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ABSTRACT
Leadership plays a vital role for the development of job performance of the teachers through engagement. The major objective of this research was to find out the effect of heads’ leadership styles and work engagement on job performance. The population of this study was secondary school teachers in Lahore. The population of this research was public secondary school teachers whereas, 271 respondents were selected as sample which was selected through simple random sampling technique. For this study, standardized questionnaires were administered to collected the primary data through survey method. Statistical Package for Social Sciences (SPSS) was computed to analyze the objectives of this study. The findings of this study revealed that transformational leadership, transactional leadership and work engagement had moderate correlation with job performance and have moderate effect on job performance. Moreover, leadership styles had mode significant effect on job performance as compare to work engagement. This research is considered as stepping stone for the adaptation of the best leadership style according to the situation through updated strategies and techniques.

Keywords: Leadership Styles, Work Engagement, Job Performance, SSTs
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[bookmark: _Toc97291574][bookmark: _Toc37349464]CHAPTER 1
INTRODUCTION
[bookmark: _Toc97291576]1.1 Introduction 
Performance has been focused continuously and obsessively in different research studies because it has been regarded as one of the important factors for influencing organizations and employees’ well-being (Zafar et al., 2017; Shafiq, & Hamza, 2017). In an organization, performance is a crucial variable. Similarly, educational institution’s excellence is mostly dependent on academicians’ performance (Hashim & Shawkataly, 2017). Therefore, the job performance of academician is a critical factor and plays a significant role for the betterment of people and for the organization as a whole (Bhat & Bashir, 2016).
Performance is a significant and central problem which can be subjected to deliberate debate within any organization. Employees’ performance influences the success or failure of an organization. Employees’ performance is a vital indicator which helps in determining the degree of employees’ dedication, proficiency, capability, and character. In addition, organization’s vision and mission could be attained by excellent performance of the employees (Dinantara, 2019). 
Organizational performance is impacted by job performance. From the context of educational setting, teacher’s performance has a deliberate part and is the essential factor for decisive student performance and for organizational performance as well (Sukirno, & Siengthai, 2011). It is important that academic staff members act well and recurrently to make the leaders perplexed for achieving their subordinate’s performance more efficient by interpreting the achievement of higher diversity set by the organization (Parsons& Slabbert, 2001). Anra and Yamin (2017) stated that the attempts for enhancing the performance of teachers could be gained by making improvements in leadership and the outcomes of teachers’ efforts could be ensured by leadership quality.
Usually, the performance of teachers is predicted with the help of appropriate leadership style. An effective leadership style influences the employees and leads towards enhancing their job performance. This conduct can be predicted for shaping and sustaining a teacher’s righteous performance. A leader should remain vigilant regarding the teacher’s privileges that they are not only supposed to fulfill their duties but a delicate interaction is also required with their leader. On the other hand, poor performance results due to ineffective leadership style (Sewang, 2016). Combining different leadership styles by the chairpersons of higher educational institutions is one of the techniques for boosting teaching faculty’s performance. In Pakistan, there is a scarcity of studies related to chairperson’s leadership style (Munaf, 2011). 
It is vital to know such a leadership style that is energetic enough to support HRM (Human Resource Management). The suitable leadership style is one of the key aspects to shape the success of leaders, persons, and organizations (Long & Thean, 2011). Teacher’s performance is meticulously shadowed due to effective leadership style. Leadership is useful to refine education quality among the educational organizations. In academic life, the role of leadership converts into a dynamic force. It is important for the leaders to realize the duties and goals for making the institution successful and also being concerned about the faculty members and students. It is imperative for all the organizations to ensure effective performance management for meeting the competitive market.
Schaufeli et al (2004) explained that work engagement is a mental condition at work which is optimistic, fulfilling, and gets illustrated with the help of dedication, vigor, and absorption. Kahn (1990) and Schaufeli et al (2002) also agreed with the fact that work engagement is an optimistic concept and related to work. Kahn (1990) argued that engagement yokes the employees regarding the work and they develop physical, cognitive, and emotional association with their working role. Rich (2006) concluded physical engagement same as of Kahn’s concept as to what extent employees exert efforts and put energy in their job.
That’s why, the physical aspect is linked to the engagement by energy which is put by employees for performing particular working tasks (Kular et al, 2008). Rich (2006) described emotional engagement as defined by Kahn as a positive and affective reaction to the job of employees. The emotional side of work engagement relates with the positive or negative thoughts and feelings of employees about their work and leaders. Rich (2006) elaborated cognitive engagement according to Kahn (1990) as the amount of attention and absorption asserted by employees while doing their job. The cognitive factor of job engagement reflects the beliefs of employees regarding work engagement and leadership within the organization (Kular et al., 2008).
1.2 Problem Statement
[bookmark: _Toc517906286]The ultimate goal of education in Pakistan is to produce competent human resources in order to make country a developed nation. This goal can be achieved through job performance of the teachers. However, the indicators such as; leadership styles and work engagement that enhance the job performance are less effective to increase job performance of teachers. Although many methods have been used to increase the performance of teachers, but other variables such as the practice of appropriate leadership styles, and work engagement has not been put into consideration. The previous studies claim that the job performance is affected by the effective leadership style and work engagement but there is contradiction among the findings of the previous studies.  
The foremost reasons for the deteriorating standards of secondary education in Pakistan are futile and inconsequence’s of academic staff. It disclosed bulk of teachers feel that their leaders are incapable to retain their departments on way and continuously have serious estimation smashes in their work place. In case of incapability of an institution to deliver a worthy working condition for their employee, employees’ frustration will escalation, and this will arise drop in their performance. So, there is a solid need to comprehend the factors that contribute in the direction of job performance, exploited by the institution to generate productive work climate according to their expectation. 
[bookmark: _Toc133221504]Academic staff is strength of educational institution therefore, the standard of teaching in Pakistan is appalling. The main problems related with the education system of Pakistan are absence of teacher quality, lack of poor leadership and management. It is extensively recognized that inclusive the quality of education providing by the public sector in Pakistan has been pitiable due to outsized diversity of factors. Performance enhancement of teaching faculty is favorably mandatory, the present supervisory structure in Pakistan noticeably does not back to teachers' professional improvement. The Proper educational management exercise program is wanted for teachers before passing on them charge of the higher authorities of the faculty. This will enable them in managing their teaching faculties in a way which would affect the quality performance of teachers.

