitably be of high quality so that it 

might be possible to transform the organization into effective one. 
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 Organizational behavior may also be called manager‟s behavior and Iqbal (2010) 

concluded that secondary school heads are not capable to create good organizational 

behavior. It may be implied that head teachers‟ are not successful to create good working 

relationship with their teachers and this situation is very alarming and a challenge for 

higher authorities to deal with.  Iqbal further concluded that head teachers seldom 

appreciated their teachers at their good performance and so teachers are not encouraged or 

motivated to make their practices better and better. Successful management totally depends 

upon the human element which must not be ignored. Dilshad and Iqbal (2009), are of the 

view that human resources play very significant role in carrying out all activities in the 

organization and in materializing the mission as well as vision of the organization.  

 The vision and mission of secondary schools may be different from society to 

society and the management activities of head teachers required to be fulfilling the 

operational philosophy of school and community‟s need according to Musaazi, (2006). 

Okirima (2013) revealed that effectiveness of the majority of secondary schools was found 

below average as they were not fulfilling the community‟s need. The reason behind this 

situation was not only the poor inspection but also supervision according to Eremu and 

Nabusoba (2010) and there is significant relationship (Lekamge, 2010., Ekundayo, 2010) 

between school management and its effectiveness. Robbins and Judge (2007) argue that it 

is the head teacher‟s behavior that sets the norms for his or her entire team in the school. 

Members of the team consciously or unconsciously copy the styles of their leader and thus, 

school head can provide them direction towards school objectives and goals. From the 

above mentioned discussion, it may be concluded that human resource management or 

management practices of head teachers related to people are of very importance and could 

not be ignored while talking about quality management. As earlier discussed, different 

studies highlighted different aspects of human resource management but the researcher 

could not find any study which included all aspects of human resource management with 

regard to quality management and which may have focus on head teachers‟ managerial 

activities addressed to the issue.  

 The other important category of head teachers‟ quality management practices is the 

activities which are related to any task in the school. The task may be of system alignment, 

commitment, physical resource management or some other task. System alignment cannot 

be possible without effective assessment system in which it is to decide whether the system 

is going in right direction. Assessment always based on measurement and, the definition of 
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measurement is consistent across the boarders (Herman and Baker, 2009). Measurement 

and assessment guides the planners to decide about system alignment. The system would 

be aligned if it is going to achieve its targets and tasks. Looney (2011) described alignment 

a complex task achieving balance and coherence. Unfortunately in Pakistan, according to 

Ali and Babur (2010), all the efforts to reform the system went in vain as the present 

system failed to produce quality products and the system is resistant to any significant 

change. So, the case may be with other tasks in the school related to quality management. 

Ahmad, Yunas, Norwani and Musa (2012) indicated another task of creating commitment 

to the duties and responsibilities. The degree of organizational commitment among head 

teachers can enhance organizational effectiveness. Mutasim and Hizam (2002) concluded 

that commitment to organization is well-matched with the commitment to profession. The 

study showed that there was no conflict between employees‟ commitment to their 

profession and their organizational commitment as both were compatible to each other. 

Hadibah (2009) added that there were some aspects such as leadership style, organizational 

culture and human resource practices, which could be performed by organizations to 

enhance the levels of organizational commitment among employees. Now it can be 

inferred from the discussion that task related practices of head teachers regarding quality 

management are inter-related to the practices related to human resource management. The 

studies focused on different aspects of the practices but could not establish an overall 

impression of all and there is a need to describe the inter-dependent nature of the practices. 

 At present, there are various studies published on quality management but seldom 

to draw a picture of head teachers‟ present quality management practices and to suggest a 

model for quality management at secondary level in Punjab, Pakistan. There is a need to 

analyze head teachers‟ present management practices and the practices that are desirable 

for the betterment of secondary schooling. The present study is to find head teachers‟ 

quality management practices. It is also to find gap between their present practices and 

required quality management practices to analyze how much they are practicing quality 

management. The analysis of their existing practices and gap between existing and desired 

practices is given in next chapter.  
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CHAPTER 3 

3 RESEARCH METHODOLOGY 

 This chapter deals with research design, methodology, procedure of the study and 

approach adopted by the researcher. There is a description of population, sampling 

techniques, sample of the study, development of research instruments, methods adopted for 

their validity and reliability, techniques of data collection and analysis. The major focus of 

the study was to find out quality management practices adopted by secondary school head 

teachers at secondary level, and to investigate the gap between head teachers‟ existing and 

desired quality management practices at their secondary schools.  

 Nature of the research problem guided the researcher to select descriptive research 

design as head teachers‟ quality management practices and the gap between their existing 

and desired practices may better be explained after a field survey. The focus of the research 

was on describing the phenomena and so, there were no dependent or independent 

variables included in the study. Thus, nature of the study needed descriptive research 

design to reach the objectives. The study was conducted by adopting the following 

procedure. 

3.1  Population 

All head teachers and deputy head teachers of secondary schools including boys 

and girls situated at urban and rural areas of the province of Punjab were population of the 

study. In charge head teachers where head teacher were not appointed were considered as 

head teachers. All teachers of secondary schools were also included in the population of 

the study. The study was delimited to: 

 Only boys‟ and girls‟ secondary schools of public sector located at urban and rural 

areas of the province of Punjab 

 Only the teachers teaching at secondary classes 

3.2  Sampling 

 The study was survey type on the basis of probability sampling methods 

(multistage cluster sampling) which according to Connolly (2007) serves as the foundation 

of all statistical tests. Sample was taken from the province of Punjab which is divided into 

nine administrative divisions (clusters) and all the divisions were included in the study as 

the divisions (clusters) were spread geographically and thus, sample was spread enough, 
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large and ideally representative of the population because according to Best and Kahn 

(2003) in survey research the sample should be larger enough than experimental researches 

to represent the population. The administrative divisions (clusters) were further divided 

into districts and one district from each division was randomly selected making a total of 

nine districts. In these districts, the number of schools, their locality and gender was 

determined by obtaining the list of schools from official website of AEPAM (Academy of 

Educational Planning and Management). After determining the target population size in 

selected nine districts, sample was calculated with the help of statistical formula at 

confidence level 95% (margin error 5%). The population in selected nine districts 

comprised of 1219 schools (head teachers) and sample was 293 schools calculated by the 

said statistical formula which made twenty four percent of the population while according 

to Gay (2005) twenty percent is considered appropriate sample size for survey studies. 

From each selected district, the number of secondary schools was determined while 

keeping in view the number of male, female, urban and rural schools. Sample was selected 

from each district equal in percentage from male, female, urban and rural schools to 

represent each group after making sure the actual number of schools from them because 

according to Fraenkel and Wallen (2007), a sample with minimum number of one hundred 

within subgroups is enough for descriptive research. So, the number of schools within 

subgroups is given in sample. 
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Figure 3.1: Shows the clusters and their elements selected for the study 

 

  Table 3.1: Number of Schools (Multistage Sampling) 

District  Girls  Boys Urban Rural Total 

Chakwal  43  89 10 122 132 

Gujrat  70  123 39 154 193 

Sargodha  75  122 51 146 197 

Kasur  32  78 18 92 110 

Okara  32  97 24 105 129 

Toba  46  78 20 104 124 

RYK  62  115 39 138 177 

M. Garh  26  74 26 74 100 

Lodhran  10  47 5 52 57 

Total  396  823 232 987 1219 

3.2.1 Sample 

 Sample was taken from nine selected districts situated at urban and rural areas of 

the province of Punjab. The districts included were, Chakwal, Gujrat, Sargodha, Kasur, 

Okara, Toba Tek Singh, Rahim Yar Khan, Muzaffar Garh and Lodhran. Sample of the 

study was as follows: 
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Table 3.2: Variable-wise distribution of sample 

Variables Female Male Urban Rural Total 

Population 396 823 232 987 1219 

Sample 95 198 56 237 293 

 

Figure 3.2: Variable-wise distribution of sample 

Head teachers, deputy head teachers and in charge secondary section of the school 

(where available) were included in the study while four teachers teaching at secondary 

classes per school were also included in the study. The researcher visited more number of 

schools than required and the questionnaires of head teachers and teachers were also 

distributed more than required number.  After data collection, it was scanned, cleaned, 

sorted out and thus, 595 head teachers and 1341 teachers were possible to be included in 

the study. Hence, total sample of quantitative data was 1936 including head teachers and 

teachers male and female of both localities urban and rural. In addition to it, the researcher 

conducted 50 interviews of head teachers related to their quality management practices for 

in depth study of the phenomena but 43 interviews could be possible to include in the 

study. 

3.3  Research Instrument 

 The problem was explored in mixed method way because quality management 

practices adopted at secondary level were thought to be better found out through 

quantitative as well as qualitative way. So, a structured interview of head teachers was also 

included for in depth study of the quality management practices adopted by head teachers 

at secondary schools. Therefore, the research tools were consisted of: 
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 One questionnaire for head teachers and deputy head teachers 

 One questionnaire for teachers teaching at secondary classes 

 A semi structured interview for head teachers 

 Informal discussion with head teachers and deputy head teachers about their 

practices also helped the researcher to understand the phenomena and researcher‟s personal 

observation during field visits were also included in the study. This discussion and 

observation served as supportive research instrument verifying the data provided by the 

respondents. 

 The structured interview was consisted of 16 items and some probing questions 

revolving round all the themes included in the questionnaires. Both the questionnaires (of 

head teacher, teacher) were consisted of 68 items related to quality management practices 

of head teachers and one open ended question requiring the respondents‟ suggestions to 

improve these practices at secondary level. The distribution of questions was according to 

three main categories of quality management practices identified through literature review 

namely Task related practices, People related practices and Change related practices. The 

division of questions into these categories and their sub categories according to their 

themes was as follows: 

3.3.1 Task related Practices 

 There were 27 questions related to this category and distribution of questions 

according to theme was as follows: 

(a) Planning, long term and short term. Questions: 1, 2, 3, 4 and 5. 

(b) Resource Management. Questions: 6, 7, 8 and 9. 

(c) Commitment. Questions: 10, 11 and 12. 

(d) Focus and Rollout. Questions: 13, 14, 15, 16 and 17. 

(e) System Alignment. Questions: 18, 19, 20, 21 and 22. 

(f) Consistency. Questions: 23, 24, 25, 26 and 27. 

3.3.2 People Related Practices 

 There were 26 questions related to this category and distribution of questions 

according to their theme was as follows: 

(a) Leadership. Questions: 28, 29, 30, 31 and 32. 
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(b) Decision Making. Questions: 33, 34, 35 and 36. 

(c) Communication. Questions: 37, 38, 39 40 and 41. 

(d) Encouragement. Questions: 42, 43, 44, 45 and 46. 

(e) Coordination. Questions: 47, 48 and 49. 

(f) Cooperation. Questions: 50, 51, 52 and 53. 

3.3.3 Change Related Practices 

 There were 15 questions related to this category and distribution of questions 

according to their theme was as follows: 

(a) New Strategies and Vision. Questions: 54, 55, 56, 57 and 58. 

(b) Risk Taking. Questions: 59, 60, 61, 62 and 63. 

(c) Totality of Practices. Questions: 64, 65, 66, 67 and 68. 

 The variables of gender and locality were also included in the study and considered 

enough and appropriate while keeping in view the nature of study. 

3.4  Validation and Reliability of Research Instruments 

 Three of the research instruments were pilot tested for making them valid and 

reliable according to nature and formation of the tools. The following procedure was 

adopted for validity and reliability of research instruments: 

(a) Presentation of research design and instruments 

(b) Conducting a question-answer session 

(c) Getting remarks of experts, teachers and researchers 

(d) Pilot Testing  

 Initially, research design of the study together with its research instruments was 

orally presented to all the faculty members and researchers in the department of education, 

the Islamia University of Bahawalpur, Pakistan for validation. A copy of all the material 

was provided to every participant in the presentation. After the presentation, the question-

answer session was helpful to the researcher to refine the proposal and the instruments. 

There was also a discussion about categorization of quality management practices of head 

teachers. The themes of these categories and number of questions were also discussed 

while keeping in view the objectives of the study. The questionnaires were consisted of 90 

items while interview was consisted of 20 items and after the presentation, question-

answer session and discussion, the participants recommended 68 items in questionnaire 
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and 16 in interview. The instruments were again distributed to senior faculty members, 

teachers and researchers in the department of education, educational training, social work 

and psychology. After making instruments refined according to their valued suggestions 

and remarks, the research instruments were ready to be launched in the field to test the 

reliability. There was a pilot study at ten secondary schools of Bahawalpur district. In the 

light of head teachers and teachers‟ comments and feedback to the instruments, there was 

no further refinement at this stage. Thus, the pilot testing was completed to make sure 

reliability and validity of the research instruments. The responses of the respondents were 

analyzed to observe reliability of the tools by using SPSS software version 17. The 

Cronbach Alpha value (reliability of questionnaire internal consistency) was found 0.935 

of head teachers‟ questionnaire and 0.940 for teachers‟ questionnaire. The values were 

remarkably significant as the standard value according to Feldmann et al (2007) for 

Cronbach Alpha is 0.70. After this the instruments were launched in the field for data 

collection.  

3.5  Data Collection 

 The sample of study was consisted of nine selected districts of the province of 

Punjab: Chakwal, Gujrat, Sargodha, Kasur, Okara, Toba Tek Singh, Rahim Yar Khan, 

Muzaffar Garh and Lodhran. The researcher collected data personally. Researcher visited 

almost all boys‟ secondary schools personally and met head teachers, teachers as well as 

students and, had a round of the school also. But at some of the girls‟ secondary schools, 

there were some reservations to head teachers on researcher‟s visit of school or to have a 

round of the school. So, data was collected from such kind of schools with the help of their 

clerks, any teacher, student, peon or a female researcher. 

3.6  Data Analysis 

 Before data analysis, quantitative data required to be coded properly. So, it was 

coded during data collection and data feeding in SPSS-17 software was also started during 

data collection. However, some remaining data were put in the software after collection. 

The collected data were analyzed to find out quality management practices of secondary 

school heads with the help of appropriate statistical formulas. The gap between head 

teachers‟ existing and desired quality management practices was also found by using 

percentage, mean score and t-test. The qualitative data were collected during the 

quantitative data collection. The interviews were recorded and then drawn themes from the 

responses of the interviewee. The themes were categorized according to the questions 
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included in questionnaires and then reported side by side of the analysis of quantitative 

data. After obtaining results from the analysis, the findings were reported and on the basis 

of these findings, appropriate measures were suggested and a model for quality 

management at secondary level was suggested. 

3.7  Development of Quality Management Model 

 Review of the related literature provided researcher basic information, conception, 

structure and objectives of the model and, on the basis of the analysis of respondents‟ 

opinion about quality management practices adopted by head teachers at secondary level; 

the researcher was able to suggest a quality management model for secondary schools. The 

model was discussed with experts, teachers, researchers and head teachers of secondary 

schools. It was refined in the light of their suggestions and finalized to be included in the 

study. 

 This chapter was about research design, methodology, procedure of study and 

approach adopted by the researcher. There was discussion on the description of population, 

sampling techniques, sample of the study, development of research instruments, methods 

adopted for their validity and reliability, techniques of data collection and analysis. 

Quantitative and qualitative data analysis with its interpretation is presented in the next 

chapter. 
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CHAPTER 4 

4 DATA ANALYSIS AND INTERPRETATION 

 This chapter deals with the analysis of data and the interpretation of results. The 

study was aimed to find out and analyze the quality management practices adopted by 

secondary school head teachers. It was also designed to find out gap between head 

teachers‟ present and desired quality management practices at secondary level. The study 

was a survey type and questionnaire was chosen as a research instrument to collect data. A 

structured interview was also used to verify the data collected by questionnaire. 

 There were two questionnaires, one for head teachers and one for teachers. 

Teachers were included as respondents to verify the claims made by their head teachers 

related to their quality management practices. The data were analyzed item wise and 

respondents‟ opinion is given in tabular form at one table. The analysis of interview was 

also included in every table at the end of quantitative analysis of head teachers‟ quality 

management practices. 

The figures in the beginning of this chapter describe preliminary analysis of general 

information about respondents‟ category, geographical location and gender. For this 

purpose, frequency and percentage was used as statistics. Later on, head teachers‟ quality 

management practices were analyzed by using simple percentage of every level used in 

questionnaire. The gap between head teachers‟ existing and desirable quality management 

practices was described by using mean score of their existing practices with Standard 

Deviation and One Sample t-test. Overall this chapter deals with head teachers‟ existing 

quality management practices and the gap between their present and desired practices. 

 The figures 4.1 to 4.8 deal with general information of respondents and table 4.1 to 

4.22 deal with head teachers‟ existing quality management practices while table 4.23 to 

4.37 deal with the gap between existing and desired practices adopted by head teachers at 

secondary level. 

4.1  Part-1: General Information of Respondents 

 There is general information about respondents i.e. head teachers, teachers, their 

locality (District, Urban or Rural), and gender (Male or Female). 
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Figure 4.1: Total Number of Respondents (Category Wise) 

 Respondents of the study were head teachers and teachers. Fig 4.1 indicates total 

number of respondents included in the study from randomly selected areas of the province 

of Punjab, Pakistan. The data shows that 595 head teachers and 1341 teachers were 

included in the study and thus, total number of respondents was 1936. 

 

Figure 4.2: Number of Respondents (Gender Wise) 

 Head teachers and teachers, male and female were included in the study. This 

figure shows that there were 1257 head teachers and teachers were male, while 679 female 

head teachers and teachers were included in the study.  
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Figure 4.3: Number of Respondents (Category & Gender Wise) 

 This figure describes category and gender of the respondents. In the category of 

head teachers, there were 389 male and 206 female while male teachers were 868 and 

female 473. Total number of respondents 1936 was the same. 

 

Figure 4.4: Number of Respondents (Locality Wise) 

 Respondents from rural and urban areas of the province of Punjab were included in 

the study. Fig 4.4 indicates that there were 532 head teachers and teachers from urban 

areas and, 1404 from rural areas participated in study. 
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Figure 4.5: Number of Respondents (Locality and Gender Wise) 

 Fig 4.5 indicates that male head teachers and teachers from urban areas were 328 

while from rural areas were 929. Similarly, female head teachers and teachers 204 from 

urban areas and 475 from rural areas were included in the study. 

 

Figure 4.6: Number of Respondents (District and Category Wise) 

 Head teachers and teachers from different districts of the province of Punjab 

participated in the study. This figure shows the number of respondent district wise. 

According to the data, the highest number of respondents (head teachers, 100. Teachers, 

202) belong to Sargodha district while the lowest (head teachers, 35. Teachers, 68) were 

from Lodhran. 
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Figure 4.7: Number of Respondents (District and Gender Wise) 

 Respondents of the study were male and female head teachers and teachers from 

different districts of the province. Fig 4.1 shows that the highest number of respondents 

was from Sargodha district (male 183, female 119) and the lowest from Muzaffar Garh 

(male 79, female 24). 

 

Figure 4.8: Number of Respondents (District and Locality Wise) 

 Head teachers and teachers located at urban and rural areas were included in the 

study. This figure shows that there were 102 urban and 200 rural respondents from 

Sargodha district while 19 urban and 84 rural respondents were included in the study from 

Muzaffar Garh District  

4.2  Part-2: Background of the Analysis 

 The study was targeted to find out quality management practices of head teachers at 

secondary level. These practices were divided into three main portions: task related 

practices, people related practices and practices related to new strategies and vision. Each 
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portion was further divided into different categories and each category was consisted of 

different questions. Every question is included in the following tables and comparison of 

the opinion of both respondents (head teachers, teachers) is presented there as the data 

were collected from both head teachers and teachers. From teachers the data were gathered 

to find out their opinion about quality management practices adopted by their head 

teachers. Thus, table 4.1 to 4.22 deal with head teachers‟ quality management practices and 

the responses are presented in terms of percentage. Analysis based on interview is given 

side by side of every table having quantitative data. Hence, quantitative and qualitative 

data and interpretation can be seen alongside.  

4.3  Task Related Practices 

4.3.1 Planning Practices 

 One of the important aspects of study was to understand the importance of planning 

with regard to quality management practices. A group of questions were asked to see that 

how much head teachers involved themselves to the practices of planning about quality 

management. The questions and responses of respondents (head teacher, teacher) in terms 

of percentage are presented in table 4.1. 

Table 4.1: Importance to planning practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement 
Resp 

Cat. 
0 1 2 3 4 5 6 

1 Importance to individual 

planning practices 

H.T. 2.7 8.6 13.1 35.3 17.1 14.5 8.7 

T 17.1 28.3 24.2 10.9 8.9 5.1 5.5 

2 Long term and short term 

planning practices 

H.T. 1.2 5.0 12.3 23.0 30.3 24.9 3.4 

T 2.6 14.6 21.2 30.9 17.7 7.5 5.4 

3 Planning to avail resources 

for school 

H.T. 0.7 4.9 21.2 21.0 28.2 15.3 8.7 

T 3.3 12.6 21.9 21.0 20.3 15.1 5.7 

4 Practices are based on 

planning 

H.T. 1.8. 5.2 13.3 23.9 27.1 19.5 9.2 

T 3.7 10.1 14.3 24.4 22.5 17.3 7.8 

5 Joint planning activities are 

practiced 

H.T. 1.3 5.2 3.1 25.9 25.0 22.0 7.4 

T 11.5 13.2 20.4 18.8 16.9 12.2 7.2 

In response to the planning desirable activities, the percentage score indicated that 

head teachers generally gave less importance to individual planning practices. This was 

concluded based on the analysis that 35.3% head teachers occasionally gave importance to 

planning practices. As compared to head teachers 28.3% teachers thought their head 

teachers rarely gave importance to planning practices for any task. The data reflected that 
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only 8.7% head teachers always had been giving importance to planning. Therefore, it is 

concluded that most of the head teachers‟ practice of giving importance to planning to any 

task in the school was found occasional and significantly low when compared with the 

level 6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about long term and short 

term planning practices indicated that most of the head teachers were not considering 

planning as their prime responsibility. This was concluded based on analysis in which 

percentage score of head teachers‟ responses was 30.3 at level-4 (often) and teachers‟ score 

was 30.9 at level-3 (occasional) and only 3.4% head teachers had been always doing long 

term and short term planning. It is further concluded that „often‟ most of the head teachers‟ 

practice of doing long term and short term planning that was too low from the desirable 

level.  

In response to planning to make resources available for school, the analysis of 

respondents‟ opinion indicated that head teachers gave less importance to their planning 

for resources generating. The analysis of the data presented in table 4.1 it was calculated 

percentage score of head teachers‟ responses was 28.2 at level-4 (often) and teachers‟ score 

was 21.9 at level-2 (seldom) while only 8.7 % head teachers always plan to avail resources 

for their school. Hence, It was revealed that most of the head teachers often but not always 

plan to generate resources for respective school.  

Percentage score of head teachers‟ opinion about their quality management 

practices based on planning indicated that their practices were not usually planning based. 

The analysis indicated that  27.1% head teachers‟ practices were often planning based and 

24.4% teachers thought their head teachers‟ practices were occasionally planning based. 

Only 9.2% head teachers claimed that they always had planning based practices. However, 

this claim was not verified by the respondent teachers. So, most of the head teachers often 

had practices based on planning in the school and this practice was not better at the level of 

always.  

Similarly the percentage score of head teachers‟ opinion about joint planning 

practices indicated that most of the head teachers were not considering joint planning as 

their prime responsibility. This was concluded based on analysis in which percentage score 

of head teachers‟ responses was 25.9 at level-3 (occasional) and teachers‟ score was 20.4 at 

level-2 (seldom) and only 7.4% head teachers pointed out that they always had practice of 
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doing joint planning for any task. Therefore, It is concluded that most of the head teachers 

occasionally do joint planning and do not make it their regular planning practice.   

According to questions and responses of both type of respondents (head teachers, 

teachers) about the importance of planning quality management practices, this was 

concluded that most of the head teachers gave less importance to planning for any task in 

the school. This may be due to workload or disinterest of head teachers in planning 

practices. They do only what they face in daily routine. 

4.3.1.1 Analysis Based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verify the results of the quantitative analysis. The 

overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were either not aware of their responsibilities to plan their quality management practices or 

lacking the planning skills required to achieve certain target or accomplish the tasks. 

Majority of the head teachers (25) said that they do not make any planning. One of the 

respondents said, “We do only what we are directed to do or we plan when there is any 

problem and no direction is given by high authorities about the particular problem” One of 

the interviewee pointed out, “which plans? Who let me make plan? I need to reply so many 

letters every day. Such unlimited correspondence of higher authorities does not keep my 

mind relaxed even to think about planning”. Similar limitations and difficulties were 

highlighted by many respondents. Some of the head teachers (15) told that they understand 

the importance of planning quality management practices but they had not a chance to plan 

due to some other official duties like examination, paper marking, election, census duties 

etc.  One of them told, “I could not plan anything in my school because I am engaged in 

the elections of head masters‟ association and then I was made responsible to conduct 

sports tournament.” Few of the head teachers (3) were of the view that they always did 

planning according to the requirements of the situation and needs of the school like to avail 

resources for school and to get best academic results etc. There were only two head 

teachers who said that they conduct meeting with staff, students and parents, and with 

higher authorities to plan for any task. The reply of one of them was, “I prefer to be present 

in school to make it a distinguished institution and my practice is to plan everything for 

academic year as well as for daily routine matters.” 
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According to interview responses of head teachers about the importance of 

planning quality management practices, this was concluded that most of the head teachers 

did not have the practice of planning for any significant task in the school. This may be 

due to overburden of work, fatigue from higher authorities or disinterest of head teachers 

in planning practices. The qualitative analysis supplemented the results extracted from the 

quantitative data.  

4.3.2 Resource Management Practices 

The other important aspect of study was to find out quality management practices 

of head teachers related to resource management. There were four questions in all related 

to this area. These questions revolved round the issue of head teachers‟ quality 

management practices related to resource management. The questions and their analysis is 

presented in table 4.2.             

Table 4.2: Resource Management Practices 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Need based utilization of 

human resources 
H.T. 1.3 4.2 11.6 18.7 28.9 21.5 13.8 

T 4.0 10.1 17.1 22.6 16.5 16.3 13.4 

2 Utilization of physical 

resources 
H.T. 1.7 4.2 11.6 18.3 25.0 23.7 15.5 

T 4.5 8.7 16.1 18.3 22.9 16.2 13.3 

3 Renewal of physical 

resources 
H.T. 1.5 3.7 22.9 24.4 20.3 17.3 9.9 

T 5.0 9.9 24.8 21.7 17.7 12.6 8.3 

4 Regular updating of school 

record 
H.T. 1.2 6.1 8.2 16.8 19.5 27.7 20.5 

T 3.9 10.6 16.2 17.3 14.7 18.9 18.4 

 

The analysis indicated that 28.9% head teachers often utilized human resources 

according to the needs of the school. As compared to head teachers 22.6% teachers thought 

their head teachers occasionally utilized human resources according to the needs of the 

school. The data reflected that only 13.8% head teachers always had been utilizing human 

resources according to needs. Therefore, it is concluded that most of the head teachers‟ 

practice of human resource utilization in the school was found often and was low when 

compared with the level 6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about the utilization of 

physical resources indicated that most of the head teachers were not benefiting from the 

best utilization of physical resources. The percentage score of head teachers‟ responses 
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was 25.0 at level-4 (often) and teachers‟ score was 22.9 at the same level and only 15.5% 

head teachers had been always utilizing physical resources at their best. It is concluded that 

„often‟ most of the head teachers‟ practice of physical resource utilization was too low 

from the desirable level.  

In response to the practice of renewing the resources in school, the analysis of 

respondents‟ opinion indicated that head teachers gave less attention to renew the resources 

for school. On the basis of the analysis of data presented in table 4.2, the calculated 

percentage score of head teachers‟ responses was 24.4 at level-3 (occasional) and teachers‟ 

score was 24.8 at level-2 (seldom) while only 9.9 % head teachers always gave attention to 

the renewal of resources for their school. Hence, it was revealed that most of the head 

teachers occasionally but not always try to renew resources for their respective school.  

Percentage score of head teachers‟ opinion about their quality management 

practices of regularly updating the school record indicated that their practices were not 

usually up to the desirable level. The analysis indicated that 27.7% head teachers were 

frequently updating their school record and 18.9% teachers thought their head teachers‟ 

practices were frequent in updating the school record. Only 20.5% head teachers claimed 

that they always keep their school record updated. So, most of the head teachers are 

frequent in updating the school record and this practice was not better at the level of 

always.  

According to questions and responses of both type of respondents (head teachers, 

teachers) about their resource management practices, this was concluded that most of the 

head teachers gave less attention to their resource management practices. However these 

practices were found overall better than head teachers‟ quality management practices 

related to giving importance to planning for any task in school. 

4.3.2.1 Analysis Based on Interview 

The overall analysis of the interviews indicated that mostly the head teachers were 

either not trained for need based proper utilization of human and physical resources in 

school or afraid of facing some audit explanations called by higher authorities related to 

utilization of resources. Majority of the head teachers (28) said that they do not play any 

role to utilize human and physical resources according to needs of the school. Two of them 

told, “Utilization of human resources is not at the best due to some political or social 

pressure on them to keep some teachers relaxed in their duties”. One of the respondents 
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said, “We are not provided human resources according to subject needs of the school but 

on the basis of teacher-student ratio. So we are unable to meet the teaching needs of the 

school”. One of the interviewee pointed out, “I am near to my retirement and cannot take 

risk of facing audit explanations about the consumption or damage of physical resources 

resulted in their utilization”. Similar limitations and difficulties were highlighted by many 

respondents. Some of the head teachers (12) told that they understand their role regarding 

resource management but they had not a sufficient authority to manage physical and 

specially human resources. One of them told, “I had a huge amount of damaged or broken 

furniture in my school but had not sufficient funds to make it repaired or to sale out it.” 

When the researcher asked the head teacher to take help from School Council in this 

matter, the head teacher replied, “School Councils are there only to exist in papers, not to 

do something practical or in concrete form”. Few of the head teachers (3) were of the view 

that they always try their best to manage human and physical resources in school according 

to needs of the school. There were only four head teachers who said that they regularly 

keep their school record up to date and try their best to renew the resources for their 

school. The reply of one of them was, “I prefer to utilize resources according to their 

potential and school needs while considering in view the directions of higher authorities”. 

