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Abstract
The performance of the employees plays a vital role for the development of whole organizations. The major objective of this research was to investigate the comparison between regular and acting heads of secondary schools regarding their performance. The population of the study was public secondary school heads from Hafizabad and Sargodha whereas, 206 (Regular= 111, Acting= 95) respondents were selected as sample of this study through convenience sampling technique. The study was quantitative based on the casual comparative research design therefore, self-administered questionnaire was administered to collect the primary data from the respondents through survey method. The Statistical Package for Social Sciences (SPSS) was administered to analyze the research questions. The findings of the study show that except of professional development there was a significant difference found in administration, quality education, monitoring and mentoring, and whole school development. The study is beneficial for the development of teaching learning process at secondary school level through the adaptation of the various innovative techniques through heads’ performance. 
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CHAPTER I
INTRODUCTION
[bookmark: _Toc58174964][bookmark: _Toc58360286][bookmark: _Toc77576056]1.1 Introduction
[bookmark: _1pxezwc][bookmark: _Toc58174965][bookmark: _Toc58360287][bookmark: _Toc77576057]Kind of human factors that cause to be educational examine the teaching and non-teaching organization. The principal of secondary school is a superior associate of teaching staff members that are allot for piloting the school issues by using their educational values, intelligence, experience, and information. They are the chief administrator supervisor that absorbs the top situation in the secretarial organization of the school (McBride, 2014; Owan & Agunwa, 2019). It could also be considering as the manager conscientious for manufacture main conclusion and behavior necessary for the achievement of the school objective (Dave & Raval, 2014; Ali et al., 2019).
Education is a type of teaching learning system which is aimed at socializing the individuals and creates an impact on the socio-cultural fabrics of the society because of the considerable structural changes that are happening in all aspects of life. It is the responsibility of a teacher to teach children based on the guidelines provided under the national guidelines. In the 20th century, the concept of education was used to get job and it act as a base of skills in this field (Ahmad et al., 2020). 
This idea replacement introduced different concepts regarding the role of a teacher over time. In 21st century, the children education demands opportunities of knowledge, ethics, aesthetics, and development of skills among them and the provision of such an environment in school through which children can be guided constructively for their development. This century has also witnessed the developments as evident by industrialization and technological advancements for living standards’ development (Shakir, 2011; Szirmai, 2013).
Employees’ performance is one of the essential tools for organizational development. In this modern era, it has also been identified that performance is a vital element for successfully completing and achieving the objectives of organization. Additionally, employees’ performance defines the dedication level with work (Dinantara, 2019; Shafiq & Hamza, 2017). All the institutes have their strong visions and missions which can be accomplished with the help of employees’ effective performance. Therefore, the performance of employees along with other variables contributes greatly towards the actual growth of the organization (Bhat & Bashir, 2016; Hashim & Shawkataly, 2017).
The contribution of employees’ performance plays a major role in overall performance of the organization. For achieving the set goals, it is required that educational organizations should focus on human capital development for enhancing its viability and efficiency (Janudin & Maelah, 2016). As far as the performance in teaching is concerned, previous literature reveals that studies related to the educational field mostly emphasizes on the organizational performance fairly with the performance of employees (Zafar et al., 2017).
Employees’ job performance plays a crucial role in the growth of an organization. Different job discrepancies are performed by the employees during their duty hours. The employees focus on particular tasks for the successful completion of different activities (Hakim & Fernandes, 2017). According to the past researchers, it has been realized that institutional upgrade has a direct relation with the employees’ performance. The organizations are focused for enhancing the professional competencies of the employees for enhancing the performance of employees which is one of the major sources for organizational growth (Wen et al., 2019).  
Different organizations require different types of activities from the employees depending on their mission and vision. The employees put maximum efforts for successful accomplishment of goals according to the set standards. Employees’ performance contributes in making the beliefs and overall image of the organization towards their customers (Iqbal et al., 2015; Zafar et al., 2017). Multidimensional tasks are used for calculating the employees’ performance based on the ability of an individual to achieve the goals by staying focused on the organizational standards (Torlak et al., 2019).
This study is going to compare the performance of regular and acting heads of secondary schools in Punjab which effects secondary school’s performance, so that researcher may give practical recommendations to Government of the Punjab and concerned authorities to enhance performance of secondary schools. 
1.2 Statement of the Problem 
The ultimate goal of education is to produce competent human resources for the development of the country. This objective can be achieved through effective performance of headship of the school. However, the performance of the headship of the school is less effective to achieve these objectives successfully. The findings of the previous researches indicated that the supportive and effective headship play a vital role for the development of the education sector. 
Although government has taken numerous initiatives for the growth of secondary school education system yet the indicators not put into consideration. These findings raise the desire for the researcher to conduct new research in order to investigate the real issues related to the performance of the heads of the secondary school in Punjab, Pakistan. 