1.3 Objectives of the Study
1. To find out the relationship between leadership styles and job performance of secondary school teachers. 
2. To find out the relationship between work engagement and job performance of secondary school teachers. 
3. To find out the effect of leadership styles on job performance of secondary school teachers.
4. [bookmark: _Toc133221506]To investigate the effect of work engagement on job performance of secondary school teachers. 
1.4 Research Hypotheses 
H1. There is significance relationship between leadership styles and job performance of secondary school teachers.  
1.1 There is significance relationship between transformational leadership styles and job performance of secondary school teachers. 
1.2  There is significance relationship between transactional leadership styles and job performance of secondary school teachers. 
H2. There is significance relationship between work engagement and job performance of secondary school teachers. 
        2.1 There is significance relationship between vigor and job performance of secondary school teachers.
        2.2 There is significance relationship between dedication and job performance of secondary school teachers.
       2.3 There is significance relationship between absorption and job performance of secondary school teachers.
H3. There is significance effect of leadership styles and job performance of secondary school teachers. 
        3.1 There is significance effect of transformational leadership styles and job performance of secondary school teachers.
       3.2 There is significance effect of transactional leadership styles and job performance of secondary school teachers.
H4. There is significance effect of work engagement and job performance of secondary school teachers.
a. There is significance effect of vigor and job performance of secondary school teachers.
b. There is significance effect of dedication and job performance of secondary school teachers.
c. [bookmark: _Toc53584194][bookmark: _Toc133221507]There is significance effect of absorption and job performance of secondary school teachers.
1.5 Significance of the Study
Findings of the research are expected to be a substantial importance to secondary Education, management, headship, teachers, academic and non-academic staff, intellectuals and for many more capitals units: The finding will be valuable to secondary education predominantly for appreciative the work place, institutional commitment that will bring improvement in teachers job performance. The conclusions from this research are expected to be of assistance to school management body in setting up continuous management seminars for academic and non-academic staff to fulfil the institutional goals and objectives. 
[bookmark: _Toc133221508]As education has close relations with future, its educational, financial, political and social harmony and profitability all of these plays important in policy making. this study is related for those who has always the positive thinking for the stability of a nation. purpose of this study was to find basic foundations of educational institution through new techniques and practices in education that facilitates momentum to empower the world nation not only at terrestrial fronts across the nation as developing nation that is working hard for its better survival.
1.6 Delimitation of the Study
[bookmark: _Toc133221509]current research determined the consequences of leadership styles and work engagement on the job performance of secondary school teachers in Lahore. Along with the advantages of the current research, there are few delimitations that serves as boundary of current thesis. The following section provides limitation of this research: Geographically, the strength of the current research is limited to the secondary school teachers in Lahore. The potential respondents were only teaching faculty working in secondary schools. Moreover, due to lack of time, energy and cost this research has its delimitations.  
[bookmark: _Toc133221510]1.7 Definition of Terms
Leadership Styles
In the context of current research transformational leadership is the empowerment of school teachers by chairpersons or head of department to foster the changed and to achieve the set goal for the educational institutions.  
[bookmark: _Toc133221511]Work Engagement
Work engagement is a condition at work place that gets optimistic with the help of dedication, vigor, and absorption. Moreover, it yokes the employees regarding association towards working role. 
Job Performance
[bookmark: _Hlk136146677]Job performance involves the person’s ability of working while striving to attain their goals, identifying, and fulfilling the standards of goals as given by the organization. In the present context, job performance is teacher’s capacity to meet their job tasks and meeting the required standards of educational institutions. 

[bookmark: _Toc133221512]CHAPTER II
literature review
2.1 [bookmark: _Toc517907329][bookmark: _Toc133221513]Introduction
[bookmark: _Toc133221514]Current chapter mainly review related literature on the job performance and the focal constructs that influence on the job performance. This chapter started with defining the concept of leadership and types of leadership in details. The detailed review on dependent variables has been conducted in order to provide comprehensive literature on job performance. This includes its definitions, related literature and theories to make base for the current research framework. Related empirical studies have been presented to support the relationship between transformational leadership and work engagement with job performance. 
2.2 Job Performance
Murphy (1989) and Ackerman (1987) stated that the nature and complexity vary from job to job which creates a different impact on job performance and leads to different descriptions of job performance. Porter and Lawler (1974) said that in specific situations described the abilities of an individual. Motowidlo and Schmit (1999) and Murphy and Shiarella (1997) explained that job demand differs in various organizations and derives the job performance accordingly and other factors such as mission, objectives, and organizational beliefs also affect it.
Several researchers including Bormn et al (1997); Schmitt and Chan (1998); Campbell et al (1993; 1999); Hough and Oswald (2000); and Viswesvaran and Ones (2000) have a mutual consent regarding the multidimensional construct of job performance in the field of psychology. On the other hand, some of the other researchers Eysenck (1998); Maathis and Jackson (2000); Bohlaander et al (2001) mentioned job performance as the working capacity of individuals who make efforts for accomplishing the targets and fulfill the standard practices as formulated by the organization to achieve the objectives.
[bookmark: _Toc133221515]Van Dyne and Lepine (1998) regarded job performance as a bi-dimensional construct as it combines employee behavior with the working requirements as given by organizations. Non-task performance which could also be referred as contextual performance also backs this bi-dimensional model (Borman & Motowidlo, 1993; 1997). One of the scholars accredited that contextual job performance is a mix of different things including loyalty and will power. According to the performance theory, performance could be described as a synonym of behavior which includes the witnessed activities accomplished by people (Campbell et al., 1993). 
2.2.1 Task Performance
[bookmark: _Toc133221516]In general, contextual and task performance are not taken as same set of behaviors and make separate contributions for achieving better workplace outcomes in the organization. Motowidlo and Schmit (1999) explained that a set of central activities and behavior as mentioned by the organization in job is the task performance. Borman and Motowidlo (1993) also described task performance as the inputs which aid in output conversion. Some examples of task performance are finished products, employees’ supervision, strategic planning, etc. Such kind of behavior is to help directly in producing goods or services or to support indirectly in organizational activities for performing the crucial processes (Van Scotter et al., 2000).