One of the head teachers told, “I update my school record without considering in view the 

requirements of the correspondence of higher authorities and so I am able to give quick 

response to so many letters daily.” 

According to interview responses of head teachers about their resource 

management practices, this was concluded that most of the head teachers did not have the 

quality practice of resource management in the school. This may be due to no authority 

assigned to head teachers for proper utilization of resources, some difficulties regarding to 

rules and regulations in this concern or disinterest of head teachers in resource 

management practices. The qualitative analysis supplemented the results extracted from 

the quantitative data.  

4.3.3 Practices of Creating Commitment 

The study was also to find out quality management practices of head teachers 

related to creation and enhancement of commitment among staff and students. A group of 

questions were asked to see that how much head teachers involved themselves to create 

commitment. The three questions were developed that revolved round the issue. The 
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questions and responses of respondents (head teacher, teacher) in terms of percentage are 

presented in table 4.3.   

Table 4.3: Creating Commitment 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Teachers‟ commitment to 

their duties 
H.T. 9.6 11.8 12.9 16.8 19.2 21.5 8.2 

T 10.3 13.2 17.6 18.9 18.2 14.5 7.3 

2 Students‟ devotion to their 

studies 
H.T. 2.5 9.2 21.7 27.7 19.5 15.0 4.4 

T 7.4 12.1 16.9 24.3 21.4 13.8 4.1 

3 School‟s promise for  

excellence 
H.T. 1.5 4.7 10.3 27.2 23.7 23.9 8.7 

T 7.0 11.5 22.0 17.2 17.3 16.8 8.2 

 

In response to the statement related to the practice of making teachers committed to 

their duties, the percentage score indicated that head teachers generally have less practice 

of making their teachers committed to their duties. The analysis shows that 21.5% head 

teachers frequently motivate their teachers to be committed towards their duties in the 

school. As compared to head teachers, 18.9% teachers thought their head teachers 

occasionally made their teachers committed. The data reflected that only 8.2% head 

teachers always had been making their teachers committed to their duties. Therefore, it is 

concluded that most of the head teachers‟ practice of motivating their teachers to be 

committed to their duties in the school was found at the level of frequent and was found 

low when compared with the level-6 that was considered desirable level in the study.  

The practice of motivating students to be devoted to their studies indicated that 

most of the head teachers were not motivating their students for their studies. The 

percentage score of head teachers‟ responses was 27.7 at level-3 (occasional) and teachers‟ 

score was 24.3 at the same level and only 4.4% head teachers had been always motivating 

their students for their studies. It is concluded that most of the head teachers‟ practice of 

motivating their students to be devoted to their studies was too low from the desirable 

level. 

 In response to the practice of promoting and projecting school‟s promise for 

excellence, the analysis of respondents‟ opinion indicated that head teachers gave less 

attention to promote and project the school‟s promise for excellence. On the basis of the 

analysis of data presented in table 4.3, it can be said that percentage score of head teachers‟ 
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responses was 27.2 at level-3 (occasional) and teachers‟ score was 22.0 at level-2 (seldom) 

while only 8.7 % head teachers always gave attention to the promotion and projection of 

school‟s promise for excellence. Hence, it was revealed that most of the head teachers 

occasionally but not always try to promote school‟s promise for excellence.  

According to questions and responses of both type of respondents (head teachers, 

teachers) about the projection and promotion of school‟s promise for excellence, this was 

concluded that most of the head teachers gave less attention to their practice of promoting 

school‟s promise for excellence. It was also concluded that these practices were overall 

more poor than head teachers‟ resource management practices in the school. 

4.3.3.1 Analysis Based on Interview 

The analysis of the interviews bring to the conclusion that mostly the head teachers 

were either not aware of their responsibility of taking measures to create commitment 

among staff and students for achieving excellence or they were deliberately deviating from 

creating commitment among staff and students due to some constraints. Majority of the 

head teachers (28) said that they do not try to create commitment among teachers towards 

their duties and do not motivate students to be devoted to their studies. They added that 

they even do not know about school‟s promise for excellence. Five of them told, “There is 

no need to make teachers committed to their duties as they know well the consequences of 

their low performance and they mechanically manage to get good academic results of their 

teaching subjects”. Two of the respondents said, “My duty is not to deal with students but 

with teachers and teachers should keep their students devoted to their studies so that they 

might be able to get good academic results to avoid some departmental explanation or 

enquiry”. One of the interviewee pointed out, “What is meant by school‟s promise for 

excellence? Is it possible in the country like Pakistan? School‟s excellence means here 

only to get academic results in terms of percentage not in terms of quality”. Similar 

limitations and difficulties were highlighted by many respondents. Some of the head 

teachers (11) told that they understand well that head teacher should take steps to motivate 

teachers and students to make the school a center of excellence but there are some 

difficulties and limitations in the way. Majority of them told, “Overburden of work, 

additional duties from higher authorities and some unnecessary tasks are the basic hurdle 

in dealing with teachers especially with students to encourage them for better results to 

achieve excellence.” Few of the head teachers (4) were of the view that they always try 

their best to make their school a center of excellence. One of them remarked, “I conduct a 
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ceremony occasionally to distribute prizes among students and teachers to make them 

committed and motivated towards their tasks.” The reply of one of them was, “I prefer to 

be in contact with students rather than teachers to make them devoted to their studies 

because the student is the ultimate product of the institution”.  

According to interview responses of head teachers about their quality management 

practice of creating commitment among staff and students, this was concluded that most of 

the head teachers did not have the quality practice of creating commitment among staff and 

students in the school. This may be due to lack of training and skills needed for human 

resource management or disinterest of head teachers in dealing with students and teachers. 

The qualitative analysis supplemented the results extracted from the quantitative data.  

4.3.4 Managing Focus and Rollout 

Another important aspect of study was to find out head teachers‟ existing practices 

with regard to the area of managing focus and rollout. The five questions were developed 

that revolved round the issue. The questions and responses of respondents (head teacher, 

teacher) in terms of percentage are presented in table 4.4.       

Table 4.4: Managing Focus and Rollout (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Keeping curriculum 

objectives in view 
H.T. 4.2 4.2 11.9 27.6 23.0 17.5 11.6 

T 10.3 16.9 17.8 14.6 17.5 12.6 10.3 

2 Performing task oriented 

functions 
H.T. 1.3 6.1 9.1 25.4 26.8 25.2 6.1 

T 12.3 18.0 16.6 21.4 16.3 9.5 5.9 

3 Designing students‟ 

personality development 

activities                  

H.T. 1.7 4.0 13.4 16.5 30.1 24.0 10.3 

T 5.0 12.8 25.7 23.0 18.9 9.4 5.2 

4 Opportunities of teachers‟ 

professional development 
H.T. 2.9 14.6 15.3 21.5 22.2 16.6 6.9 

T 9.8 14.8 19.2 21.5 17.3 11.0 6.4 

5 Concern to students‟ 

learning 
H.T. 1.7 3.7 12.3 13.4 27.9 21.5 19.5 

T 9.5 13.8 21.6 16.3 15.8 11.3 11.7 

In response to the statement related to practice of keeping in view the curriculum 

objectives while designing all kind of activities in the school, the percentage score 

indicated that head teachers generally do not keep in view the curriculum objectives to 

design activities in school. This was based on the analysis that 27.6% head teachers 

occasionally kept in view curriculum objectives. As compared to head teachers 17.8% 
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teachers thought their head teachers seldom kept in view the curriculum objectives. The 

data reflected that only 11.6% head teachers always had been keeping in view the 

curriculum objectives in all other activities. Therefore, it was concluded that most of the 

head teachers‟ practice of keeping in view the curriculum objectives while designing other 

activities in school was found occasional and significantly low when compared with the 

level 6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

performing task oriented activities in the school indicated that most of the head teachers 

were not considering task oriented activities as their prime responsibility. This was 

concluded based on analysis in which percentage score of head teachers‟ responses was 

26.8 at level-4 (often) and teachers‟ score was 18.0 at level-1 (rare) and only 6.1% head 

teachers had been always performing task oriented activities in the school. It is further 

concluded that „often‟ most of the head teachers‟ practice of performing task oriented 

activities in the school was too low from the desirable level.  

In response to designing activities for students‟ personality development in the 

school, the analysis of respondents‟ opinion indicated that head teachers gave less attention 

to design and perform such an activities in the school which are helpful to students‟ 

personality development. The analysis of the data presented in table 4.4, the calculated 

percentage score of head teachers‟ responses was 30.1 at level-4 (often) and teachers‟ score 

was 25.7 at level-2 (seldom) while only 10.3 % head teachers always design activities for 

students‟ personality development in the school. Hence, it was revealed that most of the 

head teachers often but not always gave attention to design and perform such activities in 

the school which are helpful to students‟ personality development in their respective 

schools.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to developing opportunities for teachers‟ professional development in the 

school indicated that their practices were not usually up to the desirable level. The analysis 

indicated that 22.2% head teachers‟ practices were often developing opportunities for 

teachers‟ professional development and 21.5% teachers thought their head teachers‟ 

practices were occasionally developing such opportunities. Only 6.9% head teachers 

claimed that they always had developed and designed opportunities for teachers‟ 

professional development. However, this claim was not verified by the respondent 
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teachers. So, most of the head teachers often had practices of developing opportunities for 

teachers‟ professional development in the school and this practice was not found better at 

the level of always.  

Similarly the percentage score of head teachers‟ opinion about their concern to 

students‟ learning indicated that most of the head teachers were not much concerned to 

their students‟ learning. This was concluded based on analysis in which percentage score 

of head teachers‟ responses was 27.9 at level-4 (often) and teachers‟ score was 21.6 at 

level-2 (seldom) and only 19.5% head teachers pointed out that they always had concern to 

students‟ learning. Therefore, it is concluded that most of the head teachers often 

concerned to students‟ learning but did not make it their regular practice.   

According to questions and responses of both type of respondents (head teachers, 

teachers) about the head teachers‟ quality management practices related to the activities of 

focus and rollout, this was concluded that most of the head teachers gave less attention to 

the area of managing focus and rollout in the school. This may be due to workload or 

disinterest of head teachers in designing and performing such activities. They do only what 

they face in daily routine. 

4.3.4.1 Analysis Based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews indicated that mostly the head teachers were either 

not aware of their responsibilities to manage their practices related to the area of focus and 

rollout or they were ignorant of this important area of quality management. Majority of the 

head teachers (31) said that they do not even know about this area of quality management 

and so there is no management of such activities related to this area. However they were 

aware of the activities regarding students‟ personality development and teachers‟ 

professional development but they were not implementing their concepts in the field. One 

of the respondents said, “My responsibility is not to design any activity for teachers‟ 

professional development and students‟ personality development. We are only here to 

implement the policies and to do what we are directed to do.” One of the interviewee 

pointed out, “System does not support to design and perform such activities because we are 

not provided curriculum objectives and not assigned any task to take some measures for 

students‟ personality development and teachers‟ professional development according to 
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curriculum objectives”. Similar limitations and difficulties were highlighted by many other 

respondents. Some of the head teachers (10) told that they understand the importance of 

this kind of quality management practices but they had not a chance to practically do so 

due to lack of skill and training required for the purpose. One of them told, “We are not 

trained to design our practices according to curriculum objectives. However professionally 

trained teachers are appointed in schools and so there is no need to engage them in 

activities other than teaching”. Only two of the head teachers were of the view that they 

always try to keep in mind curriculum objectives while performing management practices 

to get best academic results. The reply of one of them was, “I always pleasingly let my 

teachers to enhance their professional qualifications and most of the teachers are 

benefitting from distance education system to get their degrees, diplomas or certificates 

etc.” The head teacher also was of the view that only highly professionally trained teachers 

can make their students sincere to their studies and can achieve curriculum objectives. 

The analysis brought to the conclusion that majority of the head teachers was not 

even aware of this important area of quality management. Thus, the qualitative analysis 

supplemented the results extracted from the quantitative data.  

4.3.5 Practices for System Alignment 

One of the important aspects of study was to find out head teachers‟ existing 

practices with regard to system alignment. A group of questions were asked to see that 

how much head teachers involved themselves to these quality management practices 

related to system alignment. The five questions were developed that revolved round the 

issue. The questions and responses of respondents (head teacher, teacher) in terms of 

percentage are presented in table 4.5.             
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Table 4.5: Practices for System Alignment (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Advertisement of mission 

statement of school 
H.T. 2.5 4.0 8.2 16.0 25.9 26.1 17.3 

T 4.7 14.6 19.5 22.1 16.6 11.8 10.7 

2 Beneficial activities for 

target achievement 
H.T. 1.5 4.0 10.3 18.3 25.7 24.9 15.3 

T 5.4 13.3 20.3 25.0 15.6 12.2 8.2 

3 Continuous review of 

process activities 
H.T. 2.0 5.7 8.6 27.9 26.9 21.3 7.6 

T 4.7 9.3 16.3 22.9 23.1 16.5 7.2 

4 Evaluation of outputs for 

future improvements 
H.T. 2.4 13.6 15.0 22.7 19.0 19.3 8.0 

T 10.7 13.4 20.1 19.3 17.3 11.4 7.8 

5 Invitation to external experts 

for monitoring 
H.T. 11.8 11.4 17.5 19.7 18.2 13.3 8.1 

T 11.0 16.5 21.6 18.9 14.4 10.4 7.2 

In response to the statement related to practice of advertising mission statement of 

school, the percentage score indicated that head teachers generally do not advertise mission 

statement of school to make it clear to all. The analysis showed that 26.1% head teachers 

frequently tried to make mission statement of school clear to all. As compared to head 

teachers 22.1% teachers thought their head teachers occasionally advertise mission 

statement. The data reflected that only 17.3% head teachers always had been advertising 

mission statement. Therefore, it is concluded that most of the head teachers‟ practice of 

making mission statement clear to all was found frequent and was found low when 

compared with the level 6 that was considered desirable level in the study. 

In the same way, the percentage score of head teachers‟ opinion about their practice 

of designing and performing beneficial activities for target achievement and system 

alignment indicated that most of the head teachers were not considering performing 

beneficial activities to achieve some target as their prime responsibility. The percentage 

score of head teachers‟ responses was 25.7 at level-4 (often) and teachers‟ score was 25.0 

at level-3 (occasional) and only 15.3% head teachers had been always performing target 

oriented activities in the school. It is concluded that „often‟ most of the head teachers‟ 

practice of performing beneficial activities to achieve some target in the school and system 

alignment was too low from the desirable level.  

In response to continuous review of activities for system alignment, the analysis of 

respondents‟ opinion indicated that head teachers gave less attention to design and perform 

such an activities in the school which are helpful for system alignment. The analysis of the 
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data presented in table 4.5, the calculated percentage score of head teachers‟ responses was 

27.9 at level-3 (occasional) and teachers‟ score was 22.9 at the same level while only 7.6 

% head teachers always design activities for system alignment. Hence, it was revealed that 

most of the head teachers occasionally but not always gave attention to design and perform 

such activities in the school which are helpful to system alignment.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to evaluation of outputs for future improvements in the school indicated 

that their practices were not usually up to the desirable level. The analysis indicated that 

22.7% head teachers‟ practices were occasionally evaluating the outputs for future 

improvements and 20.1% teachers thought their head teachers seldom have such practices. 

Only 8.0% head teachers claimed that they always had evaluated the outputs for future 

improvements. However, this claim was not verified by the respondent teachers. So, most 

of the head teachers had occasional practices of evaluating the outputs for future 

improvements in the school for system alignment and this practice was not found better at 

the level of always.  

 Similarly the percentage score of head teachers‟ opinion about their practice of 

inviting external experts to their school for the improvement of school achievements 

indicated that most of the head teachers were not having such practices. This was 

concluded based on analysis in which percentage score of head teachers‟ responses was 

19.7 at level-3 (occasional) and teachers‟ score was 21.6 at level-2 (seldom) and only 8.1% 

head teachers pointed out that they always had invited external experts to their school. 

Therefore, it is concluded that most of the head teachers occasionally invited external 

experts to their schools for the improvement of school achievements.   

According to questions and responses of both type of respondents (head teachers, 

teachers) about the head teachers‟ quality management practices related to the system 

alignment, this was concluded that most of the head teachers gave less attention to this area 

of quality management.  

4.3.5.1 Analysis Based on Interview 

Majority of the head teachers (30) said that they do not even know about this area 

of quality management and so there is no management of such activities related to this 

area. One of the respondents said, “There is no need to invite external experts to school 

because government has established a monitoring and evaluation cell and responsibility of 
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school evaluation rests with that cell”. One of the interviewee pointed out, “District 

Teacher Educators (DTEs) continuously visit school for monitoring and assessment of 

teaching learning and so I do not invite external experts to school”. Similar limitations and 

difficulties were highlighted by many other respondents. Some of the head teachers (9) 

told that they understand the importance of this kind of quality management practices but 

they had not a chance to practically do so due to shortage of time and disinterest of staff as 

well as higher authorities. One of them told, “Neither teachers like nor higher authorities 

support to perform such practices for the evaluation of process activities for future 

improvements in the school.” Few of the head teachers (4) were of the view that they 

always try to keep in mind the importance of system alignment in the light of mission 

statement. The reply of one of them was, “I often invite and warmly welcome head 

teachers of other schools to visit my school and suggest some measures to make it a 

successful institution”. Another head teacher told, “All directions and instructions lie in the 

statement, „come and observe how we are struggling for promoting quality education‟ and 

all head teachers should make their practices while keeping in view this statement”.  

According to interview responses of head teachers about quality management 

practices for system alignment, this was concluded that most of the head teachers were not 

aware of their responsibilities to manage their practices related to the area of system 

alignment. Majority of them was not even aware of this important area of quality 

management. Thus, the qualitative analysis supplemented the results extracted from the 

quantitative data.  

4.3.6 Consistency Practices  

One of the targets of the study was to find out quality management practices of 

head teachers related to consistency in developing continuity in daily routine matters, 

producing reliable academic results, delivering instructions to staff, being conscious to 

emerging problems and doing persistent efforts to achieve excellence. The five questions 

were developed that revolved round the issue. The questions and responses of respondents 

(head teacher, teacher) in terms of percentage are presented in table 4.6.             
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Table 4.6: Consistency Practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Developing continuity in 

daily routine matters 
H.T. 1.6 6.4 10.8 18.7 18.3 28.7 15.5 

T 5.1 11.6 18.7 17.1 17.1 16.0 14.4 

2 Efforts to produce reliable 

academic results 
H.T. 1.7 3.9 8.6 25.1 28.7 20.3 11.7 

T 5.6 11.4 16.4 23.2 19.0 14.2 10.2 

3 Consistency in instructions 

to staff 
H.T. 1.3 5.2 10.9 18.2 34.8 19.0 10.6 

T 5.0 10.0 15.4 24.3 19.9 16.2 9.2 

4 Consciousness to emerging 

problems 
H.T. 1.7 4.7 22.2 20.3 21.3 14.8 15.0 

T 9.0 14.8 19.5 17.0 15.7 12.6 11.4 

5 Persistent efforts to achieve 

excellence 
H.T. 1.7 4.5 13.1 23.7 24.6 18.3 14.1 

T 5.4 11.3 19.0 22.1 18.2 12.9 11.1 

The analysis showed that 28.7% head teachers frequently develop continuity in 

daily routine matters in the school. As compared to head teachers, 18.7% teachers thought 

their head teachers seldom develop continuity in daily routine matters. The data reflected 

that only 15.5% head teachers always had been making their efforts in developing 

continuity in daily routine matters. Therefore, it was concluded that most of the head 

teachers‟ practice of developing continuity in daily routine matters in the school was found 

at the level of frequent and was found low when compared with the level-6 that was 

considered desirable level in the study.  

In the same way, the percentage score of head teachers‟ opinion about their practice 

of making consistent efforts to produce reliable academic results indicated that most of the 

head teachers were not having this practice consistently. This was based on analysis in 

which percentage score of head teachers‟ responses was 28.7 at level-4 (often) and 

teachers‟ score was 23.2 at level-3 (occasional) and only 11.7% head teachers had been 

always making consistent efforts to produce reliable academic results. It is concluded that 

most of the head teachers‟ practice of making consistent efforts to produce reliable 

academic results was too low from the desirable level. 

 In response to the practice of delivering consistent instructions to staff to achieve 

excellence, the analysis of respondents‟ opinion indicated that head teachers gave less 

attention to deliver consistent instructions to staff. On the basis of the analysis of data 

presented in table 4.6, the calculated percentage score of head teachers‟ responses was 34.8 

at level-4 (often) and teachers‟ score was 24.3 at level-3 (occasional) while only 10.6 % 
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head teachers always gave attention to deliver consistent instructions to staff to achieve 

excellence. Hence, it was revealed that most of the head teachers often but not always try 

to improve their practice of delivering consistent instructions to staff to achieve excellence.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to be conscious to emerging problems in the school indicated that their 

practices were not usually up to the desirable level. The analysis indicated that 22.2% head 

teachers‟ practices were seldom being conscious to emerging problems in the school and 

19.5% teachers also thought their head teachers‟ these practices were at the same level of 

seldom. Only 15.0% head teachers claimed that they always are conscious to emerging 

problems in the school. However, this claim was not verified by the respondent teachers. 

So, most of the head teachers seldom had practices of being conscious to emerging 

problems in the school and this practice was not found better at the level of always.  

Similarly the percentage score of head teachers‟ opinion about their persistent 

efforts to achieve excellence indicated that most of the head teachers were not much 

concerned to these practices. This was concluded based on analysis in which percentage 

score of head teachers‟ responses was 24.6 at level-4 (often) and teachers‟ score was 22.1 

at level-3 (occasional) and only 14.1% head teachers pointed out that they always had 

persistent efforts to achieve excellence. Therefore, it is concluded that most of the head 

teachers were not making their efforts consistently to achieve excellence.   

On the basis of analysis, this was concluded that most of the head teachers gave 

less attention to their practice of developing continuity in daily routine matters, producing 

reliable academic results, delivering instructions to staff, being conscious to emerging 

problems and doing persistent efforts to achieve excellence. 

4.3.6.1 Analysis Based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were either not aware of the importance of consistency and continuity in their practices or 

they were deliberately deviating from being consistent due to one limitation or the other. 

Majority of the head teachers (25) said that they are not consistent in dealing with 

management matters. One of them told, “I avoid following my instructions to staff for 

avoidance of any misunderstanding with staff because I want to reach secure end of my 
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service”. Two of the respondents said, “Consistency and continuity cannot be maintained 

due to emergent nature of managerial matters and so many interruptions from higher 

authorities”. One of the interviewee pointed out about same situation, “Consistency 

requires repeated actions but I only do what I face in daily routine matters”. Similar 

limitations and difficulties were highlighted by many other respondents. Some of the head 

teachers (12) told that they understand well that head teachers should be consistent in their 

instructions to staff and should continuously evaluate the results of their actions to achieve 

excellence but there are some difficulties and limitations in the way. Three of them told, 

“Overburden of work, additional duties from higher authorities and some unnecessary 

tasks are the basic hurdle to be consistent in daily routine matters”. The reply of one of 

them was, “We cannot remain conscious to emerging problems but we deal the problems 

which they currently face. So, there is no consistency or continuity in managerial styles.” 

Few of the head teachers (6) were of the view that they always try to seek the best 

academic results. One of them remarked, “I continuously visit classes and assess academic 

achievements of students to get the best results in external examinations.” The reply of one 

of them was, “I prefer to conduct meetings with teachers to make them conscious about 

annual academic results of the school and I repeatedly instruct them to be present in class 

all the time. I also inspect them continually.” 

According to interview responses of head teachers about their quality management 

practice of maintaining consistency in developing continuity in daily routine matters, 

producing reliable academic results, delivering instructions to staff, being conscious to 

emerging problems and doing persistent efforts to achieve excellence, this was concluded 

that most of the head teachers did not have these practices of quality management. The 

qualitative analysis supplemented the results extracted from the quantitative data.  

4.4  People Related Practices 

4.4.1 Leadership Practices  

One of the important aspects of the study was to find out head teachers‟ leadership 

practices like showing un-biasedness to staff, acting as role model for any initiative, 

innovative responses to problem solving, demonstration of energetic leadership and 

creating spirit of team work etc. The questions and responses of respondents (head teacher, 

teacher) in terms of percentage are presented in table 4.7.             
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Table 4.7: Leadership Practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Showing un-biasedness  to 

staff 

H.T. 3.4 6.6 8.2 16.6 27.1 20.3 17.8 

T 7.4 11.9 18.2 20.0 17.7 12.8 12.0 

2 Acting as role model for any 

initiative 

H.T. 1.2 4.2 11.4 28.2 25.6 18.5 10.9 

T 4.8 11.1 18.2 23.4 19.5 13.7 9.3 

3 Innovative responses for 

problem solving 

H.T. 2.0 7.1 18.2 22.9 24.2 18.8 6.8 

T 10.7 13.7 20.2 19.3 16.6 11.6 7.9 

4 Demonstration of energetic 

leadership 

H.T. 12.1 10.6 12.9 17.5 18.8 19.5 8.6 

T 9.6 12.5 15.8 16.9 21.3 16.1 7.8 

5 Creating spirit of team work H.T. 2.8 10.6 16.5 22.4 17.8 20.0 9.9 

T 7.8 13.8 20.6 19.3 15.8 13.4 9.3 

In response to the statement related to the practice of showing un-biasedness to 

staff, the percentage score indicated that head teachers generally are not unbiased to their 

staff. This was concluded based on the analysis that 27.1% head teachers are often 

unbiased to their staff in the school. As compared to head teachers, 20.0% teachers thought 

their head teachers are occasionally unbiased to their staff. The data reflected that only 

17.8% head teachers always had been showing their attitude unbiased to their staff. 

Therefore, it is concluded that most of the head teachers‟ practice of showing un-

biasedness to staff in the school was found at the level of often and was found low when 

compared with the level-6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

acting as role model for any initiative indicated that most of the head teachers were not 

always having this practice. This was concluded based on analysis in which percentage 

score of head teachers‟ responses was 28.2 at level-3 (occasional) and teachers‟ score was 

23.4 at the same level and only 10.9% head teachers had been always acting as role model 

for any initiative in the school. It is further concluded that most of the head teachers‟ 

practice of acting as role model for any initiative in the school was too low from the 

desirable level. 

 In response to the practice of innovative responses for problem solving, the 

analysis of respondents‟ opinion indicated that head teachers gave less attention to their 

responses to make them innovative for problem solving. On the basis of the analysis of 

data presented in table 4.7, the calculated percentage score of head teachers‟ responses was 
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24.2 at level-4 (often) and teachers‟ score was 20.2 at level-2 (seldom) while only 6.8 % 

head teachers always indicated innovative responses for problem solving. Hence, it was 

revealed that most of the head teachers often but not always try to indicate innovative 

responses for problem solving.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to demonstration of energetic leadership indicated that their practices 

were not usually up to the desirable level. The analysis indicated that 19.5% head teachers‟ 

practices were frequent in demonstration of energetic leadership and 21.3% teachers 

thought their head teachers‟ these practices were at the level-4 of often. Only 8.6% head 

teachers claimed that they always are demonstrating energetic leadership in the school. 

However, this claim was not verified by the respondent teachers. So, most of the head 

teachers frequently had practices of demonstration of energetic leadership in the school and 

this practice was not found better at the level of always.  

Similarly the percentage score of head teachers‟ opinion about their practice of 

creating spirit of team work among teachers indicated that most of the head teachers were 

not much concerned to these practices. This was concluded based on analysis in which 

percentage score of head teachers‟ responses was 22.4 at level-3 (occasional) and teachers‟ 

score was 20.6 at level-2 (seldom) and only 9.9% head teachers pointed out that they 

always had created spirit of team work. Therefore, it is concluded that most of the head 

teachers were not making their efforts to create spirit of team work among their teachers in 

the school. 

According to questions and responses of both type of respondents (head teachers, 

teachers) about their practices related to their leadership, this was concluded that most of 

the head teachers gave less attention to their practice of demonstrating energetic leadership 

in showing un-biasedness to staff, acting as role model for any initiative, innovative 

responses to problem solving and creating spirit of team work. 

4.4.1.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were not demonstrating leadership qualities in them with respect to dealing with their staff. 

Majority of the head teachers (23) said that they are not leaders but helpers to run the 
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system. Some of them (10) told, “We are always unbiased to staff but neither we are role 

model for our staff nor we have any innovative approach for problem solving”. When the 

researcher further asked about the reasons of this lack, one of them told, “I am so old and 

cannot demonstrate energetic leadership. Active and energetic spirits rests with 

youngsters”. Two of the respondents said, “Job nature of teachers and head teachers is very 

different from each other and so there is no question of head teachers‟ being role model for 

teachers. A teacher can be role model for other teachers and similarly a head teacher can be 

role model for other head teachers”. Similar limitations and difficulties were highlighted 

by many other respondents. Some of the head teachers (17) told that they understand well 

that head teachers should be leaders to run the system but practically the situation does not 

favor to play some role as a leader. Three of them told, “We are not trained to play 

leadership role in the institution but to implement the instructions and initiatives taken by 

higher authorities”. The reply of one of them was, “I do not believe in discrimination while 

dealing with teachers but every teacher has some specific role and some special ability. So, 

every teacher should be treated according to those natural potentials”. Few of the head 

teachers (3) were of the view that they always try to seek the best in their school and so 

they consider their role as leaders in the school. One of them remarked, “I present myself 

before teachers as a role model every time when it is to do something new and 

discrimination to teachers is out of question”.  

According to interview responses of head teachers about their leadership practices 

of showing un-biasedness to staff, acting as role model for any initiative, innovative 

responses to problem solving, demonstration of energetic leadership and creating spirit of 

team work etc., this was concluded that most of the head teachers did not have these 

practices of quality management. However, majority of them negated any biasedness or 

discrimination to their staff. Thus, overall the qualitative analysis supplemented the results 

extracted from the quantitative data. 