[bookmark: _49x2ik5][bookmark: _Toc58174966][bookmark: _Toc58360288][bookmark: _Toc77576058]1.3 Objectives of the Study
1. To find out the level of secondary school heads regarding their performance. 
2. To examine the difference of opinion between regular and acting heads about performance. 
[bookmark: _2p2csry][bookmark: _Toc58174967][bookmark: _Toc58360289][bookmark: _Toc77576059]1.4 Research Questions
1. Is there any significance difference of opinion between regular and acting heads about performance?
1.1 Is there any significance difference of opinion between regular and acting heads about administration?
1.2 Is there any significance difference of opinion between regular and acting heads about quality education?
1.3 Is there any significance difference of opinion between regular and acting heads about professional development?
1.4 Is there any significance difference of opinion between regular and acting heads about monitoring and mentoring?
1.5 Is there any significance difference of opinion between regular and acting heads about whole school development?
[bookmark: _147n2zr][bookmark: _3o7alnk][bookmark: _Toc58174969][bookmark: _Toc58360291][bookmark: _Toc77576060]1.5 Significance of the Study
[bookmark: _Toc58174971][bookmark: _Toc58360293][bookmark: _Toc77576062]This research study can prove to be beneficial for identifying and filling the existing gap between practices and strategies. It also beneficial for management practices to meet the emerging needs and challenges. It will be helpful in establishing a foundation for management practices in education sector by identifying gaps and loopholes in current practices being adopted by public sector. As current study presents a picture of management strategies (practices) which are being adopted by public sector so, this study will be beneficial for educationist and development of management criteria. This study will be significant, as it would provide a base to upsurge the education standards. The study will be useful for education leaders to follow some practices that will assist them to provide the effective workplace environment for the enhance of teaching-learning process. This research will help in managing available resources in an effective way for quality education along with the co-operation and co-ordination of each worker.
Education is aligned with future, its success, concord and even its social, financial and political setups, that’s why all these features can help the policy makers. This study is concentrating over intervening concern educationist who always shows their deep concerns for national stability at all fronts (internal and external).  The objective of the study is to find basic foundations of education through new techniques and practices that facilitates momentum to empower the world nation at terrestrial fronts among the 3rd world countries and at the global level as a developing country that is doing hard work for to have better survival chances. Meanwhile this study is also investigating the role of school heads in favor management practices for better comprehension of inter-personal associations that mainly prevails in the educational field.
1.6 Delimitation of the Study
The study has its delimitations based on the geographical area, which is only conducted in Gujranwala. Moreover, this research is only conducted at secondary level. Additionally, due to lack of time, energy and cost this study has its delimitations. 
1.7 Operational Definition
Heads of the School
School head is a person, who makes plans, arranges and controls the faculty. School heads are not only responsible for administration but also act as educational leaders and a remedy for conflicts inside the faculty.
Performance
Performance indicates the capacity of an individual regarding the work force for achieving their goals and meeting the standards as set by the organization. In the present context, the performance is the capability of school heads for fulfilling their job duties and meeting the required standards of the institutes.








CHAPTER II
LITERATURE REVIEW
[bookmark: _Toc77576063][bookmark: _Toc58174973][bookmark: _Toc58360295][bookmark: _Toc58174972][bookmark: _Toc58360294]2.1 Introduction
This chapter is based over in-depth review of literature that explores the fact that how study variable is linked with management of the educational institutions. By narrowing down this management measures to education sector, this chapter is giving overviews of management standards & guidelines by covering the guidelines at global level (developed and developing nations). At the end, this chapter is focusing over review of literature related to education sector with respect of the performance of school heads. 
The last stage of formal education is the secondary school education and is one of the basic steps that have a major contribution in the progress of any nation. The cultural, economic, and social welfare of growing nations depend on the education. Based on the convincing evidences, it has been depicted that there exists a link between education and economic and social progress. Therefore, the government policies are intended to make everyone able of getting formal education. Thus, investing heavily to foster education sector so the socio-economic situations to get better. A large amount of funds for educational programs has also enhanced the accountability (Mushtaq & Kayani, 2013). 
In under-developed countries, the stated size and intricacy of the difficulties for secondary education are disappointingly adequate as well as the variety of factors and the pressing urge to upgrade results are. Various researches have figured out projects which move money can help in increasing association in secondary education. Yet it is unexplored about the strategies caused by without money to cooperation (Khan et al, 2017). 
The literature review gives inadequate directions how to improve pupils’ education standards state. Previous researchers discovered no perspective on the way to deal with upgrading the pertinence of secondary education level. This level also comprises educational syllabus and professional training changes that underscore students’ abilities to ensure for jobs and social living standards. 
Policy makes are hopeful to get positive results due to investment made by the government and financial institutes. The number of impact assessments in the educational sector of developing nations has also increased. Emphasizing the significance of education, the developing countries have attained success in this field. The number of intervening for solving the educational issues in under-developed nations and the number of associated impact assessments is continuously increasing (Shah et al., 2015). 
2.2 Performance of Head 
The school heads play a significant role in schools’ and students’ success. According to the findings, it has been indicated that multiple leadership styles are performed by the leaders in schools with high performance which means that leaders in those schools adapt leadership styles based on particular requirements and situations (Hussin & Waheed, 2016; Lazaridou & Beka, 2014; Mulford, 2008). The data indicated these main leadership styles, including instructional leadership, moral leadership, and transformational leadership. Therefore, the results are in line with Khan and Waheed (2019) and Michel et al (2010) who stated that leaders are required to be morally and ethically focused in addition to being change, relation, and task focused. These outcomes also reveal that the integrated leadership styles as researched by Marks and Printy (2003) are not completed and moral leadership should be added by the integrated leadership styles as a vital leadership style for effective leaders.