2.2.2 Contextual Performance
The set of employees’ behavior, skills, and knowledge which aids them in getting socially engaged for performing core responsibilities is called contextual performance. It also includes the behaviors which contribute towards developing the working climate and commitment with the organization. According to Motowidlo and Schmit (1999), persistent enthusiasm, tasks’ volunteering, assisting and conjoining with colleagues and helping or protecting the performance. 
Motowidlo et al. Al (1997) cited that contextual performance impacts the success of organization with the help of efficient organizational core in which psychological and social factors are included. In addition, based on research conducted in various sectors. It revealed that contextual performance constitutes of extra role behaviors and behaviors as a citizen. Borman and Motowidlo (1993) mentioned that tasks volunteering, providing help to fellows, and being defensive and supportive for the organization are also some examples of contextual performance (Motowidlo, 1997; Kate & Kahn; 1966; Bateman & Organ, 1983). 
2.3 Leadership
The method of taking initiative, supporting employees and helping them in accomplishing those tasks which are expected to be done by the seniors is known as leadership (Spillane et al., 2003). Leadership is an emotional association between leaders and subordinates that recommend bringing the productive outcomes to make the organization successful. Leadership provides a clear vision, boosts subordinates’ self-confidence, ensures effective coordination and communication for achieving organizational objectives (Bohn & Grafton, 2002). 
Leaders influence their employees and guide them to achieve the organizational objectives with their leadership style. Leaders provide motivation to the juniors and make them capable of getting adopted with engagement changes and assist them in achieving the organizational objectives (Amis et al., 2004; Lussier & Archua, 2007; McLaurin, 2008). It is regarded as leads to achieve goals, responsibilities, influences, and processes. The leadership appearances lead to bringing change for employees and improving their performance. According to several authors, leadership is the act to persuade the actions taken by group for achieving their goals (Stogdill, 1950).
2.4 Transformational Leadership
Transformational leadership has gained much attention and its major contributor was Burns (1978). Moreover, Bass (1985) made further extension in definition of transformational leadership. Transformational leadership begins with formulating an idea for the organizational and employees, in these way leaders tried to gain their trust and define a way towards achievement of a common goal.
Burns (1978) said that transformational leadership is a way in which a leader and a follower believes to inspire and uplift each other for achieving higher levels of ethical morals and motivation. In addition, Burns (1978) explained characteristics of transformational leaders as they inspire their cohorts at work in most efficient way and forgo their own interest for organizational betterment. The transformational leaders put their maximum on behalf of organization to meet the expectations of followers and to meet the higher order needs.
Moreover, Northouse (2010) gave an argument that It is a method through which develop and help in boosting their motivation level. In this way, subordinates get a chance of talking about their needs by communicating closely and thus the transformational leaders could fulfill their needs. Assessing and fulfilling the needs provides democratic environment for achieving the setting objectives. Due to it, the attitude of members gets transformed and they attract positive forces which raise their commitment level needs for achieving organizational objectives and fulfilling its mission.
Some of the transformational leaders also follow ethical philosophy by providing guidance and direction to the followers because of the which they become capable of providing worth and satisfying the needs of members within the organization (Bass, 1990). Such leaders provide encouragement and motivation to the employees more than the rewards in monetary terms of organization (Aarons, 2006; Bass, 1999). Transformational leaders provide motivation which acts as an effort of creating a selfless engagement where employees perform their duties for organization as a whole rather than just having focus on their own tasks (Boerner et al. 2007). Leaders have the capability to transform the employees’ working will far above from the level of getting materialistic rewards to enhanced performance for achieving organizational performance. Transformational leaders get the individual goals aligned with that of the organizational goals (Bass & Riggio, 2006; Den et al., 1997). 
Similarly, transformational leaders have ability to inspire employees to go beyond their level of work and work more than what is possible (Bass & Riggio 2006). In addition, the effective coordination of transformational leader with their followers gives them a higher determination level where employees have full motivation of outperforming their job duties (Avolio & Bass, 2004). They take new challenges and engagement as the opportunities of excelling in their work and performing beyond expectations.
Transformational leaders provide inspiration to employees and give them the needed motivation for increasing the efficacy of organization. The followers then exert best efforts and put their strengths for gaining superior performance level. Bass (1985) elaborated the method through which leaders transform the subordinates towards achieving the goal. These includes creating vision and highlighting importance of specific outcomes of tasks, encouraging followers to move for organizational interest and forgoing personal interest and addressing the followers’ higher order needs.
Bass and Avolio (1995) mentioned that transformational leaders are strong and have ability to influence their followers by inspiring and encouraging for achieving the setting objectives and help them to envision future opportunities related to the organization and this help to increase their commitment towards organization. Nguni, et al (2006) also supported the idea and argued that transformational leader’s effect organizational outcomes of employees such as organizational commitment. This commitment tends to bring superior individual and organizational performance. 
The presence of transformational leaders inspired followers, enable them to think critically and to work in innovate way to accomplish their job responsibilities. These are the leaders through which followers can bring to the level where they think more about organization beyond their personal interest. They are eager to devote their personal interest for a betterment of organization. In consequence of these efforts, leaders bring a deeper insight and appreciate the efforts of all members (Bass, 1985).
Transformational leaders need their followers to provide their input by creative thinking rather simply agree with that idea (Newman & Grigg 2008). These opportunities of participating increase the level of motivation among the followers and it increase their level of involvement in their tasks. The motivation and involvement enhance the level of performance and organizational commitment. The opportunities for critical thinking and reasoning embed in their own job process and they manage their problems at jobs in an innovative way. 
[bookmark: _Toc17742618][bookmark: _Toc20384836][bookmark: _Toc22111856][bookmark: _Toc133221520]Among the researcher such as Yavirach (2012) studied the transformational leadership in the educational settings with various research methodological techniques. In perspective of education, transformational leadership not only aimed to transform the institution but also the staff working in it. Educational institute required transformational leadership that is more visionary and reliable. The correlation of dean with staff is very significant to smooth the administration of educational institution, whereby the transformational/ transactional leadership style would be more appropriate. These transformational/ transactional leadership styles in educational institute can help to build strong tie between leaders and their associated staff members and ensure mutual trust and cooperation among the staff members (Yavirach, 2012). 
2.5 Dimensions of Transformational leadership
According to the Bass theory’s initial version, four factors of transformational leadership were identified which are named as 4I’s and include Idealized influence, Inspirational motivation, Intellectual stimulation, and Individualized consideration (Avolio et al., 1991). These four factors are undertaken by the transformational leaders in varying degrees as an attempt of influencing the employees and attaining the organizational goals (Bass, 1997; Avolio, Bass, & Jung, 1999). According to Idealized influence qualities and traits such as personal belief, strong conviction, high level of energy and self-confidence are pertaining to good leaders. Usually, these leaders are in search of getting powerful positions by depicting higher level of assertiveness for other people (Webb, 2009). Beside this, Avolio and Bass (2004) said that under idealized influence leaders play an admired role model which is contend by followers. Charismatic leaders are mostly powerful and create an impact. It also leads to the development of more trust and confidence of employees towards them. In the view of Bass (1990) charismatic leaders motivate the employees if they put more efforts, they can achieve great success. Transformational leaders exhibit this behavior when goals are in articulation with their ideology, high expectations’ communication arises the motivation of achievement, an idealized future vision is introduced (Bass & Riggio, 2003). Bass and Avolio (2004) asserted that inspirational leaders inspire subordinates to create attractive vision statement in practice to move up their optimism. It gives enthusiastic attitude to the organization’s future. This leadership style inspires followers and motivates them to be committed with their goals. 
Transformational leadership act as motivator and fulfill the needs of subordinates (Bass & Avolio, 2003). Their main aim remains to encourage the individual and team to collaborate, recognize new prospects and to foresee attractive future states (Northouse, 2010). In context of education, transformational change is important for the academicians to inspire the followers to adopt new ideas. Leaders in top position, who practice transformational leadership support optimism, promote team work, positive outcomes, emphasize on aims and inspire teachers for superior performance (Simic, 1998).
The supervisors who share inspirational motivational at the workplace by giving motivation and inspiration to employees help them in being satisfied and improving their performance. In this way, employees might feel obligated to the educational institute and are ready to put extra efforts for achieving organizational objectives (Northouse, 2012). In the leadership style, intellectual stimulation is very important. This stimulation takes place when leaders focus on followers’ growth and development needs. In this phase leaders provide required support and act as a mentor to increase the level of innovativeness and creativeness among the followers (Bass & Riggio, 2006). In addition, leaders motivate and stimulate the subordinates reframing and handling the old and existing issues and challenge existing practices, values and beliefs. This innovativeness stimulates employees and increases their performance. Moreover, transformational leadership allows the subordinates to bring innovation and creativity by questioning their suppositions, rethinking about problems, and adopting new methods to approach old situations (Bass et al., 1999).
Bass and Avolio (2004) opined that those leaders in academic fields support intellectual stimulation, motivate teachers to challenges the existing ways of problem solving and find a new way to solve the existing problems. Chairpersons in educational institutes who believe in intellectual stimulation always bring their followers to bring new and innovative ideas to solve the existing problem (Bass & Avolio, 2004). From the aspect of education, the academic leaders who follow transformational style of leadership are more attentive towards the concerns and requirements of staff members and work for increasing their level of creativity. Such academic supervisors assist the workers in studying their problems from different aspects and then try to resolve them which will enhance their responsibility and make them confident for making a big different in the development of higher education sector.
In the last dimension of transformational leadership, the main focus has been paid on individual considerations. Individuals have been targeted based on their needs and focus has been paid on their personal growth and achievements (Avolio & Bass, 2002). The focus of this leadership style is on the progressive needs of the individual followers. In individual consideration perspective, the leaders pay more attention towards differences among the associated followers. So, emphasize is given to specific needs of individual employees (Humphreys, 2001). Moreover, the needs of individuals and personal development have become a genuine concern of the individual under individual consideration of transformational leadership (Limsila & Ogunlana, 2008). Leaders tend to appreciate the individual’s work and give some responsibilities to followers as a way to develop their specialized skills. They also provide positive and constructive feedback to the followers in order to grow their skills in the related field. Their way of growing followers is by shifting their role as a mentor or coach for the followers (Bass et al., 2003).
Bass (1999) explained in educational context, academic leaders pay individual consideration of faculty members, understand their development needs and handle all followers as per their uniqueness. These leaders empower and elevate the followers in an effort to use their maximum potential and develop them in full capacity (Bass & Avolio, 2004). Following this leadership style academic advisors and supervisor allocate their time for coaching and mentoring their subordinates which promote self-development among the followers. They consider employees needs as individual members rather than as a group, unveil their potential abilities by providing aspiration to individuals.