4.4.2 Decision Making Practices 

One of the important aspects of study was to find out quality management practices 

of head teachers related to decision making like analytical activities to reach some 

decision, making involve the staff for decision making, continuous review of previously 

taken decisions and evaluation of decision implementation. The questions and responses 

are presented in table 4.8.             
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Table 4.8: Decision Making Practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Analytical activities for 

decision making 
H.T. 2.3 5.4 10.6 21.7 26.1 24.5 9.4 

T 5.4 13.9 20.6 21.0 18.3 12.2 8.6 

2 Involvement of staff for 

decision making 
H.T. 2.2 4.0 11.1 17.6 20.2 25.4 19.5 

T 5.2 10.0 16.3 19.5 21.0 16.1 12.0 

3 Continuous review of 

decisions 
H.T. 4.2 9.4 13.8 28.3 22.9 13.3 8.1 

T 9.5 16.2 25.9 19.6 14.1 7.5 7.2 

4 Evaluation of decision 

implementation 
H.T. 1.2 5.9 8.7 18.7 21.0 29.9 14.6 

T 3.6 8.1 21.0 27.8 21.9 10.4 7.2 

In response to the statement related to head teachers‟ analytical activities to reach 

some decision, the percentage score indicated that head teachers generally have not 

satisfactory practices of analytical activities for decision making. This was based on the 

analysis that 26.1% head teachers often analyze the situations before reaching some 

decision. As compared to head teachers 21.0% teachers thought their head teachers 

occasionally analyze the situations before reaching some decision. The data reflected that 

only 9.4% head teachers always had been analyzing the situations before reaching some 

decision. Therefore, it was concluded that most of the head teachers‟ practice of analytical 

activities for decision making in the school was found often and was low when compared 

with the level 6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about making involve 

their staff for decision making indicated that most of the head teachers were not involving 

their teachers to take any decision. This was concluded based on analysis in which 

percentage score of head teachers‟ responses was 25.4 at level-5 (frequent) and teachers‟ 

score was 21.0 at level-3 (occasional) and only 19.5% head teachers had been always 

involving their teachers to take any decision. It is further concluded that most of the head 

teachers‟ practice of involving their teachers to take any decision was too low from the 

desirable level.  

The analysis of respondents‟ opinion indicated that head teachers gave less 

attention to review their decisions taken. On the basis of the analysis of data presented in 

table 4.8, the calculated percentage score of head teachers‟ responses was 28.3 at level-3 

(occasional) and teachers‟ score was 25.9 at level-2 (seldom) while only 8.1 % head 

teachers always gave attention to make continuous review of previously taken decisions in 
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their schools. Hence, it was revealed that most of the head teachers occasionally but not 

always try to make continuous review of previously taken decisions in their respective 

schools.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to the evaluation of decision implementation indicated that their practices 

were not usually up to the desirable level. The analysis indicated that 29.9% head teachers 

were frequently making evaluation of decision implementation and 27.8% teachers thought 

their head teachers‟ practices were occasional for evaluation of decision implementation. 

Only 14.6% head teachers claimed that they always evaluate their decision 

implementation. So, most of the head teachers are frequent in evaluation of decision 

implementation and this practice was not better at the level of always.  

According to questions and responses of both type of respondents (head teachers, 

teachers) about decision making practices, this was concluded that most of the head 

teachers gave less attention to these practices of analytical activities to reach some 

decision, making involve the staff for decision making, continuous review of previously 

taken decisions and evaluation of decision implementation.  

4.4.2.1 Analysis based on Interview 

The overall analysis of analytical activities to reach some decision, making involve 

the staff for decision making, continuous review of previously taken decisions and 

evaluation of decision implementation was presented here. Majority of the head teachers 

(28) said that they do not have analytical activities for decision making. Two of them told, 

“We do not conduct any analysis of some situation before taking some decision but we 

decide in the light of whatever we observe in current situation”. One of the respondents 

said, “I never do any prior decision about some situation and so, there is no need to 

evaluate its implementation.” Similar limitations and difficulties were highlighted by many 

other respondents. Some of the head teachers (10) told that they understand the importance 

of making involve their staff for decision making but the staff must be trained for this 

purpose. One of them told, “I had a lot of matters to discuss with teachers to reach some 

decision but had not sufficient time to make them involve in decision.” When the 

researcher asked the head teacher to distribute some responsibilities among different 

teachers, the head teacher replied, “My teachers are overburdened with teaching subjects 

due to shortage of teaching staff and so it may not be possible”. Few of the head teachers 
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(5) were of the view that they always try their best to involve their staff for decision 

making. There were only four head teachers who said that they regularly keep their staff 

involved in decision. The reply of one of them was about the evaluation of previously 

taken decision, “I prefer to evaluate first the decisions that were previously taken that how 

much they were implemented and then I decide to take some new decisions”. One of the 

head teachers told, “I am more concerned about decision implementation than review of 

previously taken decisions or making staff involved in the process of decision making. 

Decision making is nothing without its implementation.” 

According to interview responses of head teachers about their quality management 

practices related to decision making, this was concluded that most of the head teachers did 

not have the practices of analytical activities to reach some decision, making involve the 

staff for decision making, continuous review of previously taken decisions and evaluation 

of decision implementation. This may be due to lack of time availability or less 

cooperation from staff to head teachers or disinterest of the staff in managerial matters. 

However, the qualitative analysis supplemented the results extracted from the quantitative 

data.  

4.4.3 Practices related to Communication 

 The study was also to find out quality management practices of head teachers 

related to communication. The questions and responses of respondents (head teacher, 

teacher) in terms of percentage are presented in table 4.9.             

Table 4.9: Practices related to Communication (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Head teacher‟s contacts with 

other schools for 

improvement 

H.T. 1.8 12.6 20.3 23.0 19.8 16.0 6.5 

T 11.2 15.8 24.2 16.9 16.5 9.1 6.3 

2 Encouraging teacher-parent 

communication 
H.T. 1.6 9.9 18.8 28.1 20.2 15.4 6.0 

T 8.5 16.1 19.0 22.5 16.9 12.2 4.8 

3 Regular communication 

with staff 
H.T. 1.2 5.9 10.1 17.5 26.9 26.1 12.3 

T 4.5 12.3 22.6 22.6 17.1 12.5 8.4 

4 Keeping communication 

with students 
H.T. 1.8 4.5 17.1 21.7 21.9 23.0 10.0 

T 5.3 10.2 19.5 22.5 21.6 12.2 8.7 

5 Contacts with higher 

authorities 
H.T. 1.8 6.7 9.1 22.5 25.9 24.5 9.5 

T 5.2 12.3 17.6 20.1 19.8 16.3 8.7 

In response to the statement related to the practice of communication with other 

schools for improvement, the percentage score indicated that head teachers generally have 
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less practice of developing their contacts with other schools. The analysis indicated that 

23.0% head teachers occasionally contact with other schools for improvement in academic 

and managerial matters in the school. As compared to head teachers, 24.2% teachers 

thought their head teachers seldom contact with other schools. The data reflected that only 

6.5% head teachers always had been making their contacts with other schools. Therefore, it 

is concluded that most of the head teachers‟ practice of contacting other schools was found 

at the level of occasional and was found low when compared with the level-6 that was 

considered desirable level in the study. Similarly, the percentage score of head teachers‟ 

opinion about their practice of strengthening teacher-parent communication indicated that 

most of the head teachers were not encouraging teacher-parent contact. This was 

concluded based on analysis in which percentage score of head teachers‟ responses was 

28.1 at level-3 (occasional) and teachers‟ score was 22.5 at the same level and only 6.0% 

head teachers had been always encouraging teacher-parent communication. It is further 

concluded that most of the head teachers‟ practice of encouraging and making strengthened 

teacher-parent communication was too low from the desirable level. 

 In response to the practice of having regular communication with staff for school 

improvement, the analysis of respondents‟ opinion indicated that head teachers gave less 

attention to this management practice. On the basis of the analysis of data presented in 

table 4.9, the calculated percentage score of head teachers‟ responses was 26.9 at level-4 

(often) and teachers‟ score was 22.6 at level-2 (seldom) as well as at level-3 (occasional) 

while only 12.3 % head teachers always gave attention to have regular communication 

with their staff for school improvement. Hence, it was revealed that most of the head 

teachers often but not always try to have regular communication with their staff. 

The analysis of head teacher‟s opinion about keeping communication with students 

indicated that this practice of head teachers is found better than other practices of this area 

but still there is less attention to this practice. This was on the basis of analysis in which 

23.0% head teachers were frequent in having communication with students. Only 22.5% 

teachers thought their head teachers have communication with students while data 

reflected that only 10.0% head teachers always communicate with students. Therefore, it is 

concluded that most of the head teachers‟ practice of contacting students was found at the 

level of frequent and was found low when compared with the level-6 (always) that was 

considered desirable level in the study. 
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The percentage score of head teachers‟ opinion about contacting with higher 

authorities for the betterment of their schools indicated that most of the head teachers‟ 

practice is not up to desirable level. The analysis showed that 25.9% head teachers often 

contact higher authorities for the betterment of their schools. As compared to head 

teachers‟ opinion, 20.1% teachers thought their head teachers occasionally contact higher 

authorities to improve the school while data reflected that only 9.5% head teachers always 

contact their higher authorities. Hence, it was revealed that most of the head teachers often 

but not always try to communicate with higher authorities for the betterment of their 

schools. 

According to questions and responses of both type of respondents (head teachers, 

teachers) about head teachers‟ communication practices, this was concluded that most of 

the head teachers gave less attention to communicate with their staff, students, higher 

authorities, parents and with other schools for the improvement and betterment of their 

schools. It was also concluded that head teachers‟ practice of encouraging teacher-parent 

communication was found more poor than head teachers‟ other practices related to 

communication. 

4.4.3.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews showed that mostly the head teachers were either not 

aware of the importance of communication practices for the betterment of school or they 

were deliberately deviating from having effective communication with parents, staff, 

students, higher authorities and with other schools. Majority of the head teachers (25) said 

that they do not try to contact with other schools to improve their schools. They added that 

there is even no tradition of like this to communicate with other schools to roll out own 

successes and to be aware of others‟ success stories. Six of them told, “All public sector 

secondary schools throughout Punjab are having same situations and environment except 

some minor differences due to the locality of schools like urban or rural. No school 

contacts with other for its improvement”. Three of the respondents said, “This kind of 

activities may not be applicable to our environment as there is not awareness of such 

practices”. One of the interviewee pointed out, “For what purpose it is to contact with other 

schools? Everyone knows better than other what he or she is to do for avoiding facing any 
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departmental inquiry”. Similar limitations and difficulties were highlighted by many 

respondents. Some of the head teachers (14) told that they understand well that head 

teacher should take steps not only to encourage teacher-parent contact but also to celebrate 

teacher-parent day or to conduct teacher-parent meetings but there are some difficulties 

and limitations in the way. Majority of them told, “Overburden of work, additional duties 

from higher authorities and some unnecessary tasks are the basic hurdle in dealing with 

such kind of activities.” Few of the head teachers (4) were of the view that they always try 

their best to call parents to school. One of them remarked, “I conduct a ceremony 

occasionally to distribute prizes among students and teachers to make them committed and 

motivated towards their tasks and at this occasion I invite parents to school.” The reply of 

one of them was, “I always assign duty to teachers to contact with parents but parents‟ 

response is very depressing. They do not bother to spare some time to see their children‟s 

teacher”.  

According to interview responses of head teachers about their quality management 

practice of communication with staff, students, parents, higher authorities and contact with 

other schools, this was concluded that most of the head teachers did not have these 

practices in the school. This may be due to lack of awareness, training and skills needed for 

effective communication. The qualitative analysis supplemented the results extracted from 

the quantitative data.  

4.4.4 Development of Encouragement 

One of the important aspects of study was to find out head teachers‟ existing 

practices with regard to the area of making and getting encouragement. A group of 

questions were asked to see that how much head teachers involved themselves to these 

quality management practices of delivering encouragement to teachers, students and, 

getting performance incentive from higher authorities as well as from community. The five 

questions were developed that revolved round the issue. The data were collected from both 

head teachers and teachers. From teachers the data were gathered to find out their opinion 

about quality management practices of their head teachers regarding to the encouragement. 

The questions and responses of respondents (head teacher, teacher) in terms of percentage 

are presented in table 4.10.             
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Table 4.10: Development of Encouragement (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Encouraging the teachers H.T. 2.2 5.7 8.9 17.1 27.4 24.2 14.5 

T 4.8 8.9 22.1 22.8 17.2 13.2 11.0 

2 Getting performance 

incentives 
H.T. 2.4 4.5 10.9 25.7 23.5 22.4 10.6 

T 6.7 11.5 17.5 18.6 21.9 14.3 9.5 

3 Appreciating good students H.T. 1.1 3.5 10.8 19.3 18.8 27.2 19.3 

T 5.1 10.3 17.7 18.1 20.0 17.4 11.4 

4 Getting inspiration from 

community 
H.T. 3.0 14.8 15.5 23.7 18.5 15.8 8.7 

T 9.0 16.6 20.1 18.9 17.1 11.6 6.7 

5 Motivation from higher 

authorities 
H.T. 2.7 5.9 11.8 24.2 26.4 22.4 6.6 

T 4.9 11.2 17.9 20.5 20.9 14.8 9.8 

In response to the statement related to practice of encouraging the teachers in the 

school, the percentage score indicated that head teachers generally do not have this 

important practice in school. This was concluded based on the analysis that 27.4% head 

teachers often kept in view this important practice of encouraging the teachers. As 

compared to head teachers, 22.8% teachers thought their head teachers occasionally 

provided the encouragement to teachers. The data reflected that only 14.5% head teachers 

always had been encouraging their teachers. Therefore, it is concluded that most of the 

head teachers‟ practice of encouraging the teachers in school was found often and 

significantly low when compared with the level 6 that was considered desirable level in the 

study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

getting performance incentives from higher authorities indicated that most of the head 

teachers were not getting these kinds of incentives. This was concluded based on analysis 

in which percentage score of head teachers‟ responses was 25.7 at level-3 (occasional) and 

teachers‟ score was 21.9 at level-4 (often) and only 10.6% head teachers had been always 

getting performance incentives. It is concluded that the opinion of teachers is more than 

head teachers‟ opinion related to the practice which means teachers thought their head 

teachers are getting incentives more than in the opinion of head teachers. It is further 

concluded that „occasionally‟ most of the head teachers‟ practice of getting performance 

incentives from higher authorities for the school was too low from the desirable level.  
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In response to the question regarding encouraging and appreciating good students 

in the school, the analysis of respondents‟ opinion indicated that although head teachers 

gave less attention to appreciate and encourage good students yet this practice was found 

better than other practices of this area. The analysis of the data presented in table 4.10, the 

calculated percentage score of head teachers‟ responses was 27.2 at level-5 (frequent) and 

teachers‟ score was 20.0 at level-4 (often) while 19.3 % head teachers always encourage 

and appreciate good students to enhance their academic performance in the school. Hence, 

it was revealed that most of the head teachers frequently but not always gave attention to 

this practice of motivating good students which is considered helpful to enhance students‟ 

academic learning and performance.  

Percentage score of head teachers‟ opinion about getting encouragement and 

inspiration from community indicated that their practices were not remarkably up to the 

desirable level. The analysis indicated that 23.7% head teachers occasionally get 

encouragement and inspiration from community and 20.1% teachers thought their head 

teachers occasionally used to get inspiration from community. Only 8.7% head teachers 

claimed that they always had succeeded to be inspired from community. However, this 

claim was not verified by the respondent teachers. So, most of the head teachers 

occasionally had got encouragement, motivation and inspiration from community to make 

school performance better and this practice was not found better at the level of always.  

Similarly the percentage score of head teachers‟ opinion about getting motivation 

and encouragement from higher authorities indicated that most of the head teachers were 

not much satisfied on getting motivation from higher authorities. This was concluded 

based on analysis in which percentage score of head teachers‟ responses was 26.4 at level-

4 (often) and teachers‟ score was 20.9 at the same level and only 6.6% head teachers 

pointed out that they always had been motivated by higher authorities. Therefore, it is 

concluded that most of the head teachers often but not always are motivated and 

encouraged by the higher authorities.   

According to questions and responses of both type of respondents (head teachers, 

teachers) about the head teachers‟ quality management practices related to the activities of 

making and getting encouragement, this was concluded that most of the head teachers gave 

less attention to the area of encouragement to teachers and students and, getting 

encouragement from community and higher authorities.  
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4.4.4.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews brings to the conclusion that mostly the head 

teachers were either not aware of their responsibilities to manage their practices related to 

the area of encouragement or they were ignorant of this important area of quality 

management. Majority of the head teachers (35) were aware of the importance of these 

activities regarding encouragement to students, teachers and getting performance 

incentives from higher authorities but they were not well aware about getting inspiration 

from community and be motivated from higher authorities other than performance 

incentives. One of the respondents said, “My responsibility is not to seek encouragement 

from community or higher authorities. However, everyone knows what we are doing here 

and our every action is visible to everyone.” One of the interviewee pointed out, “Social 

settings do not support to establish a partnership between the institution and community as 

rural situations and political factors adversely affect our management. So, encouragement 

from community is out of question”. Similar limitations and difficulties were highlighted 

by many other respondents. Some of the head teachers (12) told that they understand the 

importance of encouragement to students and teachers but they had not a chance to 

practically do so due to lack of time availability required for the purpose and a number of 

other matters in the school. One of them told, “We are not trained to design our practices 

according to true sense of quality management practices. Overburden of work and other 

duties is main hurdle in this regard”. Only two of the head teachers were of the view that 

they always try to encourage teachers and students while contacting them even individually 

to get best academic results. The reply of one of them was, “I always pleasingly let my 

teachers as well as students to discuss with me their problems during teaching learning and 

even their personal matters related to the institution so that they might be encouraged to do 

the best.” The head teacher also was of the view that only highly professionally trained 

teachers and head teachers can create this kind of environment in their schools where every 

individual may seek guidance and counseling from experts and in the result may be 

motivated towards excellence. 

According to interview responses of head teachers about the quality management 

practices of making encouragement to teachers and students and, getting encouragement 

from community and higher authorities, this was concluded that most of the head teachers 
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were either considering such kind of activities an extra fatigue or were not aware of the 

importance of this practice. Thus, the qualitative analysis supplemented the results 

extracted from the quantitative data.  

4.4.5 Developing Coordination 

The study was to find out head teachers‟ existing practices with regard to 

developing coordination among staff members, inviting experts and former students to 

school. The questions and responses of respondents (head teacher, teacher) in terms of 

percentage are presented in table 4.11.             

Table 4.11: Developing Coordination (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp. 

Cat. 

0 1 2 3 4 5 6 

1 Managing experts‟ visits 

and counseling for school 
H.T. 12.8 10.6 17.8 19.3 14.8 17.8 6.9 

T 10.7 15.7 19.1 19.8 16.6 12.7 5.4 

2 Developing coordination 

among staff members 
H.T. 5.5 11.6 17.8 19.2 20.2 16.3 9.4 

T 3.3 10.9 18.9 24.8 20.6 13.0 8.5 

3 Inviting former students to 

school 
H.T. 4.2 8.2 19.7 24.7 20.7 14.3 8.2 

T 13.0 16.2 21.2 18.9 15.4 10.2 5.1 

In response to the statement related to practice of developing coordination 

between school and experts in the form of experts‟ visits and counseling for school 

indicated that head teachers generally do not manage experts‟ visits to school. This was 

based on the analysis that 19.3% head teachers occasionally tried to manage experts‟ visits 

and counseling for school. As compared to head teachers‟ opinion, 19.8% teachers thought 

their head teachers occasionally manage experts‟ visits. The data reflected that only 6.9% 

head teachers always had been managing this practice. Therefore, it was concluded that 

most of the head teachers‟ practice of managing experts‟ visits to school was found 

occasional and was found low when compared with the level 6 that was considered 

desirable level in the study. 

Similarly, the percentage score of head teachers‟ opinion about their practice of 

developing coordination among staff members in the school indicated that most of the head 

teachers were not considering this practice as their prime responsibility. The analysis 

showed in which percentage score of head teachers‟ responses was 20.2 at level-4 (often) 

and teachers‟ score was 24.8 at level-3 (occasional) and only 9.4% head teachers had been 

always performing this kind of activities as their practice in the school. It is further 
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concluded that „often‟ most of the head teachers‟ practice of developing coordination 

among staff members in the school was too low from the desirable level.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to inviting former students to school indicated that their practices were not 

usually up to the desirable level. The analysis indicated that 24.7% head teachers were 

occasionally inviting former students and 21.2% teachers thought their head teachers 

seldom have such practices. Only 8.2% head teachers claimed that they always had invited 

former students to school. However, this claim was not verified by the respondent teachers. 

So, most of the head teachers had occasional practices of inviting former students to 

school and this practice was not found better at the level of always.  

 According to questions and responses of both type of respondents (head teachers, 

teachers) about the head teachers‟ quality management practices related to developing 

coordination among staff members, coordinating experts to school and coordinating former 

students to school by inviting them to school, this was concluded that most of the head 

teachers gave less attention to this area of quality management.  

4.4.5.1 Analysis Based on Interview 

The analysis indicated that mostly the head teachers were either not aware of their 

responsibilities to manage their practices related to the development of coordination or 

they were ignorant of this important area of quality management. Majority of the head 

teachers (18) said that they are not aware of this area of quality management and so they 

do not manage such activities related to this area. One of the respondents said, “I don‟t feel 

there is such a need to develop coordination between school and external experts because 

government has established a monitoring and evaluation cell and responsibility of visiting 

schools rests with that cell”. One of the interviewee pointed out, “District Teacher 

Educators (DTEs) continuously visit schools for the mentoring of teachers and so I do not 

invite external experts to school”. Similar limitations and difficulties were highlighted by 

many other respondents. Some of the head teachers (8) told that they understand well the 

importance of coordination and try their best to develop coordination among staff 

members. One of them told, “I regularly conduct staff meetings and instruct teachers to be 

coordinated each other and help each other to flourish such an environment where is no 

hesitation to learn and to impart knowledge.” Majority of the head teachers (17) were 

reluctant to invite or develop coordination between former students and school as they 
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consider it an untrue activity. The reply of one of them was, “What former students can do 

to improve the school? This concept may live in paper work not on ground”. Another head 

teacher was of the view, “It is only possible if former student is high official in the 

department and having authority to do something for making his/her native school a center 

of excellence, it must be done. Otherwise the practice is imaginary”.  

According to interview responses of head teachers about quality management 

practices for developing coordination among staff members, coordinating experts to school 

and coordinating former students to school by inviting them to school, this was concluded 

that most of the head teachers were not aware of their responsibilities to manage their 

practices related to the area of coordination. However, they have some better concept of 

coordination among staff members than the concept of other practices of this area. 

Majority of them was not even aware of coordinating the services of former students to 

school.  

4.4.6 Developing Cooperation 

 The study was also to find out quality management practices of head teachers 

related to creating spirit of mutual assistance between school and higher authorities, 

developing cooperation between head teacher and staff, strengthening teacher-student 

cooperation and creating cooperation between school and community. A group of 

questions were asked to see that how much head teachers involved themselves to develop a 

spirit of cooperation. The four questions were developed that revolved round the issue. The 

data were collected from both head teachers and teachers. From teachers the data were 

gathered to find out their opinion about quality management practices of their head 

teachers regarding cooperation. The questions and responses of respondents (head teacher, 

teacher) in terms of percentage are presented in table 4.12.             
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Table 4.12:  Developing Cooperation (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Creating mutual assistance 

(higher authorities and 

school) 

H.T. 3.7 12.6 17.1 23.0 20.2 15.8 7.6 

T 7.2 16.2 23.3 18.9 16.2 11.3 6.9 

2 Developing cooperation 

(head teacher and staff) 
H.T. 1.3 6.6 11.3 14.3 22.9 27.1 16.5 

T 4.0 10.1 20.6 22.1 21.0 13.3 8.9 

3 Strengthening teacher-

student cooperation 
H.T. 1.0 6.2 20.5 21.5 22.5 20.0 8.3 

T 4.5 10.0 18.0 25.0 19.9 13.9 8.7 

4 Cooperation between school 

and community 
H.T. 10.2 11.6 16.3 18.5 21.5 14.8 7.1 

T 9.9 14.6 19.6 20.3 16.6 12.8 6.2 

In response to the statement related to the practice of creating mutual assistance 

between school and higher authorities, the percentage score indicated that head teachers 

generally have less practice of creating mutual assistance between school and higher 

authorities. This was concluded based on the analysis that 23.0% head teachers 

occasionally try to create mutual assistance between school and higher authorities. As 

compared to head teachers, 23.3% teachers thought their head teachers seldom develop 

mutual assistance between school and higher authorities. The data reflected that only 7.6% 

head teachers always had been making their efforts in developing mutual assistance 

between school and higher authorities. Therefore, it is concluded that most of the head 

teachers‟ practice of developing mutual assistance between school and higher authorities 

was found at the level of occasional and was found low when compared with the level-6 

that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

developing cooperation between head teacher and staff indicated that most of the head 

teachers were not having this practice consistently. This was concluded based on analysis 

in which percentage score of head teachers‟ responses was 27.1 at level-5 (frequent) and 

teachers‟ score was 22.1 at level-3 (occasional) and only 16.5% head teachers had been 

always making consistent efforts to produce spirit of mutual cooperation between staff and 

head teacher. It is further concluded that most of the head teachers‟ practice of producing 

spirit of mutual cooperation between staff and head teacher was too low from the desirable 

level. 
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 In response to the practice of strengthening teacher-student cooperation, the 

analysis of respondents‟ opinion indicated that head teachers gave less attention to this area 

of their management practices. On the basis of the analysis of data presented in table 4.12, 

the calculated percentage score of head teachers‟ responses was 22.5 at level-4 (often) and 

teachers‟ score was 25.0 at level-3 (occasional) while only 8.3 % head teachers always 

gave attention to strengthen teacher-student cooperation. Hence, it was revealed that most 

of the head teachers often but not always try to improve their practice of strengthening 

teacher-student cooperation. 

 Percentage score of head teachers‟ opinion about their quality management 

practices related to the development of the spirit of cooperation between school and 

community indicated that their practices were not usually up to the desirable level. The 

analysis indicated that 21.5% head teachers‟ practices were often in developing the spirit of 

cooperation between school and community and 20.3% teachers thought their head 

teachers‟ these practices were at the level of occasional. Only 7.1% head teachers claimed 

that they always are trying their best to develop school-community cooperation. However, 

this claim was not verified by the respondent teachers. So, most of the head teachers often 

had practices of developing the spirit of cooperation between school and community and 

this practice was not found better at the level of always.  

According to questions and responses of both type of respondents (head teachers, 

teachers) about their practices related to creating spirit of mutual assistance between school 

and higher authorities, developing cooperation between head teacher and staff, 

strengthening teacher-student cooperation and creating cooperation between school and 

community, this was concluded that most of the head teachers gave less attention to their 

activities of developing this kind of practices. 

4.4.6.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were either not aware of the importance of creating the spirit of cooperation in the school 

or they were deliberately deviating from doing so due to one limitation or the other. 

Majority of the head teachers (29) said that they are not able to create the spirit of 

cooperation between higher authorities and school. One of them told, “Higher authority is 
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just like upper hand and we are like lower hand. How is it possible to develop cooperation 

between high and low? It may be possible if the initiative is taken from higher authority.” 

Two of the respondents said, “Spirit of cooperation cannot be maintained due to the nature 

of managerial matters and so many emergent orders from higher authorities”. One of the 

interviewee pointed out about same situation, “Cooperation requires healthy and pleasant 

working relationship between authorities and subordinates. Unfortunately there is nothing 

so in this department.” Similar limitations and difficulties were highlighted by many other 

respondents. Some of the head teachers (16) told about some difficulties and limitations in 

the way to establish spirit of cooperation between community and school. Nine of them 

told, “Members of community always pursue their personal and political interests and their 

cooperation is limited to degrade their opponents. They don‟t play some positive role to 

improve the school”. The reply of one of them was, “School Councils are practical form of 

community-school cooperation but only in paper work not in reality.” Few of the head 

teachers (4) were of the view that they always try to seek cooperation from community. 

One of them remarked, “I continuously call the members of School Council and thrice I 

had changed the list of members to make the Council active in real sense.” The reply of 

one of them was, “When Government‟s public private partnership fails, I call some 

sensible and qualified parents to play their role whatever the matter may be.” However, 

majority of the interviewees (32) claimed that they try their best to promote teacher-student 

cooperation and cooperation between themselves and staff. One of them summed up, “The 

importance of teacher-student cooperation is so vital that it may be a universal truth.” 

According to interview responses of head teachers about their quality 

management practice of developing the spirit of cooperation, this was concluded that most 

of the head teachers did not have these practices of creating spirit of mutual assistance 

between school and higher authorities, developing cooperation between head teacher and 

staff, strengthening teacher-student cooperation and creating cooperation between school 

and community. However, cooperation between head teacher and staff and, teacher-student 

cooperation was found better than other practices of this area of quality management. 

Thus, the qualitative analysis supplemented the results extracted from the quantitative data.  

4.5  Change related Practices 

4.5.1 Designing New Strategies   

One of the important aspects of the study was to find out head teachers‟ practices 

related to the area of new strategies and vision. A group of questions were asked to see that 
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how much head teachers involved themselves in the activities of designing strategies to 

improve their practices, forcing teachers to be prepared while meeting head teacher, trying 

to generate creativity in the attitude of school personnel, applying unique methods for 

management and having positive innovative behavior with staff. The five questions were 

developed that revolved round the issue. The data were collected from both head teachers 

and teachers. From teachers the data were gathered to find out their opinion about quality 

management practices of their head teachers regarding designing new strategies and vision. 

The questions and responses of respondents (head teacher, teacher) in terms of percentage 

are presented in table 4.13.             