Being the instructional leaders, school heads utilized various strategies for monitoring and evaluating the teaching-learning process in schools. These strategies included taking rounds in school corridors, coordinating and taking students’ feedback. Minadzi and Nyame (2016) argued that school heads monitor teaching-learning by taking teaching observations in classrooms. In addition, Tahira & Haider (2020) and Bahadur et al (2017) explored that school heads utilized syllabus completion forms and took rounds to monitor the teaching-learning procedures in Pakistani schools. According to this study, it has been indicated that most of the school heads believe in a co-operative and democratic school environment. These beliefs and practices of head seem to be based on the recommendations of Amushigamo and Smith (2015) who argued that good school leaders usually put co-operative and democratic structures in places in their schools for ensuring successful school management.
Some of the school heads in this research study had introduced changes in their schools with the help of transformational leadership for the betterment of their school members. They were not only focused to improve the process of teaching-learning but to transform all the aspects of school as an organization. They felt satisfaction and pride after getting their schools transformed for the students and community welfare (Yemini et al., 2015).
Moreover, the heads also showed leadership styles in their schools. They made efforts for staying close to the students for getting in touch with them and resolving their issues. This study also demonstrated that being the moral leaders, heads were fully committed with their profession and school. The focus of moral leader is usually based on community service. This study depicted that the heads had a desire of serving the community by giving quality education in schools which is similar to the findings of (Jabbar et al., 2020).
Tariq et al (2012) explored that Pakistani school heads who had a vision for their schools’ future show more co-operation with the teaching staff for making positive contributions in the students’ academic achievements. Based on the decades of research, it is evident that strong school’s leader is one of the crucial ingredients for improving school performance. The literature studies related to educational leadership and management also recommends that successful improvements in school are dependent on the school leadership quality. According to the opinion of educators and researchers, school improvement has a direct relationship with the school leadership nature. An efficient educational leader deals with school transformation for accomplishing the institutional targets and objectives (Bansla et al., 2019).
2.3 Administration
Rizvi (2008) and Dobson et al (2008) discussed leadership practices in Pakistan and highlighted that there is no budgeted headship position in the primary schools and they do not have the power to hire, fire, and manage finances. School heads adopt the traditional methods of school leadership to operate the schools without power delegation. Sometimes, the heads held a consultation with their seniors regarding the operational matters and it has been a common practice in centralized education systems (Sabanci, 2008). School heads working in the public sector consider themselves the servants of the government and abide by the instructions of supervisor which promotes a culture of compliance (Memon, 2010).
Ali (2011) conducted a research study related to the government sector’s educational structure in Gilgit Baltistan, Pakistan, by using the longitudinal method and stated that governance structure of education is linked with routine and inspectorial work, instead of pedagogical improvements and innovative solutions. Malik (2007) added that governance educational structural has maintained the centralized tendencies of the past despite of apparent decentralization. Moreover, the research study conducted by Simkins et al (2003) was related to Pakistani educational leadership and indicated that head teachers do not recognize their role as pedagogical leaders in the Pakistan’s hierarchical education system.
In this way, these research studies have revealed the short-comings of governance structures as far as the effective education delivery and capability of dealing with educational reforms and innovation is concerned in Pakistan (Khaki & Safdar, 2010). That’s why, this research was undertaken to comprehend the performed and perceived roles of educational leadership in a real context and assess the similarities or differences among the roles. Moreover, this study was conducted in particular cultural and social context of Pakistan to find the answer for the question “To what extent were the head teacher’s perceived roles congruent / incongruent with the performed roles and why?”
Therefore, this research study will considerably contribute in the present literature which is focused on several dimensions of the role of a head teacher being an instructional leader which would ultimately lead towards improving the teaching quality. Grace (1995) explored the concept of educational leadership by giving argument that the educational leadership can be subjected to sharing, transforming, empowering, and being a democratic organization. According to Senge (2000) it is believed that the educational leadership is mostly related to the learning facilitation of teachers and students. He stated that the educational leaders help to build learning institutions where individuals make efforts for expanding their abilities for comprehending the complexities, clarifying vision, and improving shared mental models associated with learning. Miller and Miller (2001) further supported this idea by maintaining that teachers and students get empowered and facilitated by the educational leaders. Grift (1990) said that educational leadership is the capability.
Based on the above arguments, it is revealed that head teachers are required to do complex tasks for which they need information and skills. It is because school heads are anticipated to be knowledge professionals for making contributions in a knowledgeable society. Schools are not only intended for knowledge transmission to the younger generations but also serve to engaging teachers, students, and other people for generating knowledge in different types of enquiries and active learning (Memon, 2010).
Therefore, it needed to develop the school leadership for addressing new challenges related to educational sector of the country. Contrarily, Pakistan is already dealing with a lack of leadership abilities and no concerted