2.6 Transactional Leadership
Burns (1978) developed a model and observed that transactional leadership occurs when an initiative is taken by a person to make contacts with other people with the aim of exchanging valued things so that both the parties could make transactions of profit or sevice with one another. Then, Bass (1985) came forward and clarified Burns’ work by developing a model for transactional leadership. It is a term utilized for examining the association between a leader and a follower who accepts or complies with the leader in exchange for admiration, recompenses and possessions or simply avoiding any kind of disciplinary actions (Bass, Jung, Avolio & Berson, 2003). Additionally, transactional leadership involves the rewards for followers by the leaders when they achieve the expected level of performance (Bass & Riggio, 2006).
Employees simply do their work and give outputs with a particular expected return. Den et al. (1997) and Aarons (2006) claimed that transactional leaders provide either tangible benefits or intangible benefits to the employees in service exchange. Transactional leaders motivate employees for producing only to the point of achievement which provides them with the benefit they desire. Although transactional leadership does not provide motivation to employees for the attainment of more than that level which is related to a particular job but there are such positions which are a source of attraction for those persons who seek short-term effort to reward ratio. (Boerner et al., 2007). Thus, according to Aarons, (2006) transactional leadership is one of the representatives as its emphasis is to achieve the definite goals. Transactional leadership explains the mechanism through which tasks are completed and employees are rewarded upon the completion of those tasks.
In transactional leadership, a leader motivates employees to bring up desired outputs by giving them proper explanation about targets and leading them to achieve the desired organizational targets. Moreover, they also provide performance evaluation criteria, provide feedbacks and discuss contingent reward if employees achieve the organizational targets (Bass, 1985). The concentration of transaction leader lies to meet the goals and rewarding those who accomplish the task. According to previous research, reward agreement is the method on which actions are based (Aarons, 2006; Bass, 1999a).
Aarons (2006) mentioned that employment compact helps in understanding the relationship. Both parties are agreed regarding the necessities and discussion related to performance are focused on input output relationship. The decisions regarding the degree of efforts will be equal to the amount of reward upon which both the parties have agreed. Bass (2003) said that transactional leaders set targets and the employees work for achieving the objectives and then they receive their reward. Yulk (2010) highlighted that it is not necessary that exchange process can create commitment and passion in employees.
[bookmark: _Toc17742620][bookmark: _Toc20384838][bookmark: _Toc22111858][bookmark: _Toc133221522]In the educational context, transactional leadership is considered as a negative perspective because this provides very limited autonomy to employee. Due to autocratic style of leadership a very low degree of organizational change is allowed. Apart from this restriction, Hallinger, (2014) narrated that this leadership style is prevail in many non-western work settings, and wide range of developing countries and also in other thought-provoking contexts. This leadership style is fit in a situation where the focus is given to organization and people are directed towards specific outcomes or objective of organization. Those organizations where the constraints are stagnant, rules are clearly defined and engagement is skillful, when the focus is on conformity rather than on creativity, these contexts are best fit for this style of leadership (Huber & West, 2002). The academic supervisors have the needed output they want. The outcome gets transformed into the only leader’s only interest while the followers also have a needed reward as expected by them. Efforts are made for doing work for the realization of reward (Boerner et al., 2007).
2.7 Dimensions of Transactional leadership
According to Bass and Avolio (2004) three dimensions are used by transactional leaders which are:
· Contingent reward
· Management by Exception – active
· Management by Exception - passive
A clearly defined operational procedures’ set if followed by transactional leaders and their followers. Bass (1985) stated that according to contingent reward, proper opportunities should be availed and related ways should be undertaken for setting goals or applying rewards and well behaving employees should be appreciated. By desired outcomes, rewards, role clarification requirements contingent reward system is based on emotional and economic exchange. Bass (1985) documented that transactional leadership includes contingent reinforcement which can be both positive and or negative. Further Bass (1985) added that targets or tasks are mutually organized so that to have rewards not the penalties. Some of the rewards might include increasing the pay, giving advancement opportunities or praising. On the other hand, punishment is given when acceptable level of performance is not reached by the employee and results in withholding of bonuses, decreased salary or assigning extra work.
Second, management by exception active, Bass and Avolio, (1990) asserted that under this style, leaders closely monitor the work errors and try to find gaps in performance and different tasks proactively. The leader’s main role is to ensure that things are going right on track so that any error might not occur. It helps in establishing leadership, whereas, academic supervisors continue their inspection and monitoring of faculty’s performance for making changes and delivering the results. Leaders obstruct and take remedial steps when juniors flop to accomplish up to the standard (Bass, 1985).
The last one is Management by Exception Passive, Limsila and Ogunlana (2008) argued that passive management leaders allow the subordinates to perform their job duties and wait for them if they make any mistake and get involved only when mistakes occur in their task. This can be elaborated those passive leaders give attention to workers only when there is dire need to take action. Therefore, there are no defensive activities or attempts by the leader to check or affect performance (Bass & Avolio, 1990).
In educational settings, according to Bass (2008) passive leaders wait for the mistake to be occurred rather than fixing the problems to avoid mistakes. Furthermore, Bass and Avolio (2004) narrated that the academic passive leaders take action only when mistakes become chronic; actually, they are so passive and unable to get involved until problems become critical and situation collapse.
In conclusion, significant contributions are made by transformational approaches towards the leadership theory by bringing the summaries related to leader’s attribute, behavior, and cognition together. The theories recognize the significance of leader’s charisma and to develop and articulate the vision of leadership. Particularly, transformational leadership has been taken to identify the influence of effective leadership style on followers’ motivation and to highlight the necessity of moral ethics in leadership process. Transformational leadership is one of the dominant leadership models and it might be due to continuous positive outcomes regarding its impact.
2.8 Work Engagement
Much attention is paid to job performance when studying about the well-being of employees (Christian, Garza & Slaughter, 2011; Dalal et al., 2012; Demerouti, Bakker & Leiter, 2014; Devonish & Greenidge, 2010) and it has given a typical submissive experience ranging from low to moderate level of activation. Considering these benefits, organizations would make attempts for developing and initiating such programs which are suitable for workers and thus encouraging work engagement. Resultantly, rate of retention and job performance of workers might enhance (Alessandri, et al., 2014; Bakker et al, 2012; Chughtai & Buckley, 2011) and a more energized form known as job engagement acts in complement with this type of well-being. The engaged workers have a mind state which is satisfied, have more practical approach for various situations, and are ready to do vigorous work on the assigned tasks (Kim, Kolb, & Kim, 2013).
[bookmark: _Toc133221517]Therefore, job engagement can be described as well-being related to work which gives an affective, satisfying, motivational, and acceptable state (Leiter & Bakker 2010). Bakker, Albrecht, and Leiter (2011) reviewed and defined it with respect to higher participation level in work and higher level of potency. Based on previous studies, it has been found that there is a vital role of work engagement in different results related to job including performance and learning activity (Bakker, Demerouti, & ten Brummelhuis, 2012a; Halbesleben et al., 2008; 2010). Despite the popularity of relationship between work engagement and job performance within organizations, there is a shortage of empirical research regarding the engagement level of academic employees and their job performance (Alessandri et al., 2014; Kim, Kolb & Kim, 2013). 
2.9 Social Exchange Theory
Social exchange theory is an influential concept to understand the behavior at workplace. Its origin can be tracked back to 1920s. It is one of the prominent theoretical paradigms to comprehend the relationships and employees’ attitude at the workplace (DeConinck, 2010). This theory portrays the nature of working relationship between employers and their employees. The founder of this theory was George Homans who formulated this theory in 1958 and other theorists developed it further. The major concern of Homans was regarding the individual’s behavior in social interactions and how social structures including power, conformity, status, leadership, communication and justice are crucial to understand these social associations. The term “social exchange” is a term which is implied widely and is usually used for describing the group processes and inter-group links that get developed among the individuals working in any organization (Settoon, Bennett, & Liden, 1996). Relationship between employee and employer is a traditional example which involves several exchanges of time and efforts required from employees to do their work with the help of sources provided by employers.
The supervisors who do employees’ dealing on regular basis are the facilitators of social exchange which is often regarded as a sequence of interactions that lead to producing personal obligations, gratefulness, and trust (Blau, 1964). Moreover, from the aspect of employment relationships, this theory gives an argument that good behavior is demonstrated by employees and they reflect good performance as a way of reciprocating the positive assistance given by the organization. It means that both the employers and employees could become satisfied with different types of exchanges witnessed in several situations. Social exchanges demand that the social relationship should be maintained among the two parties who are dependent on each other for a favorable attitude (Gouldner, 1960).
According to social exchange theory, social interactions involve the associations which are retained only if people are satisfied with that relationship after establishing the trust so that both the parties could continue to reciprocate the efforts (Homans, 1958). The organizations where leaders are honest and truthful, and delegate tasks to other actively help in developing strong and trustworthy relations within the organizations (Whitener, Brodt, Korsgaard, & Werner, 1998). This theory can also be utilized as a framework in which employees have high level of job performance and this thing can be used as process of giving response to every kind of support and good treatment which is usually given by the organizations. Additionally, individual and organizational goals can be achieved with the help of suitable social exchange relations where all the individuals or group members are inter-dependent on each other (Hume & Leonard 2013). According to social exchange theory, social interactions involve the associations which are retained only if people are satisfied with that relationship after establishing the trust so that both the parties could continue to reciprocate the efforts (Homans, 1958). According to Meyer and Allen (1991), organizational commitment is the mindset related to the beliefs and feelings related to employees’ relationship within the organization. That’s why, employee organizational commitment and social exchange relations are similar with respect to individual’s goal achievement.
It is possible to operate the theorized association among different organizational factors including leadership style and work climate, organizational commitment and employee outcome with the help of social exchange. The leader’s role in developing social exchanges and job performance has been acknowledged (Organ, Podsakoff, & MacKenzie, 2006). Tremblay and Simard (2018) researched that the association between leadership and performance is positive and found it with the help of social exchange theory. Sprecher (1988) applied the concept of social exchange for exploring the employees’ commitment. The employees feel themselves obliged for returning the favorable advantages they get. The act of reciprocity characterizes the favorable exchange based on obligation (Cropanzano & Mitchell 2005). De Clercq and Rius (2007) utilized the perspective of social exchange for explaining the interactive relation among work climate and organizational commitment within the organization. The social exchange theory acts as a ground for explaining the association between leadership styles, work climate and that between organizational commitment and job performance in different higher educational institutes. The engagement in educational organizations and other members of staff and faculty gets influenced by the behaviors and attitudes of their leaders. 