Table 4.13: Designing New Strategies (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T – Teacher 

Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Designing strategies to 

improve practices 
H.T. 3.2 8.7 13.4 15.5 23.4 18.8 17.0 

T 4.8 11.9 17.8 17.7 19.1 15.1 13.6 

2 Instructing teachers to be 

prepared before meeting  
H.T. 2.2 6.2 15.6 20.7 28.1 20.0 7.2 

T 3.4 16.8 20.1 21.9 19.2 13.3 5.3 

3 Trying to generate creativity 

in attitude of school 

personnel 

H.T. 2.5 5.5 11.6 15.1 26.8 24.2 14.3 

T 6.2 13.3 20.1 23.2 17.0 10.4 9.8 

4 Applying unique methods 

for management 
H.T. 3.9 10.4 13.6 18.8 24.9 20.5 7.9 

T 9.9 14.9 17.7 24.5 17.4 10.5 5.1 

5 Having positive innovative 

behavior with staff 
H.T. 1.2 7.4 9.6 16.8 24.5 26.2 14.3 

T 2.4 10.4 15.6 21.3 23.5 15.7 11.1 

In response to the statement related to the practice of designing strategies to 

improve practices, the percentage score indicated that head teachers generally are not 

designing such strategies. This was concluded based on the analysis that 23.4% head 

teachers are often designing strategies to improve their practices. As compared to head 

teachers, 19.1% teachers thought their head teachers are often designing the strategies. The 

data reflected that only 17.0% head teachers always had been designing strategies to 

improve their management practices. Therefore, it is concluded that most of the head 

teachers‟ practice of designing strategies was found at the level of often and was found low 

when compared with the level-6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

instructing teachers to be prepared before meeting with them indicated that most of the 

head teachers were not always having this practice. This was concluded based on analysis 
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in which percentage score of head teachers‟ responses was 28.1 at level-4 (often) and 

teachers‟ score was 21.9 at level-3 (occasional) and only 7.2% head teachers had been 

always instructing teachers to be prepared before meeting with them. It is further 

concluded that most of the head teachers‟ practice of instructing teachers to be prepared 

before meeting with them was too low from the desirable level. 

 In response to the practice of trying to generate creativity in attitude of school 

personnel, the analysis of respondents‟ opinion indicated that head teachers gave less 

attention to make school personnel‟s attitude creative. On the basis of the analysis of data 

presented in table 4.13, the calculated percentage score of head teachers‟ responses was 

26.8 at level-4 (often) and teachers‟ score was 23.2 at level-3 (occasional) while only 

14.3% head teachers always were trying to generate creativity in attitude of school 

personnel. Hence, it was revealed that most of the head teachers often but not always try to 

generate creativity in the attitude of school personnel. 

Percentage score of head teachers‟ opinion about their quality management 

practices related to applying unique methods for management were not usually up to the 

desirable level. The analysis indicated that 24.9% head teachers‟ practices were often in 

applying unique methods for management and 24.5% teachers thought their head teachers‟ 

these practices were at the level-3 of occasional. Only 7.9% head teachers claimed that 

they always are applying unique methods for management in the school. However, this 

claim was not verified by the respondent teachers. So, most of the head teachers often had 

practices of applying unique methods for management in the school and this practice was 

not found better at the level of always.  

Similarly the percentage score of head teachers‟ opinion about their practice of 

having positive innovative behavior with staff indicated that most of the head teachers 

were not much concerned to these practices. This was concluded based on analysis in 

which percentage score of head teachers‟ responses was 26.2 at level-5 (frequent) and 

teachers‟ score was 23.5 at level-4 (often) and only 14.3% head teachers pointed out that 

they always had positive innovative behavior with staff. Therefore, it is concluded that 

most of the head teachers were not making their efforts to have positive innovative 

behavior with their teachers in the school. However this practice was found better than 

other practices of this area. 
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According to questions and responses of both type of respondents (head teachers, 

teachers) about their practices related to designing new strategies and vision, this was 

concluded that most of the head teachers gave less attention to their practices of designing 

strategies to improve their practices, forcing teachers to be prepared while meeting head 

teacher, trying to generate creativity in the attitude of school personnel, applying unique 

methods for management and having positive innovative behavior with staff. However, the 

practice of having positive innovative behavior with staff was found better than the other 

practices of this area of quality management. 

4.5.1.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were not designing strategies to improve their practices, forcing teachers to be prepared 

while meeting head teacher, trying to generate creativity in the attitude of school 

personnel, applying unique methods for management and having positive innovative 

behavior with their staff. Majority of the head teachers (30) said that they are not able to 

design new strategies and the situations don‟t support to demonstrate distinct vision. Some 

of them (10) told, “New strategies and vision rests with the part of higher authorities. We 

are here only to implement the strategy and vision which is provided to us”. When the 

researcher further asked about the implementation of the strategies and vision provided to 

them, one of them told, “I am so old and reached near to retirement. So, I cannot invite any 

risk for me and want to reach secure departure from the department.” Two of the 

respondents said, “We are not trained to design such strategies and even having no 

authority to do so”. Similar limitations and difficulties were highlighted by many other 

respondents. Some of the head teachers (17) told that head teachers should always have 

positive behavior with staff. Three of them told, “We try our best to hear teachers‟ 

problems and respond them positively. In addition to it, we not only have positive behavior 

with them but we expect them to behave their colleagues like this”. The reply of one of 

them was, “Positive innovative behavior with subordinates seems a very strong fashion in 

government institutions but it should be more than this”. Few of the head teachers (5) were 

of the view that they are not aware of instructing teachers to be prepared before meeting 

and also unaware about their responsibility of generating creativity in attitude of school 
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personnel. One of them remarked, “It is not my responsibility but this lies with the part of 

pre-service training of teachers”.  

According to interview responses of head teachers about designing strategies to 

improve their practices, forcing teachers to be prepared while meeting head teacher, trying 

to generate creativity in the attitude of school personnel, applying unique methods for 

management and having positive innovative behavior with staff, this was concluded that 

most of the head teachers did not have these practices of quality management. However, 

majority of them negated any negative behavior or discrimination to their staff. Thus, 

overall the qualitative analysis supplemented the results extracted from the quantitative 

data.  

4.5.2 Risk Taking Practices 

 One of the important aspects of study was to find out quality management practices 

of head teachers related to taking risk for positive change, dealing with performance 

threats, showing tolerance to social pressures, managing workload stress and remaining 

cool while resolving conflicts. The questions and responses of respondents (head teacher, 

teacher) in terms of percentage are presented in table 4.14.             

Table 4.14: Risk Taking Practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Taking risk for positive 

change 
H.T. 10.9 9.6 17.6 16.3 21.7 15.3 8.6 

T 12.2 14.8 22.0 16.8 16.4 10.6 7.2 

2 Dealing with performance 

threats 
H.T. 1.3 4.9 11.3 26.9 25.0 21.5 9.1 

T 4.9 17.1 20.3 18.2 18.5 12.6 8.4 

3 Showing tolerance to social 

pressures 
H.T. 1.5 6.7 10.4 15.8 23.4 26.6 15.6 

T 4.0 9.1 16.3 25.4 20.0 15.5 9.7 

4 Managing workload stress H.T. 1.3 6.4 19.8 22.7 19.7 18.5 11.6 

T 4.1 9.3 14.8 22.1 20.6 19.1 10.0 

5 Remaining cool while 

resolving conflicts 

H.T. 1.8 5.2 9.4 14.8 25.6 24.9 18.3 

T 5.4 10.1 20.8 20.2 17.7 14.9 10.9 

In response to the statement related to head teachers‟ practices of taking risk for 

positive change in the school, the percentage score indicated that head teachers generally 

have not satisfactory practices of taking risk for positive change. The analysis showed that 

21.7% head teachers often are ready to take some risk for positive change. As compared to 

head teachers, 22.0% teachers thought their head teachers seldom take risk. The data 
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reflected that only 8.6% head teachers always had been practicing such activities. 

Therefore, it was concluded that most of the head teachers‟ practice of taking risk for 

positive change in the school was found often and was low when compared with the level 6 

that was considered desirable level in the study.  

In the same way, the percentage score of head teachers‟ opinion about dealing 

with performance threats indicated that most of the head teachers were not involving 

themselves to deal with performance threats. This was concluded based on analysis in 

which percentage score of head teachers‟ responses was 26.9 at level-3 (occasional) and 

teachers‟ score was 20.3 at level-2 (seldom) and only 9.1% head teachers had been always 

involving themselves to deal with performance threats. It is further concluded that most of 

the head teachers‟ practice was too low from the desirable level.  

On the basis of the analysis of data presented in table 4.14, the calculated 

percentage score of head teachers‟ responses was 26.6 at level-5 (frequent) and teachers‟ 

score was 25.4 at level-3 (occasional) while only 15.6 % head teachers always gave 

attention to show tolerance to social pressures during their duties. Hence, it was revealed 

that most of the head teachers frequently but not always try to involve themselves to show 

tolerance to social pressures.  

Percentage score of head teachers‟ opinion about their quality management 

practices related to the management of workload stress during duty hours indicated that 

their practices were not usually up to the desirable level. The analysis indicated that 22.7% 

head teachers were occasionally managing their workload stress and 21.1% teachers also 

thought their head teachers‟ practices were occasional for the management of workload 

stress. Only 11.6% head teachers claimed that they always try to manage workload stress. 

So, most of the head teachers are occasional in managing their workload stress during their 

duty hours and this practice was not better at the level of always.  

Similarly, the percentage score of head teachers‟ opinion about remaining cool 

and calm while resolving conflicts indicated that most of the head teachers were not 

keeping themselves cool and calm while resolving conflicts. This was based on analysis in 

which percentage score of head teachers‟ responses was 25.6 at level-4 (often) and 

teachers‟ score was 20.8 at level-2 (seldom) and only 18.3% head teachers had been 

always involving themselves in such kind of practices. It is further concluded that most of 
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the head teachers‟ practice of remaining cool and calm while resolving conflicts during 

their duty time was too low from the desirable level.  

According to questions and responses of both type of respondents (head teachers, 

teachers) about risk taking practices, this was concluded that most of the head teachers 

gave less attention to these practices of taking risk for positive change, dealing with 

performance threats, showing tolerance to social pressures, managing workload stress and 

remaining cool while resolving conflicts during their duty hours.  

4.5.2.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

gave less attention to these practices of taking risk for positive change, dealing with 

performance threats, showing tolerance to social pressures, managing workload stress and 

remaining cool while resolving conflicts. Majority of the head teachers (23) said that they 

cannot take some risk for positive change in the school. Two of them told, “When all the 

matters are dealt under rule, there is no risk and any servant cannot take risk to run the 

school beyond the specified rules”. One of the respondents said, “Why should I take risk 

while my department will not come forward to save me from any inquiry or even 

punishment and the school is not my personal property.” Similar limitations and 

difficulties were highlighted by many other respondents. Some of the head teachers (15) 

expressed their unknowing about dealing with performance threats and asked the 

researcher to describe the concept. After making themselves aware of the concept they 

declared it an imaginary practice. One of them told, “It may be practicable in some 

advanced country not in Pakistan and researchers should keep in mind the local 

phenomena while conducting their research.” When the researcher asked the head teacher 

how it can be possible to introduce this concept in our schools, the head teacher replied, “It 

can be possible only when our souls will not exist in this world”. Few of the head teachers 

(5) were of the view that they always try their best to tolerate social pressures and remain 

cool while resolving conflicts. There were only four head teachers who said that they 

design some strategy to manage workload stress according to the nature of the matters.  

According to interview responses of head teachers about their quality 

management practices related to risk taking, this was concluded that most of the head 
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teachers did not have the practices of taking risk for positive change, dealing with 

performance threats, showing tolerance to social pressures, managing workload stress and 

remaining cool while resolving conflicts. However, the practice of showing tolerance to 

social pressures was found better than other practices of this area of quality management. 

Hence, the qualitative analysis supplemented the results extracted from the quantitative 

data.  

4.5.3 Promoting Totality of Practices 

 The study was also to find out quality management practices of head teachers 

related to the promotion of totality of practices. A group of questions were asked to see 

that how much head teachers involved themselves to coordinate different practices, show 

commitment to improve the system, concentrate on totality of practices, do responsive 

efforts for total management in the school and keep in view activities as a whole. The five 

questions were developed that revolved round the issue. The data were collected from both 

head teachers and teachers. From teachers the data were gathered to find out their opinion 

about quality management practices of their head teachers regarding promoting totality of 

practices. The questions and responses of respondents (head teacher, teacher) in terms of 

percentage are presented in table 4.15.             

Table 4.15: Promoting Totality of Practices (Response %) 

Resp. Cat. - Respondent category, H.T. - Head Teacher, T - Teacher 

0-Never, 1-Rare, 2-Seldom, 3-Occasional, 4-Often, 5-Frequent, 6-Always. 

Sr Statement Resp 

Cat. 

0 1 2 3 4 5 6 

1 Coordinating different 

practices 
H.T. 1.5 5.9 9.1 23.5 29.1 22.4 8.5 

T 4.7 9.5 19.5 24.3 21.7 12.6 7.7 

2 Demonstrating commitment 

to improve the system 
H.T. 1.0 7.2 11.1 13.1 19.7 26.2 21.7 

T 7.6 15.4 18.6 17.0 16.6 12.5 12.3 

3 Concentrating on totality of 

practices 
H.T. 1.5 4.7 19.3 21.0 24.1 17.5 11.9 

T 4.2 12.3 17.5 17.9 20.7 17.8 9.6 

4 Doing responsive efforts for 

total management system 
H.T. 1.5 12.4 17.1 21.8 22.1 16.0 9.1 

T 4.3 13.2 19.8 20.7 17.8 15.0 9.2 

5 Keeping in view the whole 

activities at a look 
H.T. 2.7 8.1 7.7 13.1 22.5 26.9 19.0 

T 5.0 9.3 12.9 20.3 21.6 16.6 14.3 

In response to the statement related to the activity of coordinating different 

practices, the percentage score indicated that head teachers generally have less practice of 

coordinating different activities. This was concluded based on the analysis that 29.1% head 

teachers often coordinate different activities in the school. As compared to head teachers, 
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24.3% teachers thought their head teachers occasionally are having this practice. The data 

reflected that only 8.5% head teachers always had been coordinating different practices in 

the school management. Therefore, it is concluded that most of the head teachers‟ practice 

of coordinating different practices was found at the level of often and was found low when 

compared with the level-6 that was considered desirable level in the study.  

Similarly, the percentage score of head teachers‟ opinion about their practice of 

demonstrating commitment to improve the system indicated that this practice of head 

teachers is found better than other practices of this area but still there is less attention to 

this practice. This was concluded based on analysis in which percentage score of head 

teachers‟ responses was 26.2 at level-5 (frequent) and teachers‟ score was 18.6 at level-2 

(seldom) and 21.7% head teachers had been always demonstrating commitment to improve 

the system of their schools. It is further concluded that most of the head teachers‟ practice 

of demonstrating commitment was too low from the desirable level. 

 In response to the practice of concentrating on totality of practices, the analysis of 

respondents‟ opinion indicated that head teachers gave less attention to this management 

practice. On the basis of the analysis of data presented in table 4.15, the calculated 

percentage score of head teachers‟ responses was 24.1 at level-4 (often) and teachers‟ score 

was 20.7 at the same level while only 11.9 % head teachers always gave attention to 

concentrate on totality of practices. Hence, it was revealed that most of the head teachers 

often but not always try to concentrate on totality of their management practices in the 

school. 

The analysis of head teacher‟s opinion about doing skilled and responsive efforts 

for total management system of the school indicated that head teachers were not bothering 

much about this management practice. This was concluded on the basis of analysis in 

which 22.1% head teachers were often in having this practice. Only 20.7% teachers 

thought their head teachers have occasional efforts for total management system while data 

reflected that only 9.1% head teachers always were having skilled and responsive efforts. 

Therefore, it is concluded that most of the head teachers‟ practice of doing skilled and 

responsive efforts for total management system of the school was found at the level of 

often and was found low when compared with the level-6 (always) that was considered 

desirable level in the study. 
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The percentage score of head teachers‟ opinion about keeping in view all the 

managerial activities as a whole in schools indicated that most of the head teachers‟ 

practice is not up to desirable level. The analysis showed that 26.9% head teachers 

frequently keep in view all the activities as a whole. As compared to head teachers‟ 

opinion, 21.6% teachers thought their head teachers often do so in the school while data 

reflected that only 19.0% head teachers always view all managerial activities as a whole. 

Hence, it was revealed that most of the head teachers frequently but not always keep in 

view all the managerial activities as a whole in the school. 

According to questions and responses of both type of respondents (head teachers, 

teachers) about head teachers‟ promoting totality of practices, this was concluded that most 

of the head teachers gave less attention to coordinate different practices, show commitment 

to improve the system, concentrate on totality of practices, do responsive efforts for total 

management in the school and keep in view all managerial activities as a whole. It was also 

concluded that head teachers‟ practice of demonstrating commitment to improve the 

system was found better than head teachers‟ other practices related to this area of quality 

management. 

4.5.3.1 Analysis based on Interview 

The analysis of the data gathered form head teachers and teachers through 

interviews provided further evidence and verification of the results of quantitative analysis. 

The overall analysis of the interviews bring to the conclusion that mostly the head teachers 

were either not aware of the importance of the totality of management practices for the 

betterment of school or they were deliberately deviating from having these practices of 

coordinating different practices, showing commitment to improve the system, 

concentrating on totality of practices, doing responsive efforts for total management in the 

school and keeping in view all managerial activities as a whole. Majority of the head 

teachers (28) said that they do not coordinate different management practices. Six of them 

told, “Every management practice has some specific purpose and it cannot be coordinated 

with other practices as they may have some other purpose. However head teacher should 

keep in mind all the practices”. Three of the respondents said, “Developing coordination 

among different practices seem very important but emergent nature of the telephonic 

orders of higher authorities do not let me do so”. One of the interviewee pointed out, 

“Additional duties and so-called mails are the basic hurdle in management practices like 

this. It is the matter of freshness of mind and the matter of pursuing excellence”. Similar 
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limitations and difficulties were highlighted by many respondents. Some of the head 

teachers (14) claimed that they are committed to improve the system. Majority of them 

(10) told, “we are seriously committed to improve the system and the evidence is that our 

schools won different prizes in the field of sports and other co-curricular activities. No 

institution can be run without commitment.” Few of the head teachers (4) were of the view 

that they always try their best to be committed but everyday plan could not be 

implemented. One of them remarked, “Every morning I come to school with some plans to 

improve the system but on reaching school, all is done which is not the target of the day.” 

When the researcher asked the reason of this situation, the head teacher pointed out, “There 

is no coordination among school and higher authorities and consequently, all is done 

according to the demand of higher authorities. No head teacher knows what is to be done 

by authorities today.” The head teacher also gave an example of collecting data a number 

of times from a school like staff statement, students‟ enrolment and vacancy position etc.  

According to interview responses of head teachers about their quality management 

practices of coordinating different practices, showing commitment to improve the system, 

concentrating on totality of practices, doing responsive efforts for total management in the 

school and keeping in view all managerial activities as a whole, it is concluded that head 

teachers‟ these practices were not up to the desirable level. This may be due to lack of 

awareness, training and skills needed for and interruptions by higher authorities. Thus, the 

qualitative analysis supplemented the results extracted from the quantitative data. 

4.6  Task Related Practices Variable-wise 

 The study was aiming to find out head teachers‟ quality management practices 

variable-wise. The variables of gender and locality were included to see the variation if 

there in their practices. The table 4.16 and 4.17 describe task related practices variable-

wise. 

Table 4.16: Task Related Practices (gender-wise) 

Respondent Category Gender Frequency SD Mean 

 

Head Teacher 

Male 389 0.7147 3.71 

Female 206 0.6417 3.48 

 

Teacher 

Male 868 0.8442 3.14 

Female 473 0.6793 2.96 

 The table showed that male head teachers‟ mean score 3.71 is more than female 

head teachers‟ mean score 3.48. It can be concluded that male head teachers‟ task related 

quality management practices were better than practices of female head teachers related to 
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this area. In the same way, male teachers mean score 3.14 is more than female teachers 

score 2.96 which means male teachers consider their head teachers better practitioners than 

female teachers conception of their head teachers. 

Table 4.17: Task Related Practices (locality-wise) 

Respondent Category Locality Frequency SD Mean 

 

Head Teacher 

Urban 170 0.7166 3.68 

Rural 425 0.6990 3.61 

 

Teacher 

Urban 362 0.8313 3.14 

Rural 979 0.7789 3.04 

 Task related practices were also to analyze locality-wise. The table indicated that 

urban head teachers mean score is 3.68 and rural head teachers mean score is 3.61 which is 

less than urban head teachers score. So, it can be concluded that urban head teachers were 

found better in their task related practices than the practices of head teachers belonging to 

rural areas. Similarly, urban teachers mean score 3.14 is greater than rural teachers mean 

score 3.04 which means urban teachers opinion dominates the rural teachers opinion about 

their head teachers. 

4.7  People Related Practices Variable-wise 

 Table 4.18 and 4.19 describe head teachers‟ quality management practices related 

to people and this description is given variable-wise. 

Table 4.18: People Related Practices (gender-wise) 

Respondent Category Gender Frequency SD Mean 

 

Head Teacher 

Male 389 0.7475 3.60 

Female 206 0.6421 3.38 

 

Teacher 

Male 868 0.8435 3.13 

Female 473 0.6886 2.95 

 Head teachers quality management practices related to people were an important 

aspect of the study. The table indicated people related practices gender-wise. Mean score 

3.60 of male head teachers is greater than mean score 3.38 of female head teachers. It 

revealed that male head teachers‟ people related practices are better than female head 
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teachers‟ practices of same category. The opinion of male teachers about their heads is 

better (mean score, 3.13) than female head teachers‟ opinion (mean score, 2.95) about their 

heads‟ people related quality management practices. 

Table 4.19: People Related Practices (locality-wise) 

Respondent Category Locality Frequency SD Mean 

 

Head Teacher 

Urban 170 0.7553 3.61 

Rural 425 0.7030 3.49 

 

Teacher 

Urban 362 0.8870 3.18 

Rural 979 0.7565 3.02 

 Another target of the study was to find out head teachers‟ overall people related 

practices locality-wise. The table showed that urban head teachers‟ mean score 3.61 is 

more than rural head teachers‟ mean score 3.49. It can be concluded that urban head 

teachers‟ people related quality management practices were better than practices of rural 

head teachers related to this area. In the same way, urban teachers mean score 3.18 is more 

than rural teachers score 3.02 which means urban teachers consider their head teachers 

better practitioners than female teachers conception of their head teachers about these 

practices. 

4.8  Change Related Practices Variable-wise 

 Head teachers‟ change related quality management practices were analyzed while 

including the variables of gender and locality. Table 4.20 and 4.21 describe their 

management practices related to create change in the institution. 

Table 4.20: Change Related Practices (locality-wise) 

Respondent Category Locality Frequency SD Mean 

 

Head Teacher 

Urban 170 0.8602 2.16 

Rural 425 0.8316 2.11 

 

Teacher 

Urban 362 0.9659 3.26 

Rural 979 0.8347 3.15 

Change related practices of head teachers were analyzed locality-wise. The table 

indicated that urban head teachers mean score is 2.16 and rural head teachers mean score is 
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2.11 which is slightly less than urban head teachers‟ score. So, it can be concluded that 

urban head teachers were found better in their change related practices than the practices of 

head teachers belonging to rural areas. Similarly, urban teachers mean score 3.26 is greater 

than rural teachers mean score 3.15 which means urban teachers opinion dominates the 

rural teachers opinion about their head teachers‟ quality management practices related to 

change. 

Table 4.21: Change Related Practices (gender-wise) 

Respondent Category Gender Frequency SD Mean 

 

Head Teacher 

Male 389 0.8835 3.75 

Female 206 0.7385 3.56 

 

Teacher 

Male 868 0.9287 3.24 

Female 473 0.7460 3.06 

 Head teachers quality management practices related to change were an important 

aspect of the study. The table indicated change related practices gender-wise. Mean score 

3.75 of male head teachers is greater than mean score 3.56 of female head teachers. It 

revealed that male head teachers‟ change related practices are better than female head 

teachers‟ practices of the same category. The opinion of male teachers about their heads is 

better (mean score, 3.24) than female head teachers‟ opinion (mean score, 3.06) about their 

heads teachers‟ change related quality management practices. 

4.9  Overall Practices 

 Quality management practices of head teachers related to all categories were also 

analyzed and included in the study. This analysis was variable-wise. 

Table 4.22: Overall Practices (variable-wise) 

Respondent Gender/ 

Locality 

Frequency SD Mean 

 

Head Teacher 

Male 389 0.7081 3.68 

Female 206 0.6064 3.46 

 

Head Teacher 

Urban 170 0.7112 3.66 

Rural 425 0.6675 3.58 

The table indicated overall practices gender-wise as well as locality-wise. Mean 

score 3.68 of male head teachers is greater than mean score 3.46 of female head teachers. It 

revealed that male head teachers‟ overall practices are better than female head teachers‟ 

practices of quality management. Similarly, head teachers residing in urban areas were 
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found better (mean score, 3.66) than head teachers belonging to rural areas (mean score, 

3.58) about their overall quality management practices. 

4.10  Part-3: Gaps between Existing and Desirable Quality Management 

 Practices 

This part of the chapter deals with the analysis and interpretation of the gaps 

between existing and desired practices of head teachers. The existing practices were found 

from Mean Response Value (MRV) of level „0-never‟ to „6-always‟ (rating scale used in 

questionnaire) and the value-6 (always) was assumed to be the Desirable Response Value 

(DRV). The gap between existing and desirable practices of head teachers was calculated 

by applying One Sample t-test. Tables 4.23 to 4.37 describe the issue. 

4.10.1 Practices of Giving Importance to Planning 

One of the important aspects of study was to find out gap between existing and 

desirable quality management practices of head teachers with regard to giving importance 

to planning for any task in the school. A group of questions were developed to see their 

existing practices and to find out gap between their existing and desirable practices related 

to the issue. The responses of head teachers and the gap between their existing and 

desirable practices in terms of mean value are presented in table 4.23. 

Table 4.23: Practices of giving importance to planning 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Importance to individual planning 

practices 

595 3.34 1.463 3.66 44.358 .000 

Long term and short term planning 

practices 

595 3.64 1.273 3.36 45.179 .000 

Planning to avail resources for 

school 

595 3.52 1.371 3.48 44.106 .000 

Practices are based on planning 595 3.65 1.406 3.35 40.851 .000 

Joint planning activities are 

practiced 

595 3.64 1.362 3.36 42.326 .000 

In response to giving importance to individual planning practices, the mean score 

indicated that head teachers gave less importance to these management practices. The 

analysis indicated that mean score of existing practices of head teachers related to giving 

importance to individual planning activities is 3.34 and the gap between existing and 

desirable practices is 3.66 which is found strongly significant (.000). Therefore, it is 
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concluded that there is a significant gap between head teachers‟ existing and desirable 

quality management practices with regard to giving importance to individual planning 

activities. 

Similarly, the mean score of head teachers‟ opinion about long term and short term 

planning practices was found less than desirable level. The table 4.16 indicated that mean 

score of head teachers‟ existing practices related to long term and short term planning is 

3.64 with gap between existing and desirable practices 3.36 at .000 significant level. It is 

concluded that head teachers‟ practice of doing long term and short term planning for any 

task in school was found too low from desirable level. 

Head teachers‟ quality management practices related to plan for availing resources 

for the school were found significantly low from desirable level. This was concluded based 

on the analysis in which mean score of head teachers‟ existing practices is 3.52 and the gap 

between existing and desirable practices is 3.48 with t-value significant at .000 level. It 

means most of the head teachers don‟t care to avail resources for the school. 

The analysis in table-4.16 indicated that head teachers‟ practice of doing planning 

based activities was not found up to the mark. Mean Response Value (MRV) of the 

respondents‟ opinion about this practice was 3.65 (existing) with the gap between existing 

and desirable practice 3.35 (mean score) at significant level .000. Hence, this is concluded 

that head teachers‟ management practices are not planning based. 

The mean score of head teachers‟ existing practice of joint planning activities is 

3.64 and the gap between existing and desirable practice is 3.36 (mean score). The gap is 

found strongly significant at .000 level. On the basis of this analysis, it is concluded that 

head teachers don‟t have joint planning activities for any task in the school. 

According to the analysis presented in table 4.23, it is concluded that head teachers‟ 

quality management practices related to giving importance to planning for any task in the 

school were found significantly low from the desired level. There was significant gap 

between head teachers‟ existing and desired practices of giving importance to individual 

planning, long term and short term planning practices, planning to avail resources, 

planning based activities and joint planning activities for any task in the school. It is 

further concluded that head teachers don‟t give importance to planning practices in the 

school for any task. 
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4.10.2 Resource Management Practices 

The study was also targeted to find out gap between existing and desirable quality 

management practices of head teachers with regard to their resource management in the 

school.. The responses of head teachers and the gap between their existing and desirable 

practices in terms of mean value are presented in table 4.24. 

Table 4.24: Resource Management Practices 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Need based utilization of human 

resources 

595 3.89 1.415 3.11 53.575 .000 

Utilization of physical resources 595 3.94 1.466 3.06 50.949 .000 

Renewal of physical resources 595 3.50 1.434 3.50 59.568 .000 

Regular updating of school record 595 4.13 1.522 2.87 46.067 .000 

In response to the question of head teachers‟ practice of need based utilization of 

human resources, the mean score of respondents‟ opinion revealed that head teachers gave 

less importance to these management practices. The analysis indicated that mean score of 

existing practices of head teachers regarding need based utilization of human resources is 

3.89 and the gap between existing and desirable practices is 3.11 which is found strongly 

significant (.000). Therefore, it is concluded that there is a significant gap between head 

teachers‟ existing and desirable quality management practices with regard to need based 

utilization of human resources in the school. 

The mean score of respondents‟ opinion about utilization of physical resources was 

found less than desirable level. The table 4.24 indicated that mean score of head teachers‟ 

existing practices related to utilization of physical resources is 3.94 with gap between 

existing and desirable practices 3.06 at .000 significant level. It is concluded that head 

teachers‟ practice of utilization of physical resources according to their needs in the school 

was found too low from desirable level. 