CHAPTER III
RESEARCH METHODOLOGY
3.1 Introduction
The goal of this study was to determine the effect of heads’ leadership styles and work engagement on job performance of secondary school teachers. This chapter defines the approaches that were undertaken for this study under the following sub headings: research design, population, sample size and sampling techniques, instrumentation, validity and reliability of the instrument, data collection procedure and analysis of data.
3.2 Research Design
Research design can be divided into three types such as quantitative, qualitative, and mixed mode research design. In this study, quantitative correlational research design based on survey method was selected, it is the most applicable process to identify the research problem and research questions (Peter Kokol et al., 2012). Creswell (2014) stated that research design is a strategy and procedures that makes the decisions from comprehensive assumptions towards detailed methods for data collection and analysis. 
3.3 Population and sampling 
The teaching faculty of public secondary schools in Lahore was constituted as the population for the study while 271 secondary school teachers were selected as sample of this research through simple random sampling technique. 

3.4 Instrumentation
This research is quantitative in its nature therefore three structured questionnaires was used according to the variables of this study.  whereas, the questionnaire was categorized into four sections. In first section Multifactor leadership styles questionnaire (MFLQ) was adopted from (Bass & Avolio, 1995). In second section, Utrech Work Engagement Scale (UWES-9S) was adopted from (Schaufeli, Bakker & Salanova, 2006). In third section, Teacher Job Performance Scale (TJPS) was adopted from (Goodman & Svyantek, 1999). While, fourth section of the scale entailed demographic information of participants. 
3.5 Validity and Reliability of Instrument
The capability of the content present in questionnaire for measuring intend with accuracy is termed as validity. Additionally, validity is the extent to which an instrument could measure the supposed object (Creswell, 2014). Gray (2014) recommended that face validity and content validity is must for all researches. In this research, face validity was done for investigating whether questionnaire contained the suitable questions for measurement. The finalized questionnaire was gotten after having experts’ feedback and it will be made sure that questionnaire items, its objectives and hypothesis are relevant for this research study. Imperatively, the experts were requested to refine the items with respect to language and format according to the context of education management for making questionnaire simple and easy to understand. Moreover, questionnaire validity was ensured by content validity. The participants included the supervisors, statistical experts, and senior fellows who confirmed the content validity for covering the subject and topic under study. Literature was reviewed for identifying the basic ideas for items’ efficient formulation to evaluate them. 
The instrument’s ability of creating same information over time is called as reliability. It involves providing the same results with the help of an instrument for measuring something more than one time (Gray, 2014). That’s why, it is supposed that there should be consistency in results when an instrument is used at different times. Moreover, it is recommended that reliability involves series’ consistency for measuring with an instrument (Creswell, 2014). Cronbach’s Alpha will be utilized in the present research study for measuring the reliability of instrument (Cronbach, 1951).
3.6 Data Collection
The five points scale 1. SDA to 5. SA format was administered for collecting the data from participants through questionnaire. The objective of the study and procedure to fill the questionnaire was discussed briefly to the respondents. It was visited personally to the sample schools and directed the questionnaires to the participants. Moreover, the data was collected through survey method by using questionnaires. This research study was based on the primary research data.
Ethically, the questionnaires were completed without taking any compensation to the respondents. The researcher ensures that all the participants involved in data collection deliberately. To make this study more effective the objective, nature, duration and outcomes of this study was briefly discussed with the respondents. Moreover, the researcher was ensured to the participants that collected data would be kept confidential and purely cycled for academic purpose. The expected outcome and significant of this study will be illuminated with the participants for minimizing the threats in minds during fill the questionnaire.  
3.7 Data Analysis
To assess the objectives of the study descriptive (Mean, Standard Deviation, frequency and percentage) and inferential statistics (Pearson Correlation and Multiple Regression Analysis) will be applied. In order to analyse the demographic profile of the participants, data screening was computed by using Statistical Package for Social Science (SPSS-25).  













CHAPTER IV
DATA ANALYSIS
Table 4.1. Descriptive Analysis for Idealized Influence of Transformational Leadership
	Statements
	M
	SD

	In still pride in others for being associated with me 
	3.59
	.96

	Go beyond self-interest for the good of the group 
	3.50
	.90

	Act in ways that build others’ respect for me 
	3.72
	.98

	Display a sense of power and confidence 
	3.02
	1.05

	Talk about my most important values and beliefs 
	3.36
	.89

	Specify the importance of having a strong sense of purpose 
	3.22
	1.01

	Consider the moral and ethical consequences of decisions 
	2.90
	.90

	Emphasize the importance of having a collective sense of mission 
	3.51
	.89


Overall= M= 3.35, SD= .95
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.90 to 3.72 and overall M= 3.35, SD= .95. Therefore, respondents were agreed with all the statements regarding idealized influence.  





Table 4.2. Descriptive Analysis for Inspirational Motivation of Transformational Leadership
	Statements
	M
	SD

	Talk optimistically about the future 
	3.20
	.99

	Talk enthusiastically about what needs to be accomplished 
	3.64
	.89

	Articulate a compelling vision of the future 
	2.92
	.93

	Express confidence that goals will be achieved 
	2.89
	.95


Overall= M= 3.16, SD= .94
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.89 to 3.64 and overall M= 3.16, SD= .94. Therefore, respondents were agreed with all the statements regarding inspirational motivation. 