Similarly, head teachers‟ quality management practices related to the renewal of 

physical resources was found significantly low from desirable level. This was concluded 

based on the analysis in which mean score of head teachers‟ existing practices is 3.50 and 

the gap between existing and desirable practices was also calculated 3.50 with t-value 

significant at .000 level. It is further concluded that head teachers have less practice of 

trying to renew the physical resources in the school. 
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In the same way, head teachers‟ practice of updating school record regularly was 

not found up to the mark. Mean Response Value (MRV) of the respondents‟ opinion about 

this practice was 4.13 (existing) with the gap between existing and desirable practice 2.87 

(mean score) at significant level .000. Hence, this is concluded that head teachers‟ 

management practices of updating school record are found low from the desirable level. It 

is further concluded that this practice is found better than other practices of this 

management area as it has less gap (2.87) than other practices. 

The analysis presented in table 4.24 revealed that head teachers‟ quality 

management practices related to human and physical resource management and practices 

of updating school record regularly were found significantly low from the desired level. 

There was significant gap between head teachers‟ existing and desirable practices of 

utilizing need based human resources, utilizing and renewing physical resources and 

keeping school record updated in the school. It is further concluded that head teachers 

don‟t care for resource management in the school. 

4.10.3 Practices related to Commitment 

Developing commitment among teachers and students for their duties and pursuing 

school promise for excellence was one of the aspects of the research study. The target was 

to find out gap between existing and desirable quality management practices of head 

teachers with regard to developing commitment among teachers and students in the school. 

The responses of head teachers and the gap between their existing and desirable practices 

in terms of mean value are presented in table 4.25. 

Table 4.25: Practices related to Commitment 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Creating commitment among 

teachers 

595 3.22 1.793 3.78 51.476 .000 

Developing students‟ devotion to 

studies 

595 3.15 1.408 3.85 66.752 .000 

Pursuing school‟s promise for 

excellence 

595 3.82 1.358 3.18 57.201 .000 

Table 4.25 deals with head teachers‟ practices of creating commitment among 

teachers and students to their duties. The analysis indicated that head teachers gave less 

attention to create commitment among school teachers to their duties. This is based on 
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analysis in which mean score of existing practices of head teachers regarding developing 

commitment is 3.22 and the gap between existing and desirable practices is 3.78 which is 

found strongly significant (.000). Hence, it is concluded that there is a significant gap 

between head teachers‟ existing and desirable quality management practices with regard to 

creating commitment among school teachers to their duties. 

Similarly, head teachers‟ opinion about developing commitment among students to 

their studies was found less than desirable level. The table 4.25 indicated that mean score 

of head teachers‟ existing practices related to developing commitment among students is 

3.15 with gap between existing and desirable practices 3.85 at .000 significant level. It is 

concluded that head teachers‟ practice of developing commitment among students to their 

studies was found too low from desirable level. 

In the same way, head teachers‟ practice of pursuing school‟s promise for 

excellence was not found up to the mark. Mean Response Value (MRV) of the 

respondents‟ opinion about this practice was 3.82 (existing) with the gap between existing 

and desirable practice 3.18 (mean score) at significant level .000. Hence, this is concluded 

that head teachers‟ management practices of pursuing school‟s promise for excellence 

were found low from the desirable level. It was further concluded that this practice is found 

slightly better than other practices of this management area as it has less gap (3.18) than 

other practices. 

According to analysis presented in table 4.25, it is concluded that head teachers‟ 

quality management practices related to creating commitment were found significantly low 

from the desired level. There was significant gap between head teachers‟ existing and 

desirable practices of creating commitment among teachers to their duties and students to 

their studies while involving themselves to pursue school‟s promise for excellence. 

4.10.4 Managing Focus and Rollout 

It was one of the important aspects of study to find out gap between existing and 

desirable quality management practices of head teachers with regard to managing focus 

and rollout like keeping curriculum objectives in view, performing task oriented activities, 

designing students‟ personality development activities, providing opportunities to teachers 

for their professional development and having concern to students‟ learning. A group of 

questions were developed to see their existing practices and to find out gap between their 

existing and desirable practices related to the issue. The existing practices were found from 
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Mean Response Value (MRV) of level „0-never‟ to „6-always‟ (rating scale used in 

questionnaire) and the value-6 (always) was assumed to be the Desirable Response Value 

(DRV). The gap between existing and desirable practices of head teachers related to 

managing focus and rollout was calculated by applying One Sample t-test. The responses 

of head teachers and the gap between their existing and desirable practices in terms of 

mean value are presented in table 4.26. 

Table 4.26: Managing Focus and Rollout 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Keeping curriculum objectives in 

view 

595 3.39 1.463 3.61 60.254 .000 

Performing task oriented functions 595 3.70 1.336 3.30 60.202 .000 

Designing students‟ personality 

development activities                  

595 3.82 1.399 3.18 55.387 .000 

Opportunities of teachers‟ 

professional development 

595 3.23 1.566 3.77 58.704 .000 

Concern to students‟ learning 595 4.06 1.467 2.94 48.938 .000 

 In response to keeping curriculum objectives in view for designing activities, the 

mean score indicated that head teachers gave less importance to these management 

practices. The analysis indicated that mean score of existing practices of head teachers 

related to keeping in view curriculum objectives is 3.39 and the gap between existing and 

desirable practices is 3.61 which is found strongly significant (.000). Therefore, it is 

concluded that there is a significant gap between head teachers‟ existing and desirable 

quality management practices with regard to keeping curriculum objectives in view for 

designing all kind of activities in the school. 

 Similarly, the mean score of head teachers‟ opinion about performing task oriented 

functions was found less than desirable level. The table 4.26 indicated that mean score of 

head teachers‟ existing practices related to head teachers‟ performance of task oriented 

functions is 3.70 with gap between existing and desirable practices 3.30 at .000 significant 

level. It is concluded that head teachers‟ practice of performing task oriented functions in 

school was found too low from desirable level. 

 Head teachers‟ quality management practices related to designing personality 

development activities for students were found significantly low from desirable level. This 

was concluded based on the analysis in which mean score of head teachers‟ existing 
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practices is 3.82 and the gap between existing and desirable practices is 3.18 with t-value 

significant at .000 level. It means most of the head teachers don‟t care to design such 

activities which may helpful to students‟ personality development. 

 The analysis in table 4.26 indicated that head teachers‟ practice of providing 

opportunities to teachers for their professional development was not found up to the mark. 

Mean Response Value (MRV) of the respondents‟ opinion about this practice was 3.23 

(existing) with the gap between existing and desirable practice 3.77 (mean score) at 

significant level .000. Hence, this is concluded that head teachers‟ management practices 

related to provision of opportunities to teachers for their professional development are 

found low from desirable level. 

 The mean score of head teachers‟ existing practice of having concern about 

students‟ learning is 4.06 and the gap between existing and desirable practice is 2.94 (mean 

score). The gap is found strongly significant at .000 level. On the basis of this analysis, it is 

concluded that head teachers don‟t have their concern about students‟ learning. It is further 

concluded that this practice is found better than other practices of this management area as 

the gap between existing and desirable practice (2.94) is low as compared to other scores 

of gap in the table. 

 According to the analysis presented in table 4.26, it is concluded that head teachers‟ 

quality management practices related to managing focus and rollout were found 

significantly low from the desired level. There was significant gap between head teachers‟ 

existing and desired practices of keeping curriculum objectives in view, performing task 

oriented activities, designing students‟ personality development activities, providing 

opportunities to teachers for their professional development and having concern to 

students‟ learning.  

4.10.5 Practices for System Alignment 

 One of the important aspects of study was to find out gap between existing and 

desirable quality management practices of head teachers for system alignment. A group of 

questions were developed to see their existing practices and to find out gap between their 

existing and desirable practices related to advertising the mission statement of school, 

designing activities for target achievement, continuous review of process activities, 

evaluating outputs for future improvements and inviting external experts to school for 
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monitoring school performance. The responses of head teachers and the gap between their 

existing and desirable practices in terms of mean value are presented in table 4.27. 

Table 4.27: Practices for System Alignment 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Advertising the mission statement of 

school 

595 4.06 1.486 2.94 48.249 .000 

Designing activities for target 

achievement 

595 3.98 1.436 3.02 51.217 .000 

Continuous review of process 

activities 

595 3.66 1.365 3.34 59.638 .000 

Evaluating outputs for future 

improvements 

595 3.33 1.579 3.67 56.760 .000 

Inviting external experts for 

monitoring 

595 2.81 1.764 4.19 57.978 .000 

 In response to advertising the mission statement of school, the mean score indicated 

that head teachers gave less importance to these management practices. The analysis 

indicated that mean score of existing practices of head teachers related to activities of 

advertising mission statement of school is 4.06 and the gap between existing and desirable 

practices is 2.94 which is found strongly significant (.000). Therefore, it is concluded that 

there is a significant gap between head teachers‟ existing a  d desirable quality management 

practices with regard to advertising the mission statement of school. 

 Similarly, the mean score of head teachers‟ opinion about designing activities for 

target achievement was found less than desirable level. The table 4.27 indicated that mean 

score of head teachers‟ existing practices related to this issue is 3.98 with gap between 

existing and desirable practices 3.02 at .000 significant level. It is concluded that head 

teachers‟ practice of designing activities for some target achievement in the school was 

found too low from desirable level. 

 Head teachers‟ quality management practices related to continuous review of 

process activities were found significantly low from desirable level. This was concluded 

based on the analysis in which mean score of head teachers‟ existing practices is 3.66 and 

the gap between existing and desirable practices is 3.34 with t-value significant at .000 

level. It means most of the head teachers don‟t care to design such kind of activities in the 

school. 
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 The analysis in table 4.27 indicated that head teachers‟ practice of evaluating 

outputs for future improvements was not found up to the mark. Mean Response Value 

(MRV) of the respondents‟ opinion about this practice was 3.33 (existing) with the gap 

between existing and desirable practice 3.67 (mean score) at significant level .000. Hence, 

this is concluded that head teachers‟ management practices related to the evaluation of 

outputs for future improvements was found too low from desirable level. 

 The mean score of head teachers‟ existing practice of inviting external experts to 

school for monitoring school performance is 2.81 and the gap between existing and 

desirable practice is 4.19 (mean score). The gap is found strongly significant at .000 level. 

On the basis of this analysis, it is concluded that head teachers don‟t invite external experts 

to the school. It is further concluded that this practice was found poorer than other 

practices of this management area. 

 According to the analysis presented in table 4.27, it is concluded that head teachers‟ 

quality management practices for system alignment were found significantly low from the 

desired level. There was significant gap between head teachers‟ existing and desired 

practices of advertising the mission statement of school, designing activities for target 

achievement, continuous review of process activities, evaluating outputs for future 

improvements and inviting external experts to school for monitoring school performance. 

It is further concluded based on analysis presented in the table that head teachers‟ practice 

of advertising mission statement of school was found better as compared to the other 

practices of this management area. 

4.10.6 Practices related to Consistency 

 The study was also targeted to find out gap between existing and desirable quality 

management practices of head teachers with regard to their consistency in managerial 

activities. The responses of head teachers and the gap between their existing and desirable 

practices in terms of mean value are presented in table 4.28. 

  



117 

Table 4.28: Practices related to Consistency 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Developing continuity in daily 

routine matters 

595 3.94 1.538 3.06 48.584 .000 

Efforts to produce reliable academic 

results 

595 3.65 1.259 3.35 64.883 .000 

Consistency in instructions to staff 595 3.67 1.300 3.33 62.485 .000 

Consciousness to emerging 

problems 

595 3.59 1.538 3.41 54.044 .000 

Persistent efforts to achieve 

excellence 

595 3.76 1.461 3.24 54.051 .000 

 In response to the question of head teachers‟ practice of developing continuity in 

their daily routine matters, the mean score of respondents‟ opinion revealed that head 

teachers gave less importance to these management practices. The analysis indicated that 

mean score of existing practices of head teachers regarding developing continuity in daily 

routine matters is 3.94 and the gap between existing and desirable practices is 3.06 which 

is found strongly significant (.000). Therefore, it is concluded that there is a significant gap 

between head teachers‟ existing and desirable quality management practices with regard to 

develop continuity in their daily routine matters. It is further concluded that this practice is 

found better than other practices of this management area as it has less gap (3.06) than 

other practices. 

 The mean score of respondents‟ opinion about their efforts to produce reliable 

academic results was found less than desirable level. The table 4.28 indicated that mean 

score of head teachers‟ existing practices related to the issue is 3.65 with gap between 

existing and desirable practices 3.35 at .000 significant level. It is concluded that head 

teachers‟ practice of making efforts to produce reliable academic results was found too low 

from desirable level. 

 Similarly, head teachers‟ quality management practices related to consistency in 

their instructions to staff was found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

3.67 and the gap between existing and desirable practices was calculated 3.33 with t-value 

significant at .000 level. It is concluded that head teachers have given less attention to the 

practice of developing consistency in their instructions to staff in the school. 
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 In the same way, head teachers‟ practice of having consciousness to emerging 

problems was not found up to the mark. Mean Response Value (MRV) of the respondents‟ 

opinion about this practice was 3.59 (existing) with the gap between existing and desirable 

practice 3.39 (mean score) at significant level .000. Hence, this is concluded that head 

teachers‟ management practices of having consciousness to emerging problems are found 

low from the desirable level.  

 The analysis presented in table 4.28 revealed that head teachers‟ quality 

management practices related to making persistent efforts to achieve excellence were 

found significantly low from the desired level. The analysis indicated that mean score of 

head teachers‟ existing practices related to this issue is 3.67 and the gap between existing 

and desirable practice is 3.24 while t-value is found significant at .000 level. Thus, it was 

concluded that there is a significant gap between head teachers‟ existing and desirable 

practices of making persistent efforts to achieve excellence.  

 According to the analysis, it was found that head teachers‟ quality management 

practices related to the area of consistency were too low from desirable level and there was 

a significant gap between their existing and desirable practices of making themselves 

consistent in daily routine matters, making efforts to produce reliable academic results, 

developing consistency in delivering instructions to staff, consciousness to emerging 

problems and making persistent efforts to achieve excellence. It was further concluded that 

head teachers don‟t much care about these practices.  

4.10.7 Leadership Practices 

 Head teachers‟ demonstration of leadership was one of the aspects of the research 

study. The target was to find out gap between existing and desirable quality management 

practices of head teachers with regard to their showing un-biasedness to staff, acting as 

role model for any initiative, innovative responses for problem solving, demonstration of 

energetic leadership and creating spirit of team work in the school. A group of questions 

were developed to see their existing practices and to find out gap between their existing 

and desirable practices related to the leadership. The existing practices were found from 

Mean Response Value (MRV) of level „0-never‟ to „6-always‟ (rating scale used in 

questionnaire) and the value-6 (always) was assumed to be the Desirable Response Value 

(DRV). The gap between existing and desirable practices of head teachers related to 

leadership was calculated by applying One Sample t-test. The responses of head teachers 
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and the gap between their existing and desirable practices in terms of mean value are 

presented in table 4.29. 

Table 4.29: Leadership Practices 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Showing un-biasedness  to staff 595 3.90 1.592 3.10 47.548 .000 

Acting as role model for any 

initiative 

595 3.72 1.361 3.28 58.802 .000 

Innovative responses for problem 

solving 

595 3.44 1.438 3.56 60.343 .000 

Demonstration of energetic 

leadership 

595 3.13 1.836 3.87 51.408 .000 

Creating spirit of team work 595 3.37 1.555 3.63 56.876 .000 

 Table 4.29 deals with head teachers‟ practices of showing un-biasedness to their 

staff. The analysis indicated that head teachers gave less attention to show un-biasedness to 

staff. This is based on analysis in which mean score of existing practices of head teachers 

regarding this issue is 3.90 and the gap between existing and desirable practices is 3.10 

which is found strongly significant (.000). Hence, it is concluded that there is a significant 

gap between head teachers‟ existing and desirable quality management practices with 

regard to showing un-biasedness to their staff. 

 Similarly, head teachers‟ opinion about acting as role model for any initiative was 

found less than desirable level. The table 4.29 indicated that mean score of head teachers‟ 

existing practices related to their acting as role model for any initiative is 3.72 with gap 

between existing and desirable practices 3.28 at .000 significant level. It is concluded that 

head teachers‟ existing practice of acting as role model for any initiative was found too low 

from desirable level. 

 Head teachers‟ practice of having innovative responses for problem solving was 

found too low from desirable level. It was concluded based on analysis that mean score of 

head teachers‟ existing practices related to this issue was 3.44 with gap between existing 

and desirable practices 3.56 at t-value significant .000. Hence, most of the head teachers 

don‟t care to pay attention to have innovative responses for problem solving and so, there 

is a gap between their existing and desirable practices related to the issue. 

 The analysis indicated that head teachers gave less attention to demonstrate their 

energetic leadership in the school. Mean score of existing practices of head teachers 
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regarding this issue is 3.13 and the gap between existing and desirable practices 3.87 

which is found strongly significant (.000). Thus, it is concluded that there is a significant 

gap between head teachers‟ existing and desirable quality management practices with 

regard to demonstration of energetic leadership. 

 In the same way, head teachers‟ practice of creating spirit of team work was not 

found up to the mark. Mean Response Value (MRV) of the respondents‟ opinion about this 

practice was 3.37 (existing) with the gap between existing and desirable practice 3.63 

(mean score) at significant level .000. Hence, this is concluded that head teachers‟ 

management practices of creating spirit of team work among staff and students were found 

low from the desirable level there was a large gap between existing and desirable practices 

of creating spirit of team work.  

 According to analysis presented in table 4.29, it is concluded that head teachers‟ 

quality management practices related to demonstration of leadership were found 

significantly low from the desired level. There was significant gap between head teachers‟ 

existing and desirable practices of showing un-biasedness to staff, acting as role model for 

any initiative, innovative responses for problem solving, demonstration of energetic 

leadership and creating spirit of team work in the school. It was also found that head 

teachers‟ practice of showing un-biasedness to staff was found better with mean score 3.90 

as compared to other practices of this management area.   

4.10.8 Decision Making Practices 

 It was one of the important aspects of study to find out gap between existing and 

desirable quality management practices of head teachers with regard to decision making 

practices like designing analytical activities for decision making, involving staff for 

decision making, reviewing continually the previous decisions and evaluating the decision 

implementation The responses of head teachers and the gap between their existing and 

desirable practices in terms of mean value are presented in table 4.30. 
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Table 4.30: Decision Making Practices 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Designing analytical activities for 

decision making 

595 3.75 1.436 3.25 55.195 .000 

Involving staff for decision making 595 4.04 1.539 2.96 46.958 .000 

Reviewing continually previous 

decisions 

595 3.23 1.471 3.77 62.549 .000 

Evaluating the decision 

implementation 

595 4.01 1.463 2.99 49.895 .000 

In response to designing analytical activities for decision making, the mean score 

indicated that head teachers gave less importance to these management practices. The 

analysis indicated that mean score of existing practices of head teachers related to 

designing analytical activities for decision making is 3.75 and the gap between existing 

and desirable practices is 3.25 which is found strongly significant (.000). Therefore, it is 

concluded that there is a significant gap between head teachers‟ existing and desirable 

quality management practices with regard to designing analytical activities for decision 

making in the school. 

Similarly, the mean score of head teachers‟ opinion about involving their staff for 

decision making was found less than desirable level. The table 4.30 indicated that mean 

score of head teachers‟ existing practices related to involving staff for decision making is 

4.04 with gap between existing and desirable practices 2.96 at .000 significant level. It is 

concluded that there is a gap between head teachers‟ existing and desirable practices of 

involving their staff for decision making in the school. It is further concluded that this 

practice is having less gap as compared to other practices of this management area. 

Head teachers‟ quality management practices related to the review of previously 

taken decisions were found significantly low from desirable level as there is a gap between 

existing and desirable practices related to the issue. This was concluded based on the 

analysis in which mean score of head teachers‟ existing practices is 3.23 and the gap 

between existing and desirable practices is 3.77 with t-value significant at .000 level. It 

means most of the head teachers don‟t care to review the decisions which were previously 

taken in school management. 
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The mean score of head teachers‟ existing practice of evaluating decision 

implementation is 4.01 and the gap between existing and desirable practice is 2.99 (mean 

score). The gap is found strongly significant at .000 level. On the basis of this analysis, it is 

concluded that  most of the head teachers don‟t evaluate decision implementation as there 

is a gap between existing and desirable practices of head teachers related to the issue. 

According to the analysis presented in table 4.30, it is concluded that head teachers‟ 

quality management practices related to their decision making were found significantly 

low from the desired level. There was significant gap between head teachers‟ existing and 

desired practices of designing analytical activities for decision making, involving staff for 

decision making, reviewing continually the previously taken decisions and evaluating the 

decision implementation in school management. 

4.10.9 Practices related to Communication 

One of the important aspects of study was to find out gap between existing and 

desirable quality management practices of head teachers related to communication. The 

responses of head teachers and the gap between their existing and desirable practices in 

terms of mean value are presented in table 4.31. 

Table 4.31: Practices related to Communication 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Head teacher‟s contacts with other 

schools for improvement 

595 3.20 1.500 3.80 61.820 .000 

Encouraging teacher-parent 

communication 

595 3.25 1.385 3.75 66.074 .000 

Regular communication with staff 595 3.91 1.430 3.09 52.766 .000 

Keeping communication with students 595 3.64 1.437 3.36 57.041 .000 

Contacts with higher authorities 595 3.75 1.433 3.25 55.314 .000 

In response to head teachers‟ contacts with other schools for improvements, the 

mean score indicated that head teachers gave less importance to these management 

practices. The analysis indicated that mean score of existing practices of head teachers 

related to contacting other schools is 3.20 and the gap between existing and desirable 

practices is 3.80 which is found strongly significant (.000). Therefore, it is concluded that 

there is a significant gap between head teachers‟ existing and desirable quality 

management practices with regard to contacting other schools for improvement. 
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Similarly, the mean score of head teachers‟ opinion about encouraging teacher-

parent communication was found less than desirable level. The table 4.31 indicated that 

mean score of head teachers‟ existing practices related to this issue is 3.25 with gap 

between existing and desirable practices 3.75 at .000 significant level. It is concluded that 

head teachers‟ practice of encouraging teacher-parent communication was found low from 

desirable level. 

Head teachers‟ quality management practices related to their regular 

communication with staff were found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

3.91 and the gap between existing and desirable practices is 3.09 with t-value significant at 

.000 level. It means most of the head teachers don‟t care to have regular communication 

with their staff. 

The analysis in table 4.31 indicated that head teachers‟ practice of having 

communication with students was not found up to the mark. Mean Response Value (MRV) 

of the respondents‟ opinion about this practice was 3.64 (existing) with the gap between 

existing and desirable practice 3.36 (mean score) at significant level .000. Hence, this is 

concluded that head teachers‟ management practices related to communication with 

students was found low from desirable level. 

The mean score of head teachers‟ existing practice of contacting with higher 

authorities is 3.75 and the gap between existing and desirable practice is 3.25 (mean score). 

The gap is found strongly significant at .000 level. On the basis of this analysis, it is 

concluded that head teachers don‟t contact with higher authorities. 

According to the analysis presented in table 4.31, it is concluded that head teachers‟ 

quality management practices regarding communication were found significantly low from 

the desired level. There was significant gap between head teachers‟ existing and desired 

practices of contacting with other schools for improvements, encouraging teacher-parent 

communication, having regular communication with staff, keeping communication with 

students and contacting higher authorities. It is further concluded based on analysis 

presented in the table that head teachers‟ practice of having regular communication with 

their staff was found better as compared to the other practices of this management area. 
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4.10.10 Development of Encouragement 

The study was also targeted to find out gap between existing and desirable quality 

management practices of head teachers with regard to development encouragement. The 

responses of head teachers and the gap between their existing and desirable practices in 

terms of mean value are presented in table 4.32. 

Table 4.32: Development of Encouragement 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Encouraging the teachers 595 3.92 1.486 3.08 50.499 .000 

Getting performance incentives 595 3.58 1.379 3.42 60.540 .000 

Appreciating good students 595 4.10 1.463 2.90 48.279 .000 

Getting inspiration from 

community 

595 3.13 1.535 3.87 61.477 .000 

Motivation from higher authorities 595 3.59 1.420 3.41 58.622 .000 

 In response to the question of head teachers‟ practice of encouraging teachers 

during duty hours, the mean score of respondents‟ opinion revealed that head teachers gave 

less importance to these management practices. The analysis indicated that mean score of 

existing practices of head teachers regarding encouraging teachers is 3.92 and the gap 

between existing and desirable practices is 3.08 which is found strongly significant (.000). 

Therefore, it is concluded that there is a significant gap between head teachers‟ existing 

and desirable quality management practices with regard to encourage teachers.  

 The mean score of respondents‟ opinion about getting performance incentives was 

found less than desirable level. The table 4.32 indicated that mean score of head teachers‟ 

existing practices related to the issue is 3.58 with gap between existing and desirable 

practices 3.42 at .000 significant level. It is concluded that head teachers‟ practice of 

getting performance incentives was found low from desirable level. 

 Similarly, head teachers‟ quality management practices related to observing and 

appreciating good students was found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

4.10 and the gap between existing and desirable practices was calculated 2.90 with t-value 

significant at .000 level. It is concluded that head teachers have given less attention to the 

practice of appreciating good students in the school. However this practices is found better 

(mean score, 4.10) as compared to other management practices of this area. 
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 The analysis presented in table 4.32 revealed that head teachers‟ quality 

management practices related to be inspired from community were found significantly low 

from the desired level. The analysis indicated that mean score of head teachers‟ existing 

practices related to this issue is 3.13 and the gap between existing and desirable practice is 

3.87 while t-value is found significant at .000 level. Thus, it was concluded that there is a 

significant gap between head teachers‟ existing and desirable practices of getting 

inspiration from community.  

 In the same way, head teachers‟ practice of obtaining motivation from higher 

authorities was not found up to the mark. Mean Response Value (MRV) of the 

respondents‟ opinion about this practice was 3.59 (existing) with the gap between existing 

and desirable practice 3.39 (mean score) at significant level .000. Hence, this is concluded 

that head teachers‟ management practices of getting motivation from higher authorities are 

found low from the desirable level.  

 According to the analysis, it was found that head teachers‟ quality management 

practices related to the area of developing encouragement were too low from desirable 

level and there was a significant gap between their existing and desirable practices of 

encouraging teachers, getting performance incentives, appreciating good students, getting 

inspiration from community and obtaining motivation from higher authorities. It was 

further concluded that head teachers don‟t much care about these practices.  

4.10.11Developing Coordination 

 Head teachers‟ practice of developing coordination was one of the aspects of the 

research study. The target was to find out gap between existing and desirable quality 

management practices of head teachers with regard to their managing experts‟ visits and 

counseling for school, developing coordination among staff members and, inviting former 

students to school. The responses of head teachers and the gap between their existing and 

desirable practices in terms of mean value are presented in table 4.33. 
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Table 4.33: Developing Coordination 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Managing experts‟ visits and 

counseling for school 

595 2.91 1.760 4.09 56.720 .000 

Developing coordination among 

staff members 

595 3.14 1.623 3.86 57.967 .000 

Inviting former students to school 595 3.20 1.454 3.80 63.721 .000 

Table 4.33 deals with head teachers‟ practices of managing experts‟ visits and 

counseling for school improvement. The analysis indicated that head teachers gave less 

attention to manage this kind of visits and counseling. This is based on analysis in which 

mean score of existing practices of head teachers regarding this issue is 2.91 and the gap 

between existing and desirable practices is 4.09 which is found strongly significant (.000). 

Hence, it is concluded that there is a significant gap between head teachers‟ existing and 

desirable quality management practices with regard to managing experts‟ visits and 

counseling for school improvement. It is further concluded that this practice is found 

poorer (mean score, 2.91) than other practices of this management area. 

Similarly, head teachers‟ opinion about developing coordination among staff 

members was found less than desirable level. The table 4.33 indicated that mean score of 

head teachers‟ existing practices related to developing coordination among staff members 

is 3.14 with gap between existing and desirable practices 3.86 at .000 significant level. It is 

concluded that head teachers‟ existing practice of developing coordination among staff 

members was found too low from desirable level. 

Head teachers‟ practice of inviting former students to school was found too low 

from desirable level. It was concluded based on analysis that mean score of head teachers‟ 

existing practices related to this issue was 3.20 with gap between existing and desirable 

practices 3.80 at t-value significant .000. Hence, most of the head teachers don‟t care to 

pay attention to invite former students to school and so, there is a gap between their 

existing and desirable practices related to the issue. 

According to analysis presented in table 4.33, it is concluded that head teachers‟ 

quality management practices related to the development of coordination were found 

significantly low from the desired level. There was significant gap between head teachers‟ 
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existing and desirable practices of managing experts‟ visits and counseling for school, 

developing coordination among staff members and, inviting former students to school.  

4.10.12 Developing Cooperation 

It was one of the important aspects of study to find out gap between existing and 

desirable quality management practices of head teachers with regard to developing 

cooperation like creating mutual assistance between higher authorities and school, 

developing cooperation between head teacher and staff, strengthening teacher-student 

cooperation and, developing the spirit of cooperation between school and community. The 

responses of head teachers and the gap between their existing and desirable practices in 

terms of mean value are presented in table 4.34. 

Table 4.34: Developing Cooperation 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Creating mutual assistance (higher 

authorities and school) 

595 3.21 1.576 3.79 58.671 .000 

Developing cooperation (head 

teacher and staff) 

595 3.98 1.529 3.02 48.098 .000 

Strengthening teacher-student 

cooperation 

595 3.53 1.411 3.47 59.952 .000 

Cooperation between school and 

community 

595 3.02 1.731 3.98 56.084 .000 

In response to creating mutual assistance between higher authorities and school, the 

mean score indicated that head teachers gave less importance to these management 

practices. The analysis indicated that mean score of existing practices of head teachers 

related to creating this kind of assistance is 3.21 and the gap between existing and 

desirable practices is 3.79 which is found strongly significant (.000). Therefore, it is 

concluded that there is a significant gap between head teachers‟ existing and desirable 

quality management practices with regard to creating mutual assistance between higher 

authorities and school. 

Similarly, the mean score of head teachers‟ opinion about developing cooperation 

between head teacher and staff was found less than desirable level. The table 4.34 

indicated that mean score of head teachers‟ existing practices related to developing 

cooperation between head teacher and staff is 3.98 with gap between existing and desirable 

practices 3.02 at .000 significant level. It is concluded that there is a gap between head 
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teachers‟ existing and desirable practices of developing cooperation between head teacher 

and staff. It is further concluded that this practice is having less gap (3.02) as compared to 

other practices of this management area. 

Head teachers‟ quality management practices related to strengthening teacher-

student cooperation were found significantly low from desirable level as there is a gap 

between existing and desirable practices related to the issue. This was concluded based on 

the analysis in which mean score of head teachers‟ existing practices is 3.53 and the gap 

between existing and desirable practices is 3.47 with t-value significant at .000 level. It 

means most of the head teachers don‟t care to strengthen teacher-student cooperation. 

The mean score of head teachers‟ existing practice of developing the spirit of 

cooperation between school and community is 3.02 and the gap between existing and 

desirable practice is 3.98 (mean score). The gap is found strongly significant at .000 level. 

On the basis of this analysis, it is concluded that most of the head teachers don‟t develop 

the spirit of cooperation between school and community as there is a gap between existing 

and desirable practices of head teachers related to the issue. 

According to the analysis presented in table 4.34, it is concluded that head teachers‟ 

quality management practices related to development of cooperation were found 

significantly low from the desired level. There was significant gap between head teachers‟ 

existing and desired practices of creating mutual assistance between higher authorities and 

school, developing cooperation between head teacher and staff, strengthening teacher-

student cooperation and, developing the spirit of cooperation between school and 

community. It is further concluded that practice of developing cooperation between head 

teacher and staff is found better (mean score, 3.98) as compared to other practices of this 

area.  

4.10.13 Designing New Strategies 

 One of the important aspects of study was to find out gap between existing and 

desirable quality management practices of head teachers related to designing new 

strategies and demonstrating new vision. The responses of head teachers and the gap 

between their existing and desirable practices in terms of mean value are presented in table 

4.35. 
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Table 4.35: Designing New Strategies 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Designing strategies to improve 

practices 

595 3.71 1.667 3.29 48.068 .000 

Instructing teachers to be prepared 

before meeting 

595 3.48 1.391 3.52 61.736 .000 

Trying to generate creativity in 

attitude of school personnel 

595 3.88 1.523 3.12 50.009 .000 

Applying unique methods for 

management 

595 3.44 1.580 3.56 55.044 .000 

Having positive innovative 

behavior with staff 

595 3.92 1.495 3.08 50.255 .000 

In response to head teachers‟ practices of designing strategies to improve their 

management, the mean score indicated that head teachers gave less importance to these 

management practices. The analysis indicated that mean score of existing practices of head 

teachers related to designing strategies is 3.71 and the gap between existing and desirable 

practices is 3.29 which is found strongly significant (.000). Therefore, it is concluded that 

there is a significant gap between head teachers‟ existing and desirable quality 

management practices with regard to designing strategies to improve their management. 

Similarly, the mean score of head teachers‟ opinion about instructing teachers to be 

prepared before meeting was found less than desirable level. The table 4.28 indicated that 

mean score of head teachers‟ existing practices related to this issue is 3.48 with gap 

between existing and desirable practices 3.52 at .000 significant level. It is concluded that 

head teachers‟ practice of instructing teachers was found low from desirable level. 

Head teachers‟ quality management practices of trying to generate creativity in 

attitude of school personnel were found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

3.88 and the gap between existing and desirable practices is 3.12 with t-value significant at 

.000 level. It means most of the head teachers don‟t care to generate creativity in attitude of 

school personnel. 

The analysis in table 4.35 indicated that head teachers‟ practice of applying unique 

methods to their management was not found up to the mark. Mean Response Value (MRV) 

of the respondents‟ opinion about this practice was 3.44 (existing) with the gap between 
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existing and desirable practice 3.56 (mean score) at significant level .000. Hence, this is 

concluded that head teachers‟ management practices related to application of unique 

methods for management was found low from desirable level. 

The mean score of head teachers‟ existing practice of having positive innovative 

behavior with staff is 3.92 and the gap between existing and desirable practice is 3.08 

(mean score). The gap is found strongly significant at .000 level. On the basis of this 

analysis, it is concluded that head teachers generally don‟t have positive innovative 

behavior with their staff. 

According to the analysis presented in table 4.35, it is concluded that head teachers‟ 

quality management practices regarding designing new strategies and demonstrating new 

vision were found significantly low from the desired level. There was significant gap 

between head teachers‟ existing and desired practices of designing strategies to improve 

their management practices, instructing teachers to be prepared before meeting, trying to 

generate creativity in attitude of school personnel, applying unique methods for 

management and, having positive innovative behavior with their staff. It is further 

concluded based on analysis presented in the table that head teachers‟ practice of having 

positive behavior with their staff was found better (mean score, 3.92) as compared to the 

other practices of this management area. 

4.10.14 Risk Taking Practices 

The study was also targeted to find out gap between existing and desirable quality 

management practices of head teachers with regard to their risk taking for positive change 

in the school. The responses of head teachers and the gap between their existing and 

desirable practices in terms of mean value are presented in table 4.36. 
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Table 4.36: Risk Taking Practices 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV and 

DRV 

t-

value 

Sig. 

Taking risk for positive change 595 3.08 1.772 3.92 53.896 .000 
Dealing with performance threats 595 3.70 1.366 3.30 58.884 .000 
Showing tolerance to social pressures 595 3.95 1.521 3.05 48.915 .000 
Managing workload stress 595 3.53 1.483 3.47 57.114 .000 

Remaining cool while resolving conflicts 595 4.05 1.507 2.95 47.759 .000 

In response to the question of head teachers‟ practice of taking risk for positive 

change in the school, the mean score of respondents‟ opinion revealed that head teachers 

gave less importance to these management practices. The analysis indicated that mean 

score of existing practices of head teachers regarding risk taking is 3.08 and the gap 

between existing and desirable practices is 3.92 which is found strongly significant (.000). 

Therefore, it is concluded that there is a significant gap between head teachers‟ existing 

and desirable quality management practices with regard to risk taking for positive change 

in the school.  

The mean score of respondents‟ opinion about dealing with performance threats 

was found less than desirable level. The table 4.36 indicated that mean score of head 

teachers‟ existing practices related to the issue is 3.70 with gap between existing and 

desirable practices 3.30 at .000 significant level. It is concluded that head teachers‟ practice 

of dealing with performance threats was found low from desirable level. 

Similarly, head teachers‟ quality management practices related to showing 

tolerance to social pressure was found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

3.95 and the gap between existing and desirable practices was calculated 3.05 with t-value 

significant at .000 level. It is concluded that head teachers have given less attention to the 

practice of showing tolerance to social pressure.  

The analysis presented in table 4.36 revealed that head teachers‟ quality 

management practices related to managing workload stress were found significantly low 

from the desired level. The analysis indicated that mean score of head teachers‟ existing 

practices related to this issue is 3.53 and the gap between existing and desirable practice is 

3.47 while t-value is found significant at .000 level. Thus, it was concluded that there is a 
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significant gap between head teachers‟ existing and desirable practices of managing 

workload stress during working hours.  

In the same way, head teachers‟ practice of remaining cool while resolving 

conflicts was not found up to the mark. Mean Response Value (MRV) of the respondents‟ 

opinion about this practice was 4.05 (existing) with the gap between existing and desirable 

practice 2.95 (mean score) at significant level .000. Hence, this is concluded that head 

teachers‟ management practices of remaining cool while resolving conflicts are found low 

from the desirable level.  

According to the analysis, it was found that head teachers‟ quality management 

practices related to the area of risk taking were too low from desirable level and there was 

a significant gap between their existing and desirable practices of taking risk for positive 

change in the school, dealing with performance threats, showing tolerance to social 

pressures, managing workload stress and, remaining cool while resolving conflicts. It was 

further concluded that head teachers don‟t much care about these practices. However, their 

practice of remaining cool while resolving conflicts is found better (mean score, 4.05) than 

other practices of this management area. 

4.10.15 Promoting Totality of Practices 

One of the important aspects of study was to find out gap between existing and 

desirable quality management practices of head teachers with regard to promoting totality 

of management practices in the school. A group of questions were developed to see their 

existing practices and to find out gap between their existing and desirable practices related 

to coordinating different practices, demonstrating commitment to improve the system, 

concentrating on totality of practices, doing responsive efforts for total management 

system and, keeping in view the whole activities at a look. The responses of head teachers 

and the gap between their existing and desirable practices in terms of mean value are 

presented in table 4.37. 
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Table 4.37: Promoting Totality of Practices 

MRV-Mean Response Value (existing), DRV-Desirable Response Value (7), SD-Standard Deviation.  

Statement No Existing 

MRV 

SD Gap of 

MRV 

and DRV 

t-

value 

Sig. 

Coordinating different practices 595 3.62 1.347 3.38 61.194 .000 

Demonstrating commitment to 

improve the system 

595 4.09 1.585 2.91 44.844 .000 

Concentrating on totality of 

practices 

595 3.49 1.410 3.51 60.656 .000 

Doing responsive efforts for total 

management system 

595 3.30 1.532 3.70 58.983 .000 

Keeping in view the whole 

activities at a look 

595 4.01 1.622 2.99 44.926 .000 

In response to head teachers‟ activities regarding coordinating different 

management practices, the mean score indicated that head teachers gave less importance to 

these management practices. The analysis indicated that mean score of existing practices of 

head teachers related to coordinating different activities is 3.62 and the gap between 

existing and desirable practices is 3.38 which is found strongly significant (.000). 

Therefore, it is concluded that there is a significant gap between head teachers‟ existing 

and desirable quality management practices with regard to coordinating different 

management practices. 

Similarly, the mean score of head teachers‟ opinion about demonstrating 

commitment to improve the system was found less than desirable level. The table 4.37 

indicated that mean score of head teachers‟ existing practices related to this issue is 4.09 

with gap between existing and desirable practices 2.91 at .000 significant level. It is 

concluded that head teachers‟ practice of demonstrating commitment to improve the 

system was found low from desirable level. 

Head teachers‟ quality management practices related to concentrating on totality of 

management activities were found significantly low from desirable level. This was 

concluded based on the analysis in which mean score of head teachers‟ existing practices is 

3.49 and the gap between existing and desirable practices is 3.51 with t-value significant at 

.000 level. It means most of the head teachers don‟t care to concentrate on totality of 

practices. 

The analysis in table 4.37 indicated that head teachers‟ practice of doing responsive 

efforts for total management system was not found up to the mark. Mean Response Value 
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(MRV) of the respondents‟ opinion about this practice was 3.30 (existing) with the gap 

between existing and desirable practice 3.70 (mean score) at significant level .000. Hence, 

this is concluded that head teachers‟ management practices related to the issue are not at 

desirable level. 

The mean score of head teachers‟ existing practice of keeping in view the whole 

activities at a look is 4.01 and the gap between existing and desirable practice is 2.99 

(mean score). The gap is found strongly significant at .000 level. On the basis of this 

analysis, it is concluded that head teachers don‟t keep in view the whole activities at a 

look. 

According to the analysis presented in table 4.37, it is concluded that head teachers‟ 

quality management practices related to promoting totality of management activities were 

found significantly low from the desired level. There was significant gap between head 

teachers‟ existing and desired practices of coordinating different activities, demonstrating 

commitment to improve the system, concentrating on totality of practices, doing 

responsive efforts for total management system and, keeping in view the whole activities at 

a look. It is further concluded that head teachers don‟t give importance to these practices in 

the school. However, their practice of demonstrating commitment to improve the system 

was found better (mean score, 4.09) than other practices of this management area. 

This chapter presented the analysis of data gathered from head teachers and 

teachers about quality management practices at secondary level. The gap between head 

teachers‟ existing and desired quality management practices was also described in this 

chapter. In addition to it, general information about respondents was presented here and so, 

this analysis, interpretation and findings provided a baseline for discussion, conclusion and 

recommendations in the next chapter. 
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CHAPTER 5 

5 SUMMARY, FINDINGS, CONCLUSIONS AND 

RECOMMENDATIONS 

5.1  Summary 

 Quality management is one of the major concerns in education and head teachers 

may play very crucial role in the context and may make the educational institutions centers 

of excellence.  Hence, head teachers‟ concepts of quality management need to be made 

clear and the factors affecting their quality management practices need to be minimized. 

The present study targeted to evaluate the existing quality management practices of 

secondary school heads and suggest a quality management model for secondary schools. 

Attempt was also made to find out gap between existing and desired quality management 

practices of secondary school heads. 

 All head teachers and deputy head teachers of secondary schools including boys 

and girls situated at urban and rural areas of the province of Punjab was population of the 

study. In charge head teachers where head teacher were not appointed considered as 

population. All teachers of secondary schools were also included in the population of the 

study. Sample was taken from the province of Punjab which is divided into nine 

administrative divisions (clusters) and all the divisions were included in the study. The 

administrative divisions (clusters) were further divided into districts and one district from 

each division was randomly selected making a total of nine districts. The population in 

selected nine districts comprised 1219 schools (head teachers) and sample was 293 schools 

which made twenty four percent of the population. 

The problem was explored through mixed method and the tools of research were 

questionnaires for head teachers, deputy head teachers and, teachers teaching at secondary 

level and, a structured interview for head teachers. The research instruments were pilot 

tested to make valid and reliable.  

The researcher collected data personally from selected secondary schools located at 

different selected districts of the province of Punjab. After data collection, it was scanned, 

cleaned, sorted out and thus, 595 head teachers and 1341 teachers were possible to be 

included in the study. Hence, total sample of quantitative data was 1936 including head 

teachers and teachers male and female of both localities urban and rural. In addition to it, 
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the researcher conducted 50 interviews of head teachers related to their quality 

management practices for in depth study of the phenomena but 43 interviews could be 

possible to include in the study. 

The collected data were analyzed to find out quality management practices of 

secondary school heads with the help of Statistical Package for Social Sciences (SPSS) 

version 16 by using appropriate statistical formulas. The gap was also found between 

existing and desired quality management practices of secondary school head teachers. 

After obtaining results from the analysis, the findings were reported and on the 

basis of these findings, appropriate measures were suggested and a model for quality 

management at secondary level was also suggested. 

5.2  Results and Findings of the Study (Quantitative) 

5.2.1 Importance to Planning Practices 

1. 35.3% head teachers occasionally gave importance to individual planning practices 

and as compared to head teachers, 28.3% teachers thought their head teachers rarely 

gave importance to individual planning practices for any task. Only 8.7% head 

teachers always had been giving importance to individual planning. 

2. 30.3% head teachers often were doing planning long term as well a short term and as 

compared to head teachers, 30.9% teachers thought their head teachers occasionally 

doing long term and short term planning. Only 3.4% head teachers had been always 

doing long term and short term planning for any task. 

3. 28.2% head teachers often plan to avail resources for school and as compared to 

head teachers, 21.9% teachers thought their head teachers seldom plan to avail 

resources. Only 8.7 % head teachers always plan to avail resources for their school. 

4. 27.1% head teachers‟ practices were often planning based and 24.4% teachers 

thought their head teachers‟ practices were occasionally planning based. Only 9.2% 

head teachers claimed that they always had planning based practices. 

5. 25.9% head teachers‟ practices of doing joint planning were occasional and 20.4% 

teachers thought their head teachers‟ these practices were seldom. Only 7.4% head 

teachers pointed out that they always had practice of doing joint planning for any 

task. 
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5.2.2 Resource Management Practices 

6. 28.9% head teachers often utilized human resources according to the needs of the 

school while 22.6% teachers thought their head teachers occasionally utilized 

human resources according to the needs of the school. Only 13.8% head teachers 

always had been utilizing human resources according to needs. 

7. 25.0% head teachers often utilized physical resources at their best while as 

compared to head teachers 29.9% teachers thought their head teachers often did so. 

Only 15.5% head teachers always had been utilizing physical resources at their best 

according to needs. 

8. 24.4% head teachers occasionally gave attention to renew resources for the school 

while 24.8% teachers thought their head teachers seldom did so. Only 9.9% head 

teachers always had been giving attention to renew resources for their school. 

9. 27.7% head teachers were frequently updating their school record and 18.9% 

teachers thought their head teachers‟ practices were frequent in updating the school 

record. Only 20.5% head teachers claimed that they always keep their school record 

updated. 

5.2.3 Practices of Creating Commitment 

10. 21.5% head teachers frequently motivate their teachers to be committed towards 

their duties in the school while 18.9% teachers thought their head teachers 

occasionally made their teachers committed. Only 8.2% head teachers always had 

been making their teachers committed to their duties. 

11. 27.7% head teachers occasionally motivate their students to be devoted towards 

their studies while as compared to head teachers, 24.3% teachers thought their head 

teachers occasionally made their students motivated. Only 4.4% head teachers 

always motivated their students towards their studies. 

12. 27.2% head teachers occasionally gave attention to promote school‟s promise for 

excellence while 22.0% teachers thought their head teachers seldom did so. Only 8.7 

% head teachers always gave attention to the promotion and projection of school‟s 

promise for excellence. 

5.2.4 Managing Focus and Rollout 

13. 27.6% head teachers occasionally kept in view curriculum objectives. As compared 

to head teachers 17.8% teachers thought their head teachers seldom kept in view the 
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curriculum objectives. The data reflected that only 11.6% head teachers always had 

been keeping in view the curriculum objectives in all other activities. 

14. 26.8% head teachers often performed task oriented activities in the school while as 

compared to head teachers, 18.0% teachers thought their head teachers rarely did so. 

Only 6.1% head teachers always had been performing task oriented activities in the 

school. 

15. 30.1% head teachers often designed activities for students‟ personality development 

in the school while 25.7% teachers thought their head teachers seldom designed 

activities for students‟ personality development. Only 10.3% head teachers always 

had been designing such kind of activities. 

16. 22.2% head teachers‟ practices were often developing opportunities for teachers‟ 

professional development and 21.5% teachers thought their head teachers‟ practices 

were occasionally developing such opportunities. Only 6.9% head teachers claimed 

that they always had developed and designed opportunities for teachers‟ 

professional development. 

17. 27.9% head teachers‟ practices were often in having concern to students‟ learning 

and 21.6% teachers thought their head teachers‟ practices were seldom in doing so. 

Only 19.5% head teachers pointed out that they always had concern to students‟ 

learning. 

5.2.5 Practice for System Alignment 

18. 26.1% head teachers frequently tried to make mission statement of school clear to all 

while 22.1% teachers thought their head teachers occasionally advertise mission 

statement. Only 17.3% head teachers always had been advertising mission 

statement. 

19. 25.7% head teachers often performed beneficial activities to achieve some target in 

the school while 25.0% teachers thought their head teachers occasionally do so. 

Only 15.3% head teachers had been always performing target oriented activities in 

the school. 

20. 27.9% head teachers occasionally review continuously the activities for system 

alignment while 22.9% teachers thought their head teachers occasionally perform 

such activities. Only 7.6 % head teachers always design activities for system 

alignment. 
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21. 22.7% head teachers‟ practices were occasionally evaluating the outputs for future 

improvements and 20.1% teachers thought their head teachers seldom have such 

practices. Only 8.0% head teachers claimed that they always had evaluated the 

outputs for future improvements. 

22. 19.7% head teachers‟ practices were occasional to invite some external experts to 

school and 21.6% teachers thought their head teachers seldom have such practices. 

Only 8.1% head teachers pointed out that they always had invited external experts to 

their school. 

5.2.6 Consistency Practices 

23. 28.7% head teachers frequently develop continuity in daily routine matters in the 

school and 18.7% teachers thought their head teachers seldom develop continuity in 

daily routine matters. Only 15.5% head teachers always had been making their 

efforts in developing continuity in daily routine matters. 

24. 28.7% head teachers had been often making consistent efforts to produce reliable 

academic results and 23.2% teachers thought their head teachers occasionally do so. 

Only 11.7% head teachers had been always making consistent efforts to produce 

reliable academic results. 

25. 34.8% head teachers had been often performing the practice of delivering consistent 

instructions to staff to achieve excellence while 24.3% teachers thought their head 

teachers occasionally had these practices. Only 10.6 % head teachers always gave 

attention to deliver consistent instructions to staff to achieve excellence. 

26. 22.2% head teachers‟ practices were seldom being conscious to emerging problems 

in the school and 19.5% teachers also thought their head teachers‟ these practices 

were at the same level of seldom. Only 15.0% head teachers claimed that they 

always are conscious to emerging problems in the school. 

27. 24.6% head teachers‟ practices were often doing persistent efforts to achieve 

excellence and 22.1% teachers thought their head teachers‟ these practices were at 

the level of occasional. Only 14.1% head teachers pointed out that they always had 

persistent efforts to achieve excellence. 

5.2.7 Leadership Practices 

28. 27.1% head teachers are often unbiased to their staff in the school. 20.0% teachers 

thought their head teachers are occasionally unbiased to their staff. Only 17.8% 

head teachers always had been showing their attitude unbiased to their staff. 
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29. 28.2% head teachers‟ practices were occasional to act as role model for any 

initiative in the school and 23.4% teachers thought their head teachers occasionally 

have such practices. Only 10.9% head teachers had been always acting as role model 

for any initiative in the school. 

30. 24.2% head teachers were often trying to indicate innovative responses for problem 

solving. 20.2% teachers thought their head teachers seldom do so. Only 6.8 % head 

teachers always indicated innovative responses for problem solving. 

31. 19.5% head teachers‟ practices were frequent in demonstration of energetic 

leadership and 21.3% teachers thought their head teachers‟ these practices were at 

the level-4 of often. Only 8.6% head teachers claimed that they always are 

demonstrating energetic leadership in the school. 

32. 22.4% head teachers‟ practices were occasional in creating spirit of team work 

among staff members and students in the school and 20.6% teachers thought their 

head teachers‟ these practices were at the level-2 of seldom. Only 9.9% head 

teachers pointed out that they always had created spirit of team work. 

5.2.8 Decision Making Practices 

33. 26.1% head teachers often analyze the situations before reaching some decision and 

21.0% teachers thought their head teachers occasionally analyze the situations 

before reaching some decision. Only 9.4% head teachers always had been analyzing 

the situations before reaching some decision. 

34. 25.4% head teachers frequently were making involve their staff for decision making 

and 21.0% teachers thought their head teachers occasionally involve them to reach 

some decision. Only 19.5% head teachers had been always involving their teachers 

to take any decision. 

35. 28.3% head teachers‟ practices were occasional in making continuous review of 

previously taken decisions and 25.9% teachers thought their head teachers‟ these 

practices were at the level-2 of seldom. Only 8.1 % head teachers always gave 

attention to make continuous review of previously taken decisions in their schools. 

36. 29.9% head teachers were frequently making evaluation of decision implementation 

and 27.8% teachers thought their head teachers‟ practices were occasional for 

evaluation of decision implementation. Only 14.6% head teachers claimed that they 

always evaluate their decision implementation. 
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5.2.9 Practices related to Communication 

37. 23.0% head teachers occasionally contact with other schools for improvement in 

academic and managerial matters of their school While 24.2% teachers thought their 

head teachers seldom contact with other schools. Only 6.5% head teachers always 

had been making their contacts with other schools. 

38. 28.1% head teachers occasionally had made their efforts to strengthen teacher-

parent communication while 22.5% teachers thought their head teachers seldom do 

so. Only 6.0% head teachers had been always encouraging teacher-parent 

communication. 

39. 26.9% head teachers‟ practices were often in having regular communication with 

their staff for school improvement and 22.6% teachers thought their head teachers‟ 

these practices were at the level of seldom. Only 12.3 % head teachers always gave 

attention to have regular communication with their staff for school improvement. 

40. 23.0% head teachers were frequent in having communication with students while 

22.5% teachers thought their head teachers have communication with students. Only 

10.0% head teachers always communicate with students. 

41. 25.9% head teachers often contact higher authorities for the betterment of their 

schools and as compared to head teachers‟ opinion, 20.1% teachers thought their 

head teachers occasionally contact higher authorities to improve the school. Only 

9.5% head teachers always contact their higher authorities. 

5.2.10 Development of Encouragement 

42. 27.4% head teachers often kept in view the important practice of encouraging the 

teachers while as compared to head teachers, 22.8% teachers thought their head 

teachers occasionally provided the encouragement to teachers. Only 14.5% head 

teachers always had been encouraging their teachers. 

43. 25.7% head teachers were occasionally getting performance incentives from higher 

authorities and 21.9% teachers thought their head teachers‟ these practices were 

occasional. Only 10.6% head teachers had been always getting performance 

incentives. 

44. 27.2% head teachers were frequently encouraging and appreciating good students in 

the school and 20.0% teachers thought their head teachers‟ these practices were at 

the level of often. Only 19.3 % head teachers always encourage and appreciate good 

students to enhance their academic performance in the school. 
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45. 23.7% head teachers occasionally get encouragement and inspiration from 

community and 20.1% teachers thought their head teachers occasionally used to get 

inspiration from community. Only 8.7% head teachers claimed that they always had 

succeeded to be inspired from community. 

46. 26.4% head teachers often get motivation and encouragement from higher 

authorities and 20.9% teachers thought their head teachers often used to get 

motivation and encouragement from higher authorities. Only 6.6% head teachers 

pointed out that they always had been motivated by higher authorities. 

5.2.11 Developing Coordination 

47. 19.3% head teachers occasionally tried to manage experts‟ visits and counseling for 

school while as compared to head teachers‟ opinion, 19.8% teachers thought their 

head teachers occasionally manage experts‟ visits. Only 6.9% head teachers always 

had been managing this practice. 

48. 20.2% head teachers were often developing coordination among staff members in 

the school and 24.8% teachers thought their head teachers‟ practices were 

occasional of developing coordination among staff members in the school. Only 

9.4% head teachers had been always performing this kind of activities as their 

practice in the school. 

49. 24.7% head teachers were occasionally inviting former students and 21.2% teachers 

thought their head teachers seldom have such practices. Only 8.2% head teachers 

claimed that they always had invited former students to school. 

5.2.12 Developing Cooperation 

50. 23.0% head teachers occasionally try to create mutual assistance between school 

and higher authorities and as compared to head teachers, 23.3% teachers thought 

their head teachers seldom develop mutual assistance between school and higher 

authorities. Only 7.6% head teachers always had been making their efforts in 

developing mutual assistance between school and higher authorities. 

51. 27.1% head teachers frequently were developing cooperation between head teacher 

and staff and, 22.1% teachers thought their head teachers occasionally do so. Only 

16.5% head teachers had been always making consistent efforts to produce spirit of 

mutual cooperation between staff and head teacher. 

52. 25.5% head teachers were often strengthening teacher-parent cooperation and 25.0% 

teachers thought their head teachers‟ practices were occasional of developing 
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cooperation between teachers and parents. Only 8.3 % head teachers always gave 

attention to strengthen teacher-student cooperation. 

53. 21.5% head teachers‟ practices were often in developing the spirit of cooperation 

between school and community and 20.3% teachers thought their head teachers‟ 

these practices were at the level of occasional. Only 7.1% head teachers claimed 

that they always were trying their best to develop school-community cooperation. 

5.2.13 Designing New Strategies 

54. 23.4% head teachers were often designing strategies to improve their practices and 

as compared to head teachers, 19.1% teachers thought their head teachers are often 

designing these strategies. Only 17.0% head teachers always had been designing 

strategies to improve their management practices. 

55. 28.1% head teachers were often instructing teachers to be prepared before meeting 

with them and as compared to head teachers, 21.9% teachers thought their head 

teachers are occasionally instructing them to be prepared before meeting with them. 

Only 7.2% head teachers had been always instructing teachers to be prepared before 

meeting with them. 

56. 26.8% head teachers were often trying to generate creativity in attitude of school 

personnel and 23.2% teachers thought their head teachers occasionally had such 

practices. Only 14.3% head teachers always were trying to generate creativity in 

attitude of school personnel. 

57. 24.9% head teachers‟ practices were often in applying unique methods for 

management and 24.5% teachers thought their head teachers‟ these practices were at 

the level-3 of occasional. Only 7.9% head teachers claimed that they always are 

applying unique methods for management in the school. 

58. 26.2% head teachers were frequently having positive innovative behavior with their 

staff and as compared to head teachers, 23.5% teachers thought their head teachers 

were often having positive innovative behavior with their staff. Only 14.3% head 

teachers pointed out that they always had positive innovative behavior with staff. 

5.2.14 Risk Taking Practice 

59. 21.7% head teachers often are ready to take some risk for positive change and as 

compared to head teachers, 22.0% teachers thought their head teachers seldom take 

risk. Only 8.6% head teachers always had been practicing such activities. 
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60. 26.9% head teachers were occasionally dealing with performance threat and as 

compared to head teachers, 20.3% teachers thought their head teachers were seldom 

dealing with performance threats. Only 9.1% head teachers had been always 

involving themselves to deal with performance threats. 

61. 26.6% head teachers were frequently showing tolerance to social pressures while 

25.4% teachers thought their head teachers were occasionally involving themselves 

to show tolerance to social pressures. Only 15.6 % head teachers always gave 

attention to show tolerance to social pressures during their duties. 

62. 22.7% head teachers were occasionally managing their workload stress and 21.1% 

teachers also thought their head teachers‟ practices were occasional for the 

management of workload stress. Only 11.6% head teachers were always trying to 

manage their workload stress. 

63. 25.6% head teachers often were remaining cool and calm while resolving conflicts 

and as compared to head teachers, 20.8% teachers thought their head teachers 

seldom were involving themselves in such kind of practices. Only 18.3% head 

teachers had been always keeping themselves cool and calm while resolving 

conflicts. 

5.2.15 Promoting Totality of Practices 

64. 29.1% head teachers often had coordinated different activities in the school. And 

24.3% teachers thought their head teachers occasionally are having this practice. 

Only 8.5% head teachers always had been coordinating different practices in the 

school management. 

65. 26.2% head teachers frequently were demonstrating commitment to improve the 

system and 24.3% teachers thought their head teachers seldom are having this 

practice. Only 21.7% head teachers had been always demonstrating commitment to 

improve the system of their schools. 