Table 4.3. Descriptive Analysis for Intellectual Stimulation of Transformational Leadership
	Statements
	M
	SD

	Re-examine critical assumptions to question whether they are appropriate 
	2.70
	.94

	Seek differing perspectives when solving problems 
	2.97
	.92

	Get others to look at problems from many different angles 
	3.23
	.97

	Suggest new ways of looking at how to complete assignments 
	3.72
	.98


Overall= M= 3.15, SD= .95
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.97 to 3.72 and overall M= 3.15, SD= .95. Therefore, respondents were agreed with all the statements regarding intellectual stimulation. 
Table 4.4. Descriptive Analysis for Individualized Consideration of Transformational Leadership
	Statements
	M
	SD

	Spend time teaching and coaching 
	2.91
	.97

	Provide learning-and-development environment 
	2.90
	.91

	Treat others as individuals rather than just as a member of a group 
	3.21
	.94

	Consider an individual as having different needs, abilities, and aspirations from others 
	3.58
	.95

	Help others to develop their strengths 
	2.99
	.88


Overall= M= 3.11, SD= .93
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.90 to 3.58 and overall M= 3.11, SD= .93. Therefore, respondents were agreed with all the statements regarding individualized consideration. 
Table 4.5. Descriptive Analysis for contingent rewards of transactional leadership
	Statements
	M
	SD

	My head tells others what to do if they want to be rewarded for their work.  
	3.01
	.97

	My school head provides recognition/reward when others reach their goals. 
	2.78
	.99

	My school head clearly clarifies the responsibility for achieving targets.   
	3.91
	.95

	My school head provides others assistance in exchange for their efforts. 
	3.82
	.99


Overall= M= 3.38, SD= .98
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.78 to 3.91 and overall M= 3.38, SD= .98. Therefore, respondents were agreed with all the statements regarding contingent rewards.  




Table 4.6. Descriptive Analysis for management by exception of Transactional Leadership
	Statements
	M
	SD

	My school head focuses attention on irregularities, mistakes, exception, and deviations from standards.
	3.59
	.98

	My school head concentrates faculty members’ full attention on dealing with mistakes, complaints, and failures.
	3.50
	.89

	My school head keeps track of all mistakes.
	3.62
	.96

	My school head directs faculty members’ attention toward failures to meet standards.
	2.97
	1.01

	My school head fails to interfere until problems become serious.
	3.29
	.91

	My school head waits for things to go wrong before taking action.
	3.22
	1.02

	My school head shows a firm belief in “If it isn’t broke, don’t fix it”.
	2.90
	.92

	My school head demonstrates that problems must become chronic before taking action.
	3.51
	.94


Overall= M= 3.32, SD= .95
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.90 to 3.62 and overall M= 3.32, SD= .95. Therefore, respondents were agreed with all the statements regarding management by exception. 



Table 4.7. Descriptive Analysis for vigor of work engagement
	Statements
	M
	SD

	At my work, I feel bursting with energy
	2.91
	1.03

	At my job, I feel strong and vigorous
	3.67
	.98

	When I get up in the morning, I feel like going to work
	2.89
	.97

	I can continue working for very long periods at a time
	3.47
	.91

	At my job, I am very resilient, mentally
	3.68
	1.01

	At my work, I always persevere, even when things do not go well
	2.94
	.93


Overall= M= 3.26, SD= .97
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.89 to 3.68 and overall M= 3.26, SD= .97. Therefore, respondents were agreed with all the statements regarding vigor.  
Table 4.8. Descriptive Analysis for dedication of work engagement
	Statements
	M
	SD

	I find the work that I do full of meaning and purpose
	2.91
	.92

	I am enthusiastic about my job.
	3.28
	.94

	My job inspires me
	3.69
	1.06

	I am proud of the work that I do
	2.92
	1.04

	To me, my job is challenging
	2.90
	.96


Overall= M= 3.14, SD= .98
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.90 to 3.69 and overall M= 3.14, SD= .98. Therefore, respondents were agreed with all the statements regarding dedication.  
Table 4.9. Descriptive Analysis for absorption of work engagement
	Statements
	M
	SD

	Time flies when I am working
	2.93
	1.04

	When I am working, I forget everything else around me
	3.67
	.97

	I feel happy when I am working intensely
	2.90
	.97

	I am immersed in my work
	3.51
	.94

	I get carried away when I am working
	3.71
	1.03

	It is difficult to detach myself from my job
	2.97
	.87


Overall= M= 3.28, SD= .97
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.90 to 3.67 and overall M= 3.28, SD= .97. Therefore, respondents were agreed with all the statements regarding absorption.  







Table 4.10. Descriptive Analysis for Conceptual Performance of Job Performance
	Statements
	M
	SD

	I help other employees with their work when they have been absent.
	3.11
	.99

	I volunteer to do things not formally required by the job.
	2.96
	.96

	I take initiative to orient new employees to the department even though not part of my job description.
	3.84
	.95

	I help others when their workload increases (assists others until they get over the hurdles).
	3.00
	1.02

	I make innovative suggestions to improve the overall quality of the department.
	3.67
	.97

	I willingly attend functions not required by the organization, but helps in its overall image.
	3.19
	.92


Overall= M= 3.29, SD= .97
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.96 to 3.67 and overall M= 3.29, SD= .97. Therefore, respondents were agreed with all the statements regarding conceptual performance. 





Table 4.11. Descriptive Analysis for Task Performance of Job Performance
	Statements
	M
	SD

	I achieve the objectives of my job.
	3.59
	.99

	I meet criteria for performance.
	3.24
	.97

	I demonstrate expertise in all job-related tasks.
	2.91
	.96

	I fulfil all the requirements of the job.
	3.70
	1.04

	I can manage more responsibility than typically assigned.
	3.26
	.90

	I appear suitable for a higher-level role.
	3.69
	.96

	I am competent in all areas of the job, handles tasks with proficiency.
	2.95
	.92

	I perform well in the overall job by carrying out tasks as expected.
	3.42
	1.06

	I plan and organize to achieve objectives of the job and meet deadlines.
	3.35
	.96


Overall= M= 3.34, SD= .97
In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.95 to 3.679and overall M= 3.34, SD= .97. Therefore, respondents were agreed with all the statements regarding task performance.  




Table 4.12. Factor loading about the factor Idealized Influence of Transformational Leadership
	Dimension
	Items
	Loading

	Idealized Influence
	II1
	.77

	
	II2
	.70

	
	II3
	.76

	
	II4
	.87

	
	II5
	.84

	
	II6
	.75


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about idealized influence. 
Table 4.13. Factor loading about the factor Inspirational Motivation of Transformational Leadership
	Dimension
	Items
	Loading

	Inspirational Motivation
	IM1
	.87

	
	IM2
	.72

	
	IM3
	.70

	
	IM4
	.76


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about inspirational motivation. 
Table 4.14. Factor loading about the factor Intellectual Stimulation of Transformational Leadership
	Dimension
	Items
	Loading

	Intellectual Stimulation
	IS1
	.69

	
	IS2
	.73

	
	IS3
	.77

	
	IS4
	.83


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about intellectual stimulation. 
Table 4.15. Factor loading about the factor Individualized Consideration of Transformational Leadership
	Dimension
	Items
	Loading

	Intellectual Stimulation
	IC1
	.87

	
	IC2
	.71

	
	IC3
	.75

	
	IC4
	.88


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about individualized consideration. 

Table 4.16. Factor loading about the factor contingent rewards of transactional Leadership
	Dimension
	Items
	Loading

	Contingent rewards
	CR1
	.81

	
	CR2
	.71

	
	CR3
	.73

	
	CR4
	.84


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about contingent rewards.  
Table 4.17. Factor loading about the factor management by exception of Transformational Leadership
	Dimension
	Items
	Loading

	Management by exception
	ME1
	.72

	
	ME2
	.68

	
	ME3
	.80

	
	ME4
	.81

	
	ME5
	.79

	
	ME6
	.77


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about management by exception.  
Table 4.18. Factor loading about the factor vigor of work engagement
	Dimension
	Items
	Loading

	Vigor
	V1
	.86

	
	V2
	.70

	
	V3
	.71

	
	V4
	.89


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about vigor.  
Table 4.19. Factor loading about the factor dedication of work engagement
	Dimension
	Items
	Loading

	Dedication
	D1
	.76

	
	D2
	.68

	
	D3
	.74

	
	D4
	.77

	
	D5
	.81


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about dedication.  




Table 4.20. Factor loading about the factor absorption of work engagement
	Dimension
	Items
	Loading

	Absorption
	A1
	.81

	
	A2
	.74

	
	A3
	.76

	
	A4
	.72

	
	A5
	.81


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about absorption.  
Table 4.21. Factor loading about the factor Contextual Performance of Job Performance
	Dimension
	Items
	Loading

	Contextual Performance
	CP1
	.67

	
	CP2
	.76

	
	CP3
	.78

	
	CP4
	.80

	
	CP5
	.66

	
	CP6
	.76


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about contextual performance. 

Table 4.22. Factor loading about the factor Task Performance of Job Performance
	Dimension
	Items
	Loading

	Task Performance
	TP1
	.80

	
	TP2
	.76

	
	TP3
	.75

	
	TP6
	.71

	
	TP8
	.75

	
	TP9
	.72


Factor loading was administered in order to assess the loading of each item. The statistical value indicated that loading of all the items were greater than 0.6 which show the items were considered as moderate to conduct this study about task performance. 
Table 4.23. Relationship between Transformational Leadership and Job Performance
	Variables
	1
	2
	3
	4
	5

	Idealized Influence
	1
	
	
	
	

	Inspirational Motivation
	.344(**)
	1
	
	
	

	Intellectual Stimulation
	.470(**)
	.385(**)
	1
	
	

	Individualized Consideration
	.431(**)
	.346(**)
	.290(**)
	1
	

	Job Performance
	.415(**)
	.365(**)
	.383(**)
	.374(**)
	1


** Correlation is significant at the 0.01 level (2-tailed)
To examine the correlation between the dimensions of transformational leadership and job performance, Pearson Correlation was administered. The statistical results found that there were moderate association of all the factors of transformational leadership with job performance of the teachers, the r values were .415, .365, .383 and .374 respectively. 
Table 4.24. Relationship between transactional leadership and Job Performance
	Variable
	1
	2
	3

	Contingent rewards
	1
	
	

	Management by exception
	.350(**)
	1
	

	Job performance
	.369(**)
	.341(**)
	1


** Correlation is significant at the 0.01 level (2-tailed)
To examine the correlation between the dimensions of transactional leadership and job performance, Pearson Correlation was administered. The statistical results found that there were moderate association of all the dimensions of transactional leadership with job performance of the teachers, the r values were .369 and .341 respectively. 
Table 4.25. Relationship between work engagement and job performance
	Variables
	1
	2
	3
	4

	Vigor
	1
	
	
	

	Dedication
	.325(**)
	1
	
	

	Absorption
	.374(**)
	.397(**)
	1
	

	Job Performance
	.348(**)
	.381(**)
	.281(**)
	1


** Correlation is significant at the 0.01 level (2-tailed)
To examine the correlation between the dimensions of work engagement and job performance, Pearson Correlation was administered. The statistical results found that there were moderate association of all the dimensions of work engagement with job performance the r values were .348, .355, .381 and .281 respectively. 
Table 4.26. Relationship between leadership styles and work engagement with job performance
	Variables
	1
	2
	3

	Leadership styles
	1
	
	

	Work engagement
	.388(**)
	1
	

	Job Performance
	.374(**)
	.336(**)
	1


** Correlation is significant at the 0.01 level (2-tailed)
To examine the correlation of leadership styles and work engagement with job performance, Pearson Correlation was administered. The statistical results found that there were moderate association of leadership styles and work engagement with job performance of the teachers, the r values were .374 and .336 respectively. 






Table 4.27. Effect of transformational leadership on job performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	
	Idealized influence
	.075
	.471
	 6.22
	.00*

	 
	Inspirational motivation
	.049
	.237
	4.77
	.00*

	
	Intellectual stimulation
	.051
	.431
	8.45
	.00*

	
	Individualized consideration
	.062
	.347
	5.52
	.00*


To determine the effect of all the dimensions of transformational leadership on job performance of the teachers, it was carried out the Multiple Regression Analysis. The results show that inspirational motivation had week effect on job performance with beta value .237, rest of all the factors of leadership styles had moderate effect on job performance with beta value of .471, .431 and .347 respectively. 
Table 4.28. Effect of transactional leadership on job performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Contingent rewards
	.071
	.522
	7.34
	.00*

	 
	Management by exception
	.062
	.360
	5.77
	.00*


To determine the effect of all the dimensions of transactional leadership on job performance of teachers, it was carried out the Multiple Regression Analysis. The results show that transactional leadership had moderate effect on job performance with beta value of .522 and .360 respectively. 
Table 4.29. Effect of work engagement on job performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Vigor
	.055
	.428
	7.91
	.00*

	
	Dedication
	.071
	.457
	 6.34
	.00*

	 
	Absorption
	.051
	.250
	4.87
	.00*


To determine the effect of all the dimensions of work engagement on job performance, it was carried out the Multiple Regression Analysis. The results show that all the dimensions of work engagement had moderate effect on job performance with beta value of .428, .457 and .250 respectively. 
Table 4.30. Effect of leadership styles and work engagement on job performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Leadership styles
	.062
	.394
	6.35
	.00*

	 
	Work engagement
	.059
	.378
	6.37
	.00*


To determine the effect of leadership styles and work engagement on job performance of teachers, it was carried out the Multiple Regression Analysis. The results show that leadership styles and work engagement had moderate effect on job performance with beta value of .394 and .378 respectively.
CHAPTER V
SUMMARY, FINDINGS, CONCLUSIONS AND DISCUSSION
5.1 Summary
It is phenomena of the new age that like other business institutions the education institutions also emphasized of the performance of their employees. The previous researches described that the leadership styles and work engagement boost the performance of the academic faculty. Moreover, social exchange theory also endorsed that these variables play an integral contribution for the elevation of employees’ performance. In this chapter findings, conclusions, discussion and recommendations were highlighted.  
5.2 Findings
1. It indicated the respondents were agreed with all the statements regarding idealized influence.
2. It indicated the respondents were agreed with all the statements regarding inspirational motivation.
3. It indicated the respondents were agreed with all the statements regarding intellectual stimulation.
4. It indicated the respondents were agreed with all the statements regarding individualized consideration.
5. It indicated the respondents were agreed with all the statements regarding contingent rewards. 
6. It indicated the respondents were agreed with all the statements regarding management by exception. 
7. It indicated the respondents were agreed with all the statements regarding vigor.
8. It indicated the respondents were agreed with all the statements regarding dedication. 
9. It indicated the respondents were agreed with all the statements regarding absorption.
10. It indicated the respondents were agreed with all the statements regarding contextual performance. 
11. It indicated the respondents were agreed with all the statements regarding task performance.
12. All the items were considered as moderate to conduct this study about idealized influence.
13. All the items were considered as moderate to conduct this study about inspirational motivation.
14. All the items were considered as moderate to conduct this study about intellectual stimulation.
15. All the items were considered as moderate to conduct this study about individualized consideration.
16. All the items were considered as moderate to conduct this study about contingent rewards.
17. All the items were considered as moderate to conduct this study about management by exception.
18. All the items were considered as moderate to conduct this study about vigor. 
19. All the items were considered as moderate to conduct this study about dedication.
20. All the items were considered as moderate to conduct this study about absorption. 
21. All the items were considered as moderate to conduct this study about contextual performance.
22. All the items were considered as moderate to conduct this study about task performance.
23. There was moderate association of all the factors of transformational leadership with job performance.
24. There was moderate association of all the dimensions of transactional leadership with job performance.  
25. There was moderate association of all the dimensions of work engagement with job performance
26. There was moderate association of leadership styles and work engagement with job performance
27. The results show that inspirational motivation had week effect on job performance rest of all the factors of transformational leadership had moderate effect on job performance
28. All the dimensions of transactional leadership had moderate effect on job performance.
29. The results show that work engagement had moderate effect on job performance
30. The results show that transformational leadership and work engagement had moderate effect on job performance. 
5.3 Conclusions
It concluded that respondents were well aware about the variables of this study such as; leadership styles, work engagement and job performance. Additionally, there was a moderate relationship of all the dimensions of transformational leadership, transactional leadership and work engagement with job performance. Furthermore, there was a weak effect of inspirational motivation on job performance rest of all the dimensions had moderate effect on job performance. Additionally, transformational leadership, transactional leadership and work engagement had moderate relationship with job performance of secondary school teachers. Overall, leadership styles and work engagement had moderate correlation with job performance and have moderate effect on job performance. Consequently, leadership styles had mode significant effect on job performance as compare to work engagement. 
5.4 Discussion and Recommendations
On the behalf of findings of this research that leadership styles have major contribution for the enhancement of job performance of secondary school teachers. Moreover, the transform leaders engage themselves with the workers for the enhancement of employees’ performance for achieving the institutional objectives. effectively. This study is beneficial for the new researches who want to conduct further study in same area and field. Moreover, it is considered as stepping stone for the adaptation of the best leadership style according to the situation through updated strategies and techniques. 
Therefore, it is recommended that future research should be conducted with other variables which enhance the job performance of academic faculty. 
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Respected Sir/Madam! 
I am a student of M. Phil Education in National College of Business Administration and Economics, Lahore. The following research is the part of my degree program which is being conducted only for academic purposes. All the information collected through the questionnaire will be used for contribution to knowledge and kept confidential. Therefore, you are requested to ensure that you mark all the given statements, as incomplete responses will not fulfill the requirement of research. 