66. 24.1% head teachers were often concentrating on totality of practices while 20.7% 

teachers thought their head teachers were often involving themselves to show 

concentration on totality of practice. Only 11.9 % head teachers always gave 

attention to concentrate on totality of practices. 

67. 22.1% head teachers were often doing skilled and responsive efforts for total 

management system of the school and 20.7% teachers thought their head teachers 

have occasional efforts for total management system. Only 9.1% head teachers 
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always were having these kinds of skilled and responsive efforts for management 

system of the school. 

68. 26.9% head teachers frequently kept in view all the activities as a whole in the 

school and as compared to head teachers‟ opinion, 21.6% teachers thought their 

head teachers often did so in the school. Only 19.0% head teachers always had been 

viewing all managerial activities as a whole in the school. 

5.3  Gap between Existing and Desirable Quality Management 

 Practices 

5.3.1 Practices of Giving Importance to Planning 

69. Mean score of head teachers‟ existing practices of giving importance to individual 

planning activities was 3.34 and the gap between existing and desirable practices 

was 3.66 which was found strongly significant (.000). 

70. Mean score of head teachers‟ existing practices related to long term and short term 

planning was 3.64 with gap between existing and desirable practices 3.36 at .000 

significant level. 

71. Mean score of head teachers‟ existing practices related to plan for availing resources 

for the school was 3.52 and the gap between existing and desirable practices was 

3.48 with t-value significant at .000 level. 

72. Mean score of head teachers‟ existing practices of doing planning based activities in 

the school was 3.65 and the gap between existing and desirable practices was 3.35 

which was found strongly significant (.000). 

73. Mean score of head teachers‟ existing practice of joint planning activities was 3.64 

and the gap between existing and desirable practice was 3.36 (mean score) with the 

gap strongly significant at .000 level. 

5.3.2 Resource Management Practices 

74. Mean score of existing practices of head teachers regarding need based utilization of 

human resources was 3.89 and the gap between existing and desirable practices was 

3.11 which was found strongly significant (.000). 

75. Mean score of head teachers‟ existing practices related to utilization of physical 

resources was 3.94 with gap between existing and desirable practices 3.06 at .000 

significant level. 
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76. Mean score of head teachers‟ existing practices related to renewal of physical 

resources was 3.50 and the gap between existing and desirable practices was also 

calculated 3.50 with t-value significant at .000 level. 

77. Mean score of head teachers‟ practices of updating school record regularly was 4.13 

(existing) with the gap between existing and desirable practice 2.87 (mean score) at 

significant level .000. 

5.3.3 Practices related to Commitment 

78. Mean score of existing practices of head teachers regarding developing commitment 

among teachers for their duties was 3.22 and the gap between existing and desirable 

practices was 3.78 which was found strongly significant (.000). 

79. Mean score of head teachers‟ existing practices related  to developing commitment 

among students for their studies was 3.15 with gap between existing and desirable 

practices 3.85 at .000 significant level. 

80. Mean score of head teachers‟ practices of pursuing school‟s promise for excellence 

was 3.82 (existing) with the gap between existing and desirable practice 3.18 (mean 

score) at significant level .000. 

5.3.4 Managing Focus and Rollout 

81. Mean score of existing practices of head teachers related to keeping in view 

curriculum objectives for designing managerial activities was 3.39 and the gap 

between existing and desirable practices was 3.61 which was found strongly 

significant (.000). 

82. Mean score of head teachers‟ existing practices related to head teachers‟ 

performance of task oriented functions was 3.70 with gap between existing and 

desirable practices 3.30 at .000 significant level. 

83. Mean score of head teachers‟ existing practices of designing personality 

development activities for students was 3.82 and the gap between existing and 

desirable practices was 3.18 with t-value significant at .000 level. 

84. Mean score of head teachers‟ practice of providing opportunities to teachers for their 

professional development was 3.23 (existing) with the gap between existing and 

desirable practice 3.77 (mean score) at significant level .000. 

85. Mean score of head teachers‟ existing practice of having concern about students‟ 

learning was 4.06 and the gap between existing and desirable practice was 2.94 

(mean score) which was found strongly significant at .000 level. 
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5.3.5 Practices for System Alignment 

86. Mean score of existing practices of head teachers related to activities of advertising 

mission statement of school was 4.06 and the gap between existing and desirable 

practices was 2.94 which was found strongly significant (.000). 

87. Mean score of head teachers‟ existing practices related to designing activities for 

target achievement was 3.98 with gap between existing and desirable practices 3.02 

at .000 significant level. 

88. Mean score of head teachers‟ existing practices related to continuous review of 

process activities was 3.66 and the gap between existing and desirable practices was 

3.34 with t-value significant at .000 level. 

89. Mean score of head teachers‟ practice of evaluating outputs for future improvements 

was 3.33 (existing) with the gap between existing and desirable practice 3.67 (mean 

score) at significant level .000. 

90. Mean score of head teachers‟ existing practice of inviting external experts to school 

for monitoring school performance was 2.81 and the gap between existing and 

desirable practice was 4.19 (mean score with the gap strongly significant at .000 

level. 

5.3.6 Practices related to Consistency 

91. Mean score of existing practices of head teachers regarding developing continuity in 

daily routine matters was 3.94 and the gap between existing and desirable practices 

was 3.06 which was found strongly significant (.000). 

92. Mean score of head teachers‟ existing practices related to produce reliable academic 

results was 3.65 with gap between existing and desirable practices 3.35 at .000 

significant level. 

93. Mean score of head teachers‟ existing practices was 3.67 and the gap between 

existing and desirable practices was calculated 3.33 with t-value significant at .000 

level. 

94. Mean score of head teachers‟ practice of having consciousness to emerging 

problems was 3.59 (existing) with the gap between existing and desirable practice 

3.39 (mean score) at significant level .000. 

95. Mean score of head teachers‟ existing practices related to making persistent efforts 

to achieve excellence was 3.67 and the gap between existing and desirable practice 

was 3.24 while t-value was found significant at .000 level. 
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5.3.7 Leadership Practices 

96. Mean score of existing practices of head teachers regarding showing un-biasedness 

to their staff was 3.90 and the gap between existing and desirable practices was 3.10 

which was found strongly significant (.000). 

97. Mean score of head teachers‟ existing practices related to their acting as role model 

for any initiative is 3.72 with gap between existing and desirable practices 3.28 at 

.000 significant level. 

98. Mean score of head teachers‟ practice of having innovative responses for problem 

solving was 3.44 with gap between existing and desirable practices 3.56 at t-value 

significant .000. 

99. Mean score of existing practices of head teachers regarding demonstrating energetic 

leadership was 3.13 and the gap between existing and desirable practices 3.87 which 

was found strongly significant (.000). 

100. Mean score of head teachers‟ practice of creating spirit of team work was 3.37 

(existing) with the gap between existing and desirable practice 3.63 (mean score) at 

significant level .000. 

5.3.8 Decision Making Practices 

101. Mean score of existing practices of head teachers related to designing analytical 

activities for decision making was 3.75 and the gap between existing and desirable 

practices was 3.25 which was found strongly significant (.000). 

102. Mean score of head teachers‟ existing practices related to involving staff for 

decision making was 4.04 with gap between existing and desirable practices 2.96 at 

.000 significant level. 

103. Mean score of head teachers‟ existing practices related to the review of previously 

taken decisions was 3.23 and the gap between existing and desirable practices was 

3.77 with t-value significant at .000 level. 

104. Mean score of head teachers‟ existing practice of evaluating decision 

implementation was 4.01 and the gap between existing and desirable practice was 

2.99 (mean score) with the gap strongly significant at .000 level. 

5.3.9 Practices related to Communication 

105. Mean score of existing practices of head teachers related to contacting other 

schools for improvement was 3.20 and the gap between existing and desirable 

practices was 3.80 which was found strongly significant (.000). 
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106. Mean score of head teachers‟ existing practices related to encouraging teacher-

parent communication was 3.25 with gap between existing and desirable practices 

3.75 at .000 significant level. 

107. Mean score of head teachers‟ existing practices related to their regular 

communication with staff was 3.91 and the gap between existing and desirable 

practices was 3.09 with t-value significant at .000 level. 

108. Mean score of head teachers‟ practice of having communication with students was 

3.64 (existing) with the gap between existing and desirable practice 3.36 (mean 

score) at significant level .000. 

109. Mean score of head teachers‟ existing practice of contacting with higher authorities 

was 3.75 and the gap between existing and desirable practice was 3.25 (mean score) 

with the gap strongly significant at .000 level. 

5.3.10 Development of Encouragement 

110. Mean score of existing practices of head teachers regarding encouraging teachers is 

3.92 and the gap between existing and desirable practices is 3.08 which is found 

strongly significant (.000). 

111. Mean score of head teachers‟ existing practices related to getting performance 

incentives was 3.58 with gap between existing and desirable practices 3.42 at .000 

significant level. 

112. Mean score of head teachers‟ existing practices related to observing and 

appreciating good students was 4.10 and the gap between existing and desirable 

practices was calculated 2.90 with t-value significant at .000 level. 

113. Mean score of head teachers‟ existing practices related to be inspired from 

community was 3.13 and the gap between existing and desirable practice was 3.87 

while t-value was found significant at .000 level. 

114. Mean score of head teachers‟ practice of obtaining motivation from higher 

authorities was 3.59 (existing) with the gap between existing and desirable practice 

3.39 (mean score) at significant level .000. 

5.3.11 Developing Coordination 

115. Mean score of existing practices of head teachers regarding managing experts‟ 

visits and counseling for school improvement was 2.91 and the gap between existing 

and desirable practices was 4.09 which was found strongly significant (.000). 
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116. Mean score of head teachers‟ existing practices related to developing coordination 

among staff members was 3.14 with gap between existing and desirable practices 

3.86 at .000 significant level. 

117. Mean score of head teachers‟ existing practices related to inviting former students 

to school was 3.20 with gap between existing and desirable practices 3.80 at t-value 

significant .000. 

5.3.12 Developing Cooperation 

118. Mean score of existing practices of head teachers related to creating mutual 

assistance between higher authorities and school was 3.21 and the gap between 

existing and desirable practices was 3.79 which was found strongly significant 

(.000). 

119. Mean score of head teachers‟ existing practices related to developing cooperation 

between head teacher and staff was 3.98 with gap between existing and desirable 

practices 3.02 at .000 significant level. 

120. Mean score of head teachers‟ existing practices related to strengthening teacher-

student cooperation was 3.53 and the gap between existing and desirable practices 

was 3.47 with t-value significant at .000 level. 

121. Mean score of head teachers‟ existing practice of developing the spirit of 

cooperation between school and community was 3.02 and the gap between existing 

and desirable practice was 3.98 (mean score) with the gap strongly significant at 

.000 level. 

5.3.13 Deigning New Strategies 

122. Mean score of existing practices of head teachers related to designing strategies to 

improve their management was 3.71 and the gap between existing and desirable 

practices was 3.29 which was found strongly significant (.000). 

123. Mean score of head teachers‟ existing practices related to instructing teachers to be 

prepared before meeting was 3.48 with gap between existing and desirable practices 

3.52 at .000 significant level. 

124. Mean score of head teachers‟ existing practices of trying to generate creativity in 

attitude of school personnel was 3.88 and the gap between existing and desirable 

practices was 3.12 with t-value significant at .000 level. 
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125. Mean score of head teachers‟ practice of applying unique methods to their 

management was 3.44 (existing) with the gap between existing and desirable 

practice 3.56 (mean score) at significant level .000. 

126. Mean score of head teachers‟ existing practice of having positive innovative 

behavior with staff was 3.92 and the gap between existing and desirable practice 

was 3.08 (mean score) with the gap strongly significant at .000 level. 

5.3.14 Risk Taking Practices 

127. Mean score of existing practices of head teachers regarding risk taking for positive 

change in the school was 3.08 and the gap between existing and desirable practices 

was 3.92 which was found strongly significant (.000). 

128. Mean score of head teachers‟ existing practices related to dealing with performance 

threats was 3.70 with gap between existing and desirable practices 3.30 at .000 

significant level. 

129. Mean score of head teachers‟ existing practices of showing tolerance to social 

pressure was 3.95 and the gap between existing and desirable practices was 

calculated 3.05 with t-value significant at .000 level. 

130. Mean score of head teachers‟ existing practices related to managing workload 

stress was 3.53 and the gap between existing and desirable practice was 3.47 while 

t-value was found significant at .000 level. 

131. Mean score of head teachers‟ practice of remaining cool while resolving conflicts 

was 4.05 (existing) with the gap between existing and desirable practice 2.95 (mean 

score) at significant level .000. 

5.3.15 Promoting Totality of Practices 

132. Mean score of existing practices of head teachers related to coordinating different 

activities was 3.62 and the gap between existing and desirable practices was 3.38 

which was found strongly significant (.000). 

133. Mean score of head teachers‟ existing practices related to demonstrating 

commitment to improve the system was 4.09 with gap between existing and 

desirable practices 2.91 at .000 significant level. 

134. Mean score of head teachers‟ existing practices related to concentrating on totality 

of management activities was 3.49 and the gap between existing and desirable 

practices was 3.51 with t-value significant at .000 level. 
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135. Mean score of head teachers‟ practice of doing responsive efforts for total 

management system was 3.30 (existing) with the gap between existing and desirable 

practice 3.70 (mean score) at significant level .000. 

136. Mean score of head teachers‟ existing practice of keeping in view the whole 

activities at a look was 4.01 and the gap between existing and desirable practice was 

2.99 (mean score) with the gap strongly significant at .000 level. 

5.4  Results and Findings of the Study (Qualitative) 

5.4.1 Importance to Planning Practices 

137. Majority of the head teachers did not make any planning. 

138. Some of the head teachers were found understanding the importance of planning 

quality management practices but they had not a chance to plan due to some other 

official duties like examination, paper marking, election, census duties etc. 

139. Few of the head teachers always did planning according to the requirements of the 

situation and needs of the school like to avail resources for school and to get best 

academic results etc. 

140. There were only two head teachers who were meeting with staff, students and 

parents, and with higher authorities to plan for any task. 

5.4.2 Resource Management Practices 

141. Majority of the head teachers did not play any role to utilize human and physical 

resources according to needs of the school. 

142. Some of the head teachers understood their role regarding resource management but 

they had not a sufficient authority to manage physical and specially human 

resources. 

143. Few of the head teachers were always trying their best to manage human and 

physical resources in school according to needs of the school.  

144. There were only four head teachers who regularly kept their school record up to date 

and tried their best to renew the resources for their school. 

5.4.3 Practices of Creating Commitment 

145. Majority of the head teachers were not trying to create commitment among teachers 

towards their duties and did not motivate students to be devoted to their studies. 

They even did not know about school‟s promise for excellence. 
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146. Some of the head teachers understood well that head teacher should take steps to 

motivate teachers and students to make the school a center of excellence but there 

were some difficulties and limitations in the way. 

147. Few of the head teachers were always trying their best to make their school a center 

of excellence. 

5.4.4 Managing Focus and Rollout 

148. Majority of the head teachers had not even knowledge about managing focus and 

rollout and, so there was no management of such activities related to this area. 

However they were aware of the activities regarding students‟ personality 

development and teachers‟ professional development but they were not 

implementing their concepts in the field. 

149. Some of the head teachers understood the importance of this kind of quality 

management practices but they had not a chance to practically do so due to lack of 

skill and training required for the purpose. 

150. Only two of the head teachers were of the view that they always try to keep in mind 

curriculum objectives while performing management practices to get best academic 

results. 

5.4.5 Practices for System Alignment 

151. Majority of the head teachers was unaware about system alignment and management 

practices related to this area and, so there was no management of such activities 

related to this area. 

152. Some of the head teachers were aware of the importance of this kind of quality 

management practices but they had not a chance to practically do so due to shortage 

of time and disinterest of staff as well as higher authorities. 

153. Few of the head teachers tried to keep in mind the importance of system alignment 

in the light of mission statement. 

5.4.6 Consistency Practices 

154. Majority of the head teachers were not consistent in dealing with management 

matters. 

155. Some of the head teachers understood well that head teachers should be consistent in 

their instructions to staff and should continuously evaluate the results of their 

actions to achieve excellence but there were some difficulties and limitations in the 

way. 
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156. Few of the head teachers were trying to seek the best academic results. 

5.4.7 Leadership Practice 

157. Majority of the head teachers admitted that they were not leaders but helpers to run 

the system. 

158. Some of the head teachers were aware well that head teachers should be leaders to 

run the system but practically the situation did not favor to play some role as a 

leader. 

159. Few of the head teachers were trying to seek the best in their school and so they 

consider their role as leaders in the school. 

5.4.8 Decision Making Practices 

160. Majority of the head teachers were not having analytical activities for decision 

making. 

161. Some of the head teachers understood the importance of making involve their staff 

for decision making but according to them, staff must be trained for this purpose. 

162. Few of the head teachers tried their best to involve their staff for decision making.  

163. There were only four head teachers who regularly kept their staff involved in 

decision. 

5.4.9 Practices related to Communication 

164. Majority of the head teachers never contacted with other schools to improve their 

schools. They thought that there was even no tradition of like this to communicate 

with other schools to rollout own successes and to be aware of others‟ success 

stories. 

165. Some of the head teachers understood well that head teacher should take steps not 

only to encourage teacher-parent contact but also to celebrate teacher-parent day or 

to conduct teacher-parent meetings but there were some difficulties and limitations 

in the way. 

166. Few of the head teachers were trying their best to call parents to school. 

5.4.10 Development of Encouragement 

167. Majority of the head teachers were aware of the importance of these activities 

regarding encouragement to students, teachers and getting performance incentives 

from higher authorities but they were not well aware about getting inspiration from 

community and be motivated from higher authorities other than performance 

incentives. 
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168. Some of the head teachers were aware of the importance of encouragement to 

students and teachers but they had not a chance to practically do so due to lack of 

time availability required for the purpose and a number of other matters in the 

school. 

5.4.11 Developing Coordination 

169. Majority of the head teachers were not aware of this area of quality management in 

its true sense and so they did not manage such activities related to this area. 

170. Majority of the head teachers were reluctant to invite or develop coordination 

between former students and school as they considered it an untrue activity. 

171. Some of the head teachers understood the importance of coordination and tried their 

best to develop coordination among staff members. 

5.4.12 Developing Cooperation 

172. Majority of the head teachers were not able to create the spirit of cooperation 

between higher authorities and school. 

173. Some of the head teachers mentioned some difficulties and limitations in the way to 

establish spirit of cooperation between community and school. 

174. Few of the head teachers were trying to seek cooperation from community and not 

from higher authorities. 

175. Majority of the interviewees tried their best to promote teacher-student cooperation 

and cooperation between themselves and staff. 

5.4.13 Designing New Strategies 

176. Majority of the head teachers were not able to design new strategies and the 

situations didn‟t support to demonstrate distinct vision. 

177. Some of the head teachers were having positive behavior with staff. 

178. Few of the head teachers were not aware of instructing teachers to be prepared 

before meeting and also unaware about their responsibility of generating creativity 

in attitude of school personnel. 

5.4.14 Risk Taking Practices 

179. Majority of the head teachers were not ready to take some risk for positive change in 

the school. 

180. Some of the head teachers were unaware about dealing with performance threats and 

asked the researcher to describe the concept. After making themselves aware of the 

concept they declared it an imaginary practice. 
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181. Few of the head teachers tried their best to tolerate social pressures and remain cool 

while resolving conflicts. 

182. There were only four head teachers who designed some strategy to manage 

workload stress according to the nature of the matters. 

5.4.15 Promoting Totality of Practices 

183. Majority of the head teachers could not coordinate different management practices. 

184. Some of the head teachers showed themselves committed to improve the system. 

185. Few of the head teachers tried their best to be committed but everyday plan could 

not be implemented. 

5.5  Discussion and Conclusion 

The research study was targeted to find out quality management practices adopted 

by secondary school head teachers in the province of Punjab, Pakistan. The required 

practices were determined with the help of literature review and investigated from the field 

that how much head teachers had involved themselves to these management practices. 

Head teachers were assumed to have always these management practices and after gauging 

their existing practices, it was to explore the distance between their existing and desirable 

management practices. Thus, the study was also aimed to find out gap between head 

teachers‟ existing and desired quality management practices at secondary schools. This gap 

serves as deficiency of head teachers in their quality management practices. One of the 

important aspects of study was to understand the importance of planning with regard to 

quality management practices. Finding of the study indicated that head teachers generally 

gave less importance to individual planning practices. There was a significant gap between 

head teachers‟ existing and desirable quality management practices with regard to giving 

importance to individual planning activities. Similarly, head teachers‟ practice of doing 

long term and short term planning for any task in school was found too low from desirable 

level. Their quality management practices related to plan for availing resources for the 

school were also found significantly low from desirable level. It means most of the head 

teachers don‟t care to avail resources for the school. In the same way, most of the head 

teachers often had practices based on planning in the school but this practice was not found 

better at the level of always. Their opinion about joint planning practices indicated that 

most of the head teachers were not considering joint planning as their prime responsibility. 

There was a significant gap between head teachers‟ existing and desirable quality 

management practices with regard to giving importance to joint planning activities. It was 
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found mostly the head teachers were either not aware of their responsibilities to plan their 

quality management practices or lacking the planning skills required to achieve certain 

target or accomplish the tasks. According to questions and responses of both type of 

respondents (head teachers, teachers) about the importance of planning quality 

management practices, this was concluded that most of the head teachers gave less 

importance to planning for any task in the school. 

Another important aspect of study was to find out quality management practices of 

head teachers related to resource management like need based utilization of human 

resources, utilization of physical resources, renewal of physical resources and regular 

updating of school record. It was found that head teachers generally have not satisfactory 

practices of human resource utilization in the schools. Therefore, it was concluded that 

most of the head teachers‟ practice of human resource utilization in the school was low 

when compared with the level 6 that was considered desirable level in the study. There was 

a significant gap between their existing and desirable quality management practices with 

regard to these practices. Likewise, most of them were not benefiting from the best 

utilization of available physical resources in the school. In addition to it, the analysis of 

respondents‟ opinion indicated that they gave less attention to renew the resources for 

school. In the same way, their quality management practices of regularly updating the 

school record indicated that their practices were not usually up to the desirable level. 

According to questions and responses of both type of respondents (head teachers, teachers) 

about their resource management practices, this was concluded that most of the head 

teachers gave less attention to their resource management practices. However these 

practices were found overall better than head teachers‟ quality management practices 

related to giving importance to planning for any task in school. 

The study was aiming to find out quality management practices of head teachers 

related to creation and enhancement of commitment among staff and students. It was found 

that head teachers generally have less practice of making their teachers committed to their 

duties. Therefore, it was concluded that most of the head teachers‟ practice of motivating 

their teachers to be committed to their duties in the school was found too low from 

desirable level. Similarly, most of the head teachers were not motivating their students for 

their studies. There was a significant gap between their existing and desired quality 

management practices related to motivate the students for their studies. In response to the 

practice of promoting and projecting school‟s promise for excellence, the analysis of 
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respondents‟ opinion indicated that head teachers gave less attention to promote and 

project the school‟s promise for excellence. The overall analysis of the data bring to the 

conclusion that mostly the head teachers were either not aware of their responsibility of 

taking measures to create commitment among staff and students for achieving excellence 

or they were deliberately deviating from creating commitment among staff and students 

due to some constraints. It was also concluded that these practices were overall more poor 

than head teachers‟ resource management practices in the school. 

Another aspect of the study was to find out head teachers‟ existing practices with 

regard to the area of managing focus and rollout like keeping curriculum objectives in 

view, performing task oriented functions, designing students‟ personality development 

activities, creating opportunities for teachers‟ professional development and having 

concern to student learning. It was found that most of the head teachers‟ practice of 

keeping in view the curriculum objectives while designing other activities in school was 

found significantly low from desirable level in the study. Similarly, most of the head 

teachers were not considering task oriented activities as their prime responsibility. In 

response to designing activities for students‟ personality development in the school, 

majority of head teachers gave less attention to design and perform such activities in the 

school which are helpful to students‟ personality development. Likewise, their quality 

management practices related to developing opportunities for teachers‟ professional 

development in the school indicated that their practices were not usually up to the desirable 

level. Similarly the percentage score of head teachers‟ opinion about their concern to 

students‟ learning indicated that most of the head teachers were much concerned to their 

students‟ learning but they did not make it their regular practice or they did not take some 

practical measures to enhance the learning. There was a significant gap between their 

existing and desired quality management practices related to the management of focus and 

rollout. 

One of the important aspects of study was to find out head teachers‟ existing 

practices with regard to system alignment like advertisement of mission statement of 

school, designing beneficial activities for target achievement, reviewing process activities, 

evaluating outputs for future improvements and inviting external experts to school. It was 

concluded that most of the head teachers‟ practice of making mission statement clear to all 

was found low when compared with desirable level in the study. Similarly, most of the 

head teachers were not considering performing beneficial activities to achieve some target 
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as their prime responsibility. In the same way, head teachers gave less attention to design 

and perform such activities in the school which are helpful for system alignment. Also 

head teachers‟ practice related to evaluation of outputs for future improvements in the 

school were not usually found up to the desirable level. In addition to it, their practice of 

inviting external experts to their school for the improvement of school achievements 

indicated that most of the head teachers were not having such practices. According to 

questions and responses of both type of respondents (head teachers, teachers) about the 

head teachers‟ quality management practices related to the system alignment, this was 

concluded that most of the head teachers gave less attention to this area of quality 

management.  

Another aspect of the study was to find out quality management practices of head 

teachers related to consistency in developing continuity in daily routine matters, producing 

reliable academic results, delivering instructions to staff, being conscious to emerging 

problems and doing persistent efforts to achieve excellence. It was found that head teachers 

generally have less practice of developing continuity in daily routine matters. Therefore, it 

was concluded that most of the head teachers‟ practice of developing continuity in daily 

routine matters in the school was low when compared to the desirable level in the study. 

Similarly, their practice of making consistent efforts to produce reliable academic results 

indicated that most of the head teachers were not having this practice consistently. Also 

they were giving less attention to deliver consistent instructions to their staff. Most of them 

seldom had practices of being conscious to emerging problems in the school and this 

practice was not found better at the level of always. In addition to it, they were not making 

their efforts consistently to achieve excellence. Thus, according to questions and responses 

of both type of respondents (head teachers, teachers) about their practices related to 

consistency, this was concluded that most of the head teachers gave less attention to their 

practice of developing continuity in daily routine matters, producing reliable academic 

results, delivering instructions to staff, being conscious to emerging problems and doing 

persistent efforts to achieve excellence. 

The study also explored head teachers‟ leadership practices like showing un-

biasedness to staff, acting as role model for any initiative, innovative responses to problem 

solving, demonstration of energetic leadership and creating spirit of team work etc. Head 

teachers generally were not found unbiased to their staff. However this practice was found 

better than other practices of this management area. It was also concluded that most of the 
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head teachers‟ practice of acting as role model for any initiative in the school was too low 

from the desirable level. Likewise, in response to the practice of innovative responses for 

problem solving, it was found that they gave less attention to their responses to make them 

innovative for problem solving. Similarly, most of them frequently had practices of 

demonstration of energetic leadership in the school and this practice was not found better 

at the level of always. It was also found that most of the head teachers were not making 

their efforts to create spirit of team work among their teachers in the school. So, this was 

concluded that most of the head teachers gave less attention to their practice of 

demonstrating energetic leadership in showing un-biasedness to staff, acting as role model 

for any initiative, innovative responses to problem solving and creating spirit of team 

work. 

The study examined quality management practices of head teachers related to 

decision making like analytical activities to reach some decision, making involve the staff 

for decision making, continuous review of previously taken decisions and evaluation of 

decision implementation. It was found that head teachers generally had not satisfactory 

practices of analytical activities for decision making. Similarly, it was found that most of 

the head teachers were not involving their teachers to take any decision. In response to the 

practice of making continuous review of previously taken decisions, it was concluded that 

head teachers gave less attention to review their decisions taken. Opinion about their 

quality management practices related to the evaluation of decision implementation 

indicated that head teachers‟ practices were not usually up to the desirable level. This was 

concluded that most of the head teachers gave less attention to these practices of analytical 

activities to reach some decision, making involve the staff for decision making, continuous 

review of previously taken decisions and evaluation of decision implementation.  

Head teachers‟ practice related to communication was another aspect of the study. 

This was found that head teachers did not always but occasionally contact with other 

schools for improvement in academic and managerial matters in the school. Therefore, it 

was concluded that most of the head teachers‟ practice of contacting other schools was 

found low when compared with the desirable level in the study. Similarly, most of the head 

teachers were not encouraging teacher-parent contact. Head teachers gave less attention to 

this management practice. It was also found that most of the head teachers often but not 

always try to have regular communication with their staff. As for as head teachers‟ 

communication with their students was concerned, it was concluded that most of the head 
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teachers‟ practice of contacting students was found low when compared with the desirable 

level in the study.  In the same way, head teachers‟ practice about contacting with higher 

authorities for the betterment of their schools was not found up to desirable level. Hence, it 

was concluded that most of the head teachers gave less attention to communicate with their 

staff, students, higher authorities, parents and with other schools for the improvement and 

betterment of their schools. It was also concluded that head teachers‟ practice of 

encouraging teacher-parent communication was found more poor than head teachers‟ other 

practices related to the area of communication. 

One of the important aspects of study was to find out head teachers‟ existing 

practices with regard to the area of making and getting encouragement like delivering 

encouragement to teachers, students and, getting performance incentive from higher 

authorities as well as from community. It was found that most of the head teachers‟ 

practice of encouraging the teachers in school was found at the level of often and it was 

significantly low from the level of always that was considered desirable level in the study. 

Similarly, most of the head teachers were not getting performance incentives from higher 

authorities. Likewise it was found that most of the head teachers frequently but not always 

gave attention to the practice of motivating good students which was considered helpful to 

enhance students‟ academic learning and performance. Although head teachers gave less 

attention to appreciate and encourage good students yet it was concluded that this practice 

was better than other practices of this area. In the same way, most of the head teachers 

occasionally had got encouragement, motivation and inspiration from community to make 

school performance better but this practice was not found better at the level of always. It 

was also concluded that most of the head teachers were not much satisfied on getting 

motivation from higher authorities. 

The study was also aiming to find out head teachers‟ existing practices with regard 

to developing coordination among staff members and, inviting experts and former students 

to school. It was found that head teachers generally did not manage experts‟ visits to 

school and thus they did not develop coordination between school and experts in the form 

of experts‟ visits and counseling for school. Also head teachers‟ opinion about their 

practice of developing coordination among staff members in the school indicated that most 

of the head teachers were not considering this practice as their prime responsibility. In the 

same way, they were not having the better practice of inviting former students to school. 

Majority of them was not even aware of coordinating the services of former students to 
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school. While considering in view head teachers‟ quality management practices for 

developing coordination among staff members, coordinating experts to school and 

coordinating former students to school by inviting them to school, this was concluded that 

most of the head teachers were not aware of their responsibilities to manage these 

practices. However, they had some better concept of coordination among staff members 

than the concept of other practices of this area. 

One of the tasks of the study was to explore quality management practices of head 

teachers related to creating spirit of mutual assistance between school and higher 

authorities, developing cooperation between head teacher and staff, strengthening teacher-

student cooperation and creating cooperation between school and community. It was 

concluded that most of the head teachers‟ practice of developing mutual assistance 

between school and higher authorities was found at the level of occasional and was found 

low when compared with the level-6 (always) that was considered desirable level in the 

study. Similarly, head teachers‟ opinion about their practice of developing cooperation 

between head teacher and staff indicated that most of the head teachers were not having 

this practice consistently and it was also revealed that most of the head teachers often but 

not always try to improve their practice of strengthening teacher-student cooperation. Their 

quality management practices related to the development of the spirit of cooperation 

between school and community indicated that their practices were not usually up to the 

desirable level. Thus, this was concluded that most of the head teachers gave less attention 

to their activities of developing this kind of practices. 

There was also an area of quality management practices of head teachers related to 

the area of new strategies and vision. It was found that the practice of designing strategies 

to improve their practices was not up to the mark and head teachers generally were not 

designing such strategies. In the same way, their practice of instructing teachers to be 

prepared before meeting with them indicated that most of the head teachers were not 

always having this practice and it was also revealed that most of the head teachers often but 

not always try to generate creativity in the attitude of school personnel. Quality 

management practices related to applying unique methods for management were not 

usually up to the desirable level. Similarly, it was concluded that most of the head teachers 

were not making their efforts to have positive innovative behavior with their teachers in the 

school. However this practice was found better than other practices of this management 

area. 



163 

One of the important aspects of study was to find out quality management practices 

of head teachers related to taking risk for positive change, dealing with performance 

threats, showing tolerance to social pressures, managing workload stress and remaining 

cool while resolving conflicts. It was found that most of the head teachers‟ practice of 

taking risk for positive change in the school was found often and was low when compared 

with the level 6 that was considered desirable level in the study. In the same way, head 

teachers‟ dealing with performance threats indicated that most of the head teachers were 

not involving themselves to deal with performance threats. In response to the practice of 

showing tolerance to social pressures, it was found that head teachers gave less attention to 

this practice and their quality management practices related to the management of 

workload stress during duty hours indicated that their practices were not usually up to the 

desirable level. Similarly, it was found that most of the head teachers‟ practice of 

remaining cool and calm while resolving conflicts during their duty time was too low from 

the desirable level. This was concluded that most of the head teachers gave less attention to 

these practices of taking risk for positive change, dealing with performance threats, 

showing tolerance to social pressures, managing workload stress and remaining cool while 

resolving conflicts during their duty hours.  

Another important aspect of the study was to find out quality management practices 

of head teachers related to the promotion of totality of practices like to coordinate different 

practices, show commitment to improve the system, concentrate on totality of practices, do 

responsive efforts for total management in the school and keep in view activities as a 

whole. It was found that that head teachers generally were having less practice of 

coordinating different activities. However, their practice of demonstrating commitment to 

improve the system was found better than other practices of this area but still there was 

less attention to this practice. It was also revealed that most of the head teachers often but 

not always tried to concentrate on totality of their management practices in the school. The 

analysis of head teacher‟s opinion about doing skilled and responsive efforts for total 

management system of the school indicated that head teachers were not bothering much 

about this management practice. Likewise, it was found that most of the head teachers 

frequently but not always kept in view all the managerial activities as a whole in the 

school. This was concluded that most of the head teachers gave less attention to coordinate 

different practices, show commitment to improve the system, concentrate on totality of 

practices, do responsive efforts for total management in the school and keep in view all 
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managerial activities as a whole. It was also concluded that head teachers‟ practice of 

demonstrating commitment to improve the system was found better than head teachers‟ 

other practices related to this area of quality management. 

Thus, the review of related literature, analysis of data, results, findings and 

conclusion of the study gave a clear idea to suggest a quality management model for 

secondary schools based on the management practices of head teachers. After the 

presentation of model, recommendations were made to have an idea about the application 

and implementation of the suggested model. The recommendations were based on the 

analysis of data, results, findings and conclusion of the study. The model is suggested or 

proposed and it is not made validated as the validation of the model was not the target of 

the study. 

5.6  Suggested Quality Management Model for Secondary Schools 

The purpose of the model was to improve head teachers‟ managerial practices at 

secondary schools and provide the practices a direction towards quality. Head teachers 

consciously or unconsciously were practicing but their practices were not found at required 

level. They should have practices with conscious efforts while keeping in view the needs 

and requirements of quality management. The managerial environment of secondary 

schools unfortunately seems not striving for excellence and resultantly the schools are 

producing poor academic results as compared to private sector in spite of having better 

input/infrastructure. It is the dire need to utilize resources at their best to make secondary 

schools effective institutions. The model provides a better insight to manage the activities 

and practices in such a way that secondary schools be transformed into effective 

institutions. 
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Figure 5.1: Quality Management Model for Secondary Schools 

The model suggests a conceptual framework of quality management at secondary 

schools. Apart from the management approaches, aspects and principles, the model 

focusses on the pragmatic efforts of head teachers towards quality management which are 

required to make secondary schools centers of excellence. The model stresses on the 

proper utilization of all available resources to be benefitted in their true sense and this 

utilization cannot be possible without active participation of head teacher. Hence, 

management appears a matter of activities and practices which are done to run the whole 

system, and head teacher, being responsible and leader is the central figure of all these 

activities and practices. The practices can be categorized in a number of ways and methods 

as per requirements/objectives of the study. The model categorized quality management 
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into three: task related management, people related management and change related 

management. Most of the managerial practices are placed in these categories which were 

crafted to easily understand the phenomenon. It seems quite justified to have them in mind 

while performing the duties as head teacher. The three categories are interconnected and 

mutually dependent to each other. There is always a task before people to meet with and 

perform duties. On the other hand, no task can be achieved without people and thus people 

and task are vital to each other. When tasks are done, requirements are met, duties are 

performed and objectives are achieved, the required positive change is vital at this stage. 

Then again standards should be set, objectives should be formulated and tasks must be 

identified to reach excellence. Thus, task, people and change must be interconnected and 

interdependent. Tasks should be done with the help of people to bring positive change and 

to achieve the goals.  

The model proposed three phases for quality management having two steps each of 

them. The phases cover quality management practices and direct them towards a sequential 

flow of actions or movements.  

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.2: Quality Management Phases 
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5.6.1 Conception and Planning (Phase-1) 

The main objective of this phase is to get basic concept of some task, its 

requirements, its need and its usefulness in secondary school setting. First task 

identification and second is planning to do the task. There should be planning to avail 

resources, utilize already available human and physical resources with total commitment 

and consistency. When the task is done, it needs rollout to motivate others to follow the 

example. Clear conception and proper planning is needed to keep the system aligned to its 

objectives, purpose and mission. Conception and planning is also required for people 

related practices. The head teacher should have a clear concept of leadership, decision 

making, communication, coordination, encouragement and cooperation and, must be able 

to plan as well as implement the planning for dealing with people regarding these 

practices. Head teachers should keep in mind the ultimate results and outcomes of the 

practices which may bring positive change. In terms of quality, this phase serves as „input‟ 

to process the activities and to crop outcomes. 

5.6.2 Activities and Practices (Phase-2)   

The phase deals with head teachers‟ quality management activities and practices 

which are divided into three categories. All the activities and practices should be task 

oriented with the purpose to bring positive change in the institution. The head teacher 

should design strategies, develop techniques, procedures and cultivate methods to perform 

the practices of quality management. Task related practices like planning, resource 

management, commitment, consistency, focus and rollout and system alignment should be 

performed while keeping in view the practices of decision making, leadership, 

communication, encouragement, coordination and cooperation. The main attention of this 

process should be to develop positive change in the system. This phase serves as „process‟ 

in terms of quality and may be called the main body of all practices regarding to quality 

management. All these practices must be adopted by head teachers and consciously should 

do efforts to make them their regular activities according to the required situation. The 

practices will be hopefully effective for drawing positive change. 

5.6.3 Outcomes and Evaluation (Phase-3)  

The major goal of this phase is to assess the effectiveness of quality management 

practices as to what extent the practices met the targets and achieved the objectives. There 

should be evaluation of successes as well as failures together with their reasons behind so 
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that it might be possible to set new targets and standards. The phase serves as a measure 

not only to evaluate the outcomes but to refine strategies, adopt new techniques, develop 

unique methods and apply reformed procedures. Evaluation is not only of practices and 

their effectiveness but also of results, outputs and outcomes that to what extent the early 

two phases were successful in terms of achieving the mission. 

According to the suggested model, head teachers‟ planned and coordinated 

practices hopefully will create better results, outputs and outcomes. The well-crafted 

efforts will have positive impact on the system and consequently secondary schools will 

win the trust of people by producing skilled and purposeful youth for the society. Thus, 

secondary schools will be gradually transformed into the centers of excellence for 

secondary education. 

5.7  Recommendations of the Study 

On the basis of data analysis, results, findings and conclusion, the following 

recommendations are made: 

5.7.1 Giving Importance to Planning 

Head teachers‟ task related management practices were reported to be low from 

desirable level. Planning serves as very basic need to accomplish any task but head 

teachers were not having this practice of planning for any task. They should be made aware 

of the importance of planning and should be provided sufficient opportunities to make plan 

for their management practices. 

5.7.2 Resource Management 

Resource management is considered very important aspect of managerial situations 

but most of the head teachers‟ practices were found weak in this area. It is therefore 

recommended that human and physical resource management should be made their prime 

responsibility. They should specially be trained for human resource management and their 

utilization for required situations. 

5.7.3 Creating Commitment 

Creating commitment among staff towards their duties and students towards their 

studies seem basic need to achieve excellence. Majority of the head teachers were not 

having any concern to students and were adopting authoritative behavior with teachers. 

Teachers and students should be committed to their tasks to achieve excellence and every 

school should have a promise for excellence. Head teachers must be made bound to create 
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commitment among staff and students and this commitment should be displayed in the 

form of promise for excellence. 

5.7.4 Managing Focus and Rollout 

Most of the head teachers were found unaware of the very important quality 

management area of focus and rollout. They were not focusing on very basic need of the 

institution to make teachers professionally developed and updated. However there was a 

concern for students‟ academic achievements but it was not for excellence but only for 

achieving result percentages. Curriculum objectives should be kept in view for students‟ 

learning and the aspect of their personality development must not be ignored. Some task 

oriented activities should also be performed in the school and teachers should be provided 

opportunities for their professional development. 

5.7.5 System Alignment 

There should be a need assessment for system alignment and head teachers should 

be provided all required resources for this. Mission statement and the process to achieve 

the mission with its procedures and techniques should be provided to every school. There 

should also be evaluation of head teachers‟ practices for future improvements related to 

this management area. 

5.7.6 Consistency  

Consistency plays very important and prime role to improve the system. Most of 

the head teachers were not consistent in their most of the management practices. There 

should be constancy in instructions to staff, efforts to achieve excellence and in having 

consciousness to emerging problems. Stability should be made must in daily routine 

matters so that the school may produce reliable results. 

5.7.7 Leadership 

Quality of leadership serves as universally accepted measure for heads of the 

institutions and demonstration of energetic leadership enhances the performance of other 

employees in the institution. Head teachers should be unbiased to their staff with 

innovative responses and should serve as a role model for any initiative while creating 

spirit of team work in the school. 

5.7.8 Decision Making 

Head teachers‟ practices related to decision making and its implementation were 

reported to be very weak. The practices should be made better through adopting analytical 
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activities for problem solving and involving staff for decision making. There should be a 

continuous review of previously taken decisions as well as their implementations and 

results. 

5.7.9 Communication 

Communication was another aspect of head teachers‟ quality management 

practices. This practice was found low from desirable level. It is therefore recommended 

that there should be an effective communication among head teacher, staff and students. 

There should be a regular teacher-parent contact and school should also have contact with 

other schools for system improvement. 

5.7.10 Development of Encouragement 

There should be encouragement from head teacher to teachers and students and it 

should be same from higher authorities to head teacher. There should be delivered 

performance based incentives to the school and even to teachers and head teachers. There 

should also be a strong tradition of delivering motivation from community to school 

system to make it more and more effective institution. 

5.7.11 Developing Coordination and Cooperation 

Most of the head teachers were found lacking of the practices related to 

coordination and cooperation. There should be a conscious effort to create coordination 

and cooperation among staff members. There is a need to coordinate experts‟ services for 

the school to achieve excellence. 

5.7.12 Designing New Strategies 

Head teachers‟ new strategies and vision can play very positive role to improve the 

system. It is therefore recommended that they should have a very positive and innovative 

behavior with staff and students to generate creative attitude and behavior. Head teachers 

should have very clear conception of ongoing improvements and their fruits for the system. 

5.7.13 Risk Taking 

To bring a positive change in the system, risk taking is considered very important 

practice in the area of quality management. According to analysis of the data, head 

teachers generally don‟t take any kind of risk for positive change in the system. They 

should be provided job security to deal with performance threats and solve the problems 

according to the local needs of the surroundings. They should also tolerate social pressures 

while remaining cool and calm specially in resolving conflicts. 
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5.7.14 Promoting Totality of Practices 

Majority of the head teachers were not coordinating their different management 

practices as a whole to be benefitted from them. There is a need to concentrate on totality 

of practices while doing skilled and responsive efforts for total management system of the 

school.  

5.8  Recommendations for Researchers   

The study was aiming to find out to what extent head teachers are practicing quality 

management but the barriers to quality management practices were not the focus of the 

study. Research is needed to find out the barriers which create hindrance in quality 

management. Likewise, the factors affecting quality management should also be found 

through another research. 

Research is needed to evaluate physical and human resources which are „input‟ for 

quality management so that it might be made possible to induct more resources according 

to needs and requirements of secondary schools. 

The effort is made to draw attention to quality management at secondary level. The 

study covered most of the areas of quality management practices but there is a need to 

conduct studies on every area so that specific results and suggestions may be possible. In 

other words, it can be said that the study was conducted adopting holistic approach and 

now further studies should be conducted adopting specific approach. 

Further research is needed to establish a mechanism to process „input‟ in a way that 

it can be made possible to draw required outputs and to reach objectives in true sense. 

One of the tasks of the study was to suggest a quality management model for head 

teachers‟ practices. More models should be developed for every task in the school and 

validation of the suggested model may also be a research study.   

There should be a study to develop mechanism for quality management practices. 

There should be methods of doing these practices and means of verification to assess their 

effectiveness. 

This study was conducted at secondary level. Further research studies may be 

conducted at primary, elementary or tertiary level.  
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5.9  General Recommendations   

Induction of head teachers in schools is seniority based when teacher is at the end 

of his or her service. So they don‟t take any interest in management. Their only interest is 

to reach secure retirement. This practice should be abandoned and head teachers should be 

inducted on selection basis. 

Most of the head teachers don‟t have any experience of headship as they had spent 

all their previous service as a teacher and they are not even trained in a proper way to take 

responsibilities of a head teacher. They should be examined, inspected and scrutinized 

whether they are able to be head or not. 

There is a need of proper training to appoint head teachers in schools. This training 

should be consisted of applied skills, managerial activities and finally interim placement. 

Only effective head teachers should be appointed on permanent basis. 

It seems not enough to be trained at pre-service step. Continuous in-service training 

should be conducted and additionally participation in seminars, conferences and 

professional workshops must be made compulsion for head teachers. 

Assigning additional duties to teachers and head teachers like to deal with Dengue 

Campaign, Measles Eradication, Polio Campaign, Census duty and other duties related to 

Universal Primary/Secondary Education (UPE/USE) etc. must be abandoned. These duties 

cast very adverse effects on teaching learning environment as well on mar the quality of 

management.  

Departmental duties like Paper Marking, Examination Duties and other such kind 

of duties must also be banned. The department should recruit special force to deal with the 

matters.   

The department should design a mechanism for quality management practices. It 

should have all detail about the practices, their conception, planning and needs. 

Description should be there to adopt what procedures and techniques may be beneficial to 

perform the practices and to make them successful. There should be means of verification 

in the mechanism to assess the effectiveness of the practices. 
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Appendix –C: Interview for Head Teachers  
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Appendix –D: List of Secondary Schools 

District Gujrat 

Male Rural 

1. Government High School Saggar (Gujrat) 

2. Government High School Barila Sharif (Gujrat) 

3. Government High School Thatta Pour (Gujrat) 

4. Government High School Baru (Gujrat) 

5. Government High School Islamia Kunjah (Gujrat) 

6. Government High School Jheuran Wali (Gujrat) 

7. Government High School Rizvia Langay (Gujrat) 

8. Government High School Qasim Abad (Gujrat) 

9. Government High School Gakhra Kalan (Gujrat) 

10. Government High School Kang Channan (Gujrat) 

11. Government High School National Saroki (Gujrat) 

12. Government High School Daulat Nagar (Gujrat) 

13. Government High School Thekrian (Kharian) 

14. Government High School Thekrian Monian (Kharian) 

15. Government High School Saadat Pur (Sarai Alam Gir) 

16. Government High School Qasba Karialy (Sarai Alamgir) 

17. Government High School Kariala (Sarai Alamgir) 

18. Government High School Islamia Dandi Nizam (Sarai Alamgir) 

19. Government High School Pir Khana (Sarai Alamgir) 

20. Government High School Bhag Nagar (Sarai Alamgir) 

21. Government High School Puran (Sarai Alamgir) 

22. Government High School Baisa Kalan (Sarai Alamgir) 

23. Government High School Bulani (Sarai Alamgir) 

24. Government High School Dak Chibban (Sarai Alamgir) 

25. Government High School Kharka Khadriala (Sarai Alamgir) 

Male Urban 

26. Government High School Public No.1 (Gujrat) 

27. Government High School Municipal (Gujrat) 

28. Government High School Municipal Model AAK Road (Gujrat) 

29. Government High School Islamia (Gujrat) 
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30. Government High School Chiristan (Gujrat) 

31. Government High School Muslim (Gujrat) 

32. Government High School Pakistan Lala Musa 

33. Government High School Talimul Islam Kharian 

34. Government High School Model Lala Musa 

Female Rural 

35. Government Girls High School Sabowal (Gujrat) 

36. Government Girls High School Shadiwal (Gujrat) 

37. Government Girls High School Machhiwal (Gujrat) 

38. Government Girls High School Thatta Rai Bahadur (Kharian) 

39. Government Girls High School Pindi Hasham (Kharian) 

40. Government Girls High School Bhagwal (Kharian) 

41. Government Girls High School Jorah Karnana (Kharian) 

42. Government Girls High School Puran (Sarai Alamgir)) 

43. Government Girls High School Khambi (Sarai Alamgir) 

44. Government Girls High School Khohar (Sarai Alamgir) 

45. Government Girls High School Shakreela (Sarai Alamgir) 

46. Government Girls High School Dak Chibban (Sarai Alamgir) 

47. Government Girls High School Bulani (Sarai Alamgir) 

48. Government Girls High School Bhag Nagar (Sarai Alamgir) 

Female Urban 

49. Government Girls High School Municipal Model JP Jattan (Gujrat) 

50. Government Girls High School FJMB (Gujrat) 

51. Government Girls High School Kunjah (Gujrat) 

52. Government Girls High School Mission (Gujrat) 

53. Government Girls High School Sarai Alamgir 
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District Kasur 

Male Rural 

54. Government High School Nizam Pura Chak No.2 (Chunian) 

55. Government High School Mohalam Kalan (Kasur) 

56. Government High School Hussain Khan Wala Hithar (Kasur) 

57. Government High School Sheikh Pura Nau (Kasur) 

58. Government High School Bhuchoki Mahja (Kasur) 

59. Government High School Usman Wala (Kasur) 

60. Government High School Vehgal (Kasur) 

61. Government High School Ganda Singh Wala (Kasur) 

62. Government High School Raja Jang (Kasur) 

63. Government High School Jaura (Kasur) 

64. Government High School Orara Raiwind Road (Kasur) 

65. Government High School Qadi Wind (Kasur) 

66. Government High School Chah Singh (Kasur) 

67. Government High School Sheikhum (Pattoki) 

68. Government High School Balloki (Pattoki) 

69. Government High School Hallah (Pattoki) 

70. Government High School Sunkali Kalan (Pattoki) 

Male Urban 

71. Government High School Mustafa Abad (Kasur) 

72. Government High School Lakhan Kay (Kasur) 

73. Government High School Hanfia Islamia (Kasur) 

74. Government High School Model (Kasur) 

75. Government High School Taeed ul Islam (Kasur) 

76. Government High School Pattoki 

77. Government High School Islamia (Kasur) 

Female Rural 

78. Government Girls High School Green Kot (Kasur) 

79. Government Girls High School Dholan Hithar (Kasur) 

80. Government Girls High School Usman Wala (Kasur) 

81. Government Girls High School Raja Jang (Kasur) 

82. Government Girls High School Khara (Kasur) 
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83. Government Girls High School Maan (Kasur) 

84. Government Girls High School Rao Khan Wala (Kasur) 

85. Government Girls High School Hussain Khan Wala (Kasur) 

86. Government Girls High School Hallah (Pattoki) 

Female Urban 

87. Government Girls High School Pattoki 

88. Government Girls High School Model Kasur 
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District Okara 

Male Rural 

89. Government High School Sarar Gogera (Depalpur) 

90. Government High School 8-1/L (Okara) 

91. Government High School APO Baba Farid Shugar Mills (Okara) 

92. Government High School 25/2R (Okara)  

93. Government High School 27 GD (Okara) 

94. Government High School Ajit Sar (Okara) 

95. Government High School Kohla (Okara) 

96. Government High School 18 GD (Okara) 

97. Government High School 12/1R (Okara) 

98. Government High School 4 GD (Okara) 

99. Government High School 7/1R Faujian (Okara) 

100. Government High School Jandraka (Okara) 

101. Government High School Bama Bala (Okara) 

102. Government High School Chuchak (Okara) 

103. Government High School 12 GD (Okara) 

104. Government High School 1/4L (Okara) 

105. Government High School 4/1L (Okara) 

106. Government High School 4-1/RA (Okara) 

107. Government High School Faridia Faiz e Aam Murdani (Okara) 

108. Government High School 12/1L (Okara) 

109. Government High School Mopalkay (Okara) 

110. Government High School Lasharian (Okara) 

111. Government High School Jaboka (Okara) 

112. Government High School Satghara (Okara) 

Male Urban 

113. Government High School MC (Okara) 

114. Government High School Islamia New Campus (Okara) 

115. Government High School Islamia City Okara 

116. Government High School CMR Okara 

117. Government High School Satlej Okara 

118. Government High School Millat (Renala Khurd) 
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119. Government High School Renala Khurd 

Female Rural 

120. Government Girls High School 12/1L (Okara) 

121. Government Girls High School Jandraka (Okara) 

122. Government Girls High School Lasharian (Okara) 

123. Government Girls High School 1/4L (Okara) 

124. Government Girls High School Bama Bala (Okara) 

125. Government Girls High School Sadar Gogera (Okara) 

126. Government Girls High School 4-1/RA (Okara) 

127. Government Girls High School 18 GD (Okara) 

128. Government Girls High School Mopalkay (Okara) 

Female Urban 

129. Government Girls High School Satlej Okara 

130. Government Girls High School Lady Park Okara 

131. Government Girls High School Junior Model Okara 

132. Government Girls High School MC Junior Model Okara 

133. Government Girls High School 9-1/AL Akhterabad Okara  
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District Toba Tek Singh 

Male Rural 

134. Government High School 336 JB Chraghabad (Gojra) 

135. Government High School 348 JB (Gojra) 

136. Government High School 417 JB 

137. Government High School 178 GB Chaugha 

138. Government High School 423 JB Adda 

139. Government High School 160 GB 

140. Government High School 310 JB 

141. Government High School 369 JB 

142. Government High School Pacca Anna 

143. Government High School 97 JB 

144. Government High School 739 JB Jakhar (Kmalia) 

145. Government High School 664/5 GB 

146. Government High School 736 GB 

147. Government High School Mohal 

148. Government High School 715 GB 

149. Government High School 742 GB 

150. Government High School 792 GB 

151. Government High School 718 GB 

152. Government High School 718 GB No.2 

Male Urban 

153. Government High School Islamia Gojra 

154. Government High School No.2 Kmalia 

155. Government High School No.1 Kmalia 

156. Government High School Kachi Basti Kmalia 

Female Rural 

157. Government Girls High School 367 JB 

158. Government Girls High School 430 JB 

159. Government Girls High School 424 JB Montgomery Wala 

160. Government Girls High School 434 Jb  

161. Government Girls High School 417 Jb 

162. Government Girls High School 721 GB 



197 

163. Government Girls High School 739 GB Jakhar 

164. Government Girls High School 718 GB 

165. Government Girls High School 665/6 GB 

166. Government Girls High School Bast Peeran 

167. Government Girls High School 369 JB 

Female Urban 

168. Government Girls High School Kachi Basti Kmalia 

169. Government Girls High School 348 JB Gojra 
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District Rahim Yar Khan 

Male Rural 

170. Government High School Kotli Murad (Khanpur) 

171. Government High School Ghazi Pur 

172. Government High School Mud Mangla 

173. Government High School 109/1L 

174. Government High School Jajja Abbasian 

175. Government High School Fatehpur Kamal 

176. Government High School Bast Azim shah 

177. Government High School Saidpur 

178. Government High School Mari Allah Bachaya 

179. Government High School Ghouspur 

180. Government High School Garhi Ikhtyar Khan 

181. Government High School 103/1L 

182. Government High School Bagh Bahar 

183. Government High School Nawan Kot 

184. Government High School Sehja 

185. Government High School 1/P Jitha Bhutta 

186. Government High School 94 NP 

187. Government High School Moeen Abad 

188. Government High School 11 NP 

189. Government High School Kotla Pathan 

190. Government High School Zahir Peer 

191. Government High School 37/A (Liaqatpur) 

Male Urban 

192. Government High School Khanpur 

193. Government High School Kanal Colony 

194. Government High School Liaqatpur 

195. Government High School Ajmal Bagh Sadiqabad 

196. Government High School Tameer e Millat 

197. Government High School BM Khanpur 

198. Government High School Model Khanpur 
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Female Rural 

199. Government Girls High School Jajja Abbasian 

200. Government Girls High School 7/P Khanpur 

201. Government Girls High School 7/P No.2 

202. Government Girls High School Fatehpur Kamal 

203. Government Girls High School Chahran Sharif 

204. Government Girls High School Chak 31 

205. Government Girls High School 1/P 

206. Government Girls High School 111/NP 

207. Government Girls High School WAPDA SCARP 

208. Government Girls High School 45-A 

209. Government Girls High School 37-A 

210. Government Girls High School Allah Abad 

Female Urban 

211. Government Girls High School Zahir Peer Khanpur 

212. Government Girls High School Railway Colony 

213. Government Girls High School Zahir Pir No.2 

214. Government Girls High School Low Income Scheme 

215. Government Girls High School Mohajar Colony Liaqatpur 

216. Government Girls High School Model Khanpur 

217. Government Girls High School Khanpur 

  



200 

District Muzaffargarh 

Male Rural 

218. Government High School Shadi Khan Monda (kot Addu) 

219. Government High School Gurmani 

220. Government High School sheikh Umer 

221. Government High School Budh 

222. Government High School Dauna 

223. Government High School Haji Shah 

224. Government High School Ahsan Pur 

225. Government High School DD Pnah 

226. Government High School Umerpur Janobi (Muzaffar Garh) 

227. Government High School Mahra 

228. Government High School Braham wali 

229. Government High School Basti Cheena 

230. Government High School Muradabad 

231. Government High School Kram Dad Qureshi 

232. Government High School Basti Drigh 

233. Government High School Basti Maharan 

Male Urban 

234. Government High School Kot Addu 

235. Government High School No.2  

236. Government High School rangpur Muzaffar Garh 

237. Government High School Muzaffar Garh 

238. Government High School Bhuttapur 

239. Government High School Shah Jamal 

Female Rural 

240. Government Girls High School Mehmood Kot City 

241. Government Girls High School Mehmood Kot 

242. Government Girls High School 142/ML 

243. Government Girls High School Gurmani 

244. Government Girls High School Pattal 

245. Government Girls High School Ihsanpur 

246. Government Girls High School Bhattapur 
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Female Urban 

247. Government Girls High School Kot Addu 

248. Government Girls High School DD Panah 

249. Government Girls High School Shah Jamal 

250. Government Girls High School Khan Garh 
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District Lodhran 

Male Rural 

251. Government High School 363 GMP (Dunyapur) 

252. Government High School 378/WB 

253. Government High School 362/WB 

254. Government High School Dhanote (Kror Pacca) 

255. Government High School Jhanbi Wahin 

256. Government High School Qadir Pur Chimna 

257. Government High School Massa Kotha 

258. Government High School Gahi Mammar 

259. Government High School Amirpur Sadaat 

260. Government High School Bahawal Garh 

261. Government High School Rind Jadda 

Male Urban 

262. Government High School Islamia Public Karor Pacca 

263. Government High School Karor Pacca 

Female Rural 

264. Government Girls High School 363/WB 

265. Government Girls High School 362/WB 

266. Government Girls High School Dhanote 

Female Urban 

267. Government Girls High School karor Pacca 

 

 