Suleman CJ Gill

Demographic Information 
1. Name (optional): ____________________________________________________________________
2. Gender: 			1. Male	   	2. Female	
3. Academic Qualification:   1. Master 	2. M. Phil	3. PhD        			
4. Experience (in years): 	1. 0-5 	 2. 6-10    3. 11-15    4. 16-20   5. >20	                                   	 
Likert Scale:
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1
	2
	3
	4
	5





	Transformational Leadership

	Idealized Influence (Attributed)

	1
	My head in still prides in others for being associated with him.
	1
	2
	3
	4
	5

	2
	My head goes beyond self- interest for the good of the group.
	1
	2
	3
	4
	5

	3
	My head acts in ways that build other’s respect.
	1
	2
	3
	4
	5

	4
	My head displays a sense of power and confidence.
	1
	2
	3
	4
	5

	Idealized Influence (Behavior)

	1
	My head talks to me about his/her most important values and beliefs.
	1
	2
	3
	4
	5

	2
	My head specifies the importance of having a strong sense of purpose.
	1
	2
	3
	4
	5

	3
	My head considers the moral and ethical consequences of decisions.
	1
	2
	3
	4
	5

	4
	My head emphasizes upon the importance of having a collective sense of mission.
	1
	2
	3
	4
	5




	Inspirational Motivation

	1
	My school head talks optimistically about the future.
	1
	2
	3
	4
	5

	2
	My school head talks enthusiastically about what needs to be accomplished.
	1
	2
	3
	4
	5

	3
	My school head articulates a compelling vision of the future.
	1
	2
	3
	4
	5

	4
	My school head expresses confidence that goals will be achieved.
	1
	2
	3
	4
	5

	Intellectual Stimulation

	1
	My school head re-examines critical assumptions to questions whether they are appropriate.
	1
	2
	3
	4
	5

	2
	My school head seeks differing perspectives when solving problems.
	1
	2
	3
	4
	5

	3
	My school head gets others to look at problems from many different angles.
	1
	2
	3
	4
	5

	4
	My school head suggests new ways of looking at how to complete assignments.
	1
	2
	3
	4
	5

	Individualized Consideration

	1
	My school head spends time in teaching and coaching.
	1
	2
	3
	4
	5

	2
	My school head treats others as individuals rather than just as a member of the group.
	1
	2
	3
	4
	5

	3
	My school head considers an individual as having different needs, abilities, and aspirations from others.
	1
	2
	3
	4
	5

	4
	My school head helps others to develop their strengths.
	1
	2
	3
	4
	5

	
Transactional Leadership

	Contingent Reward

	1
	My head tells others what to do if they want to be rewarded for their work.  
	1
	2
	3
	4
	5

	2
	My school head provides recognition/reward when others reach their goals. 
	1
	2
	3
	4
	5

	3
	My school head clearly clarifies the responsibility for achieving targets.   
	1
	2
	3
	4
	5

	4
	My school head provides others assistance in exchange for their efforts. 
	1
	2
	3
	4
	5

	Management-by-Exception (Active)

	1
	My school head focuses attention on irregularities, mistakes, exception, and deviations from standards.
	1
	2
	3
	4
	5

	2
	My school head concentrates faculty members’ full attention on dealing with mistakes, complaints, and failures.
	1
	2
	3
	4
	5

	3
	My school head keeps track of all mistakes.
	1
	2
	3
	4
	5

	4
	My school head directs faculty members’ attention toward failures to meet standards.
	1
	2
	3
	4
	5

	Management-by-Exception (Passive)

	1
	My school head fails to interfere until problems become serious.
	1
	2
	3
	4
	5

	2
	My school head waits for things to go wrong before taking action.
	1
	2
	3
	4
	5

	3
	My school head shows a firm belief in “If it isn’t broke, don’t fix it”.
	1
	2
	3
	4
	5

	4
	My school head demonstrates that problems must become chronic before taking action.
	1
	2
	3
	4
	5







Work Engagement
	Vigor

	1
	At my work, I feel bursting with energy
	1
	2
	3
	4
	5

	2
	At my job, I feel strong and vigorous
	1
	2
	3
	4
	5

	3
	When I get up in the morning, I feel like going to work
	1
	2
	3
	4
	5

	4
	I can continue working for very long periods at a time
	1
	2
	3
	4
	5

	5
	At my job, I am very resilient, mentally
	1
	2
	3
	4
	5

	6
	At my work, I always persevere, even when things do not go well
	1
	2
	3
	4
	5

	Dedication

	1
	I find the work that I do full of meaning and purpose
	1
	2
	3
	4
	5

	2
	I am enthusiastic about my job.
	1
	2
	3
	4
	5

	3
	My job inspires me
	1
	2
	3
	4
	5

	4
	I am proud of the work that I do
	1
	2
	3
	4
	5

	5
	To me, my job is challenging
	1
	2
	3
	4
	5

	Absorption

	1
	Time flies when I am working
	1
	2
	3
	4
	5

	2
	When I am working, I forget everything else around me
	1
	2
	3
	4
	5

	3
	I feel happy when I am working intensely
	1
	2
	3
	4
	5

	4
	I am immersed in my work
	1
	2
	3
	4
	5

	5
	I get carried away when I am working
	1
	2
	3
	4
	5

	6
	It is difficult to detach myself from my job
	1
	2
	3
	4
	5



Job Performance
	Contextual Performance

	1
	I help other employees with their work when they have been absent.
	1
	2
	3
	4
	5

	2
	I volunteer to do things not formally required by the job.
	1
	2
	3
	4
	5

	3
	I take initiative to orient new employees to the department even though not part of my job description.
	1
	2
	3
	4
	5

	4
	I help others when their workload increases (assists others until they get over the hurdles).
	1
	2
	3
	4
	5

	5
	I make innovative suggestions to improve the overall quality of the department.
	1
	2
	3
	4
	5

	6
	I willingly attend functions not required by the organization, but helps in its overall image.
	1
	2
	3
	4
	5

	Task Performance

	1
	I achieve the objectives of my job.
	1
	2
	3
	4
	5

	2
	I meet criteria for performance.
	1
	2
	3
	4
	5

	3
	I demonstrate expertise in all job-related tasks.
	1
	2
	3
	4
	5

	4
	I fulfil all the requirements of the job.
	1
	2
	3
	4
	5

	5
	I can manage more responsibility than typically assigned.
	1
	2
	3
	4
	5

	6
	I appear suitable for a higher-level role.
	1
	2
	3
	4
	5

	7
	I am competent in all areas of the job, handles tasks with proficiency.
	1
	2
	3
	4
	5

	8
	I perform well in the overall job by carrying out tasks as expected.
	1
	2
	3
	4
	5

	9
	I plan and organize to achieve objectives of the job and meet deadlines.
	1
	2
	3
	4
	5
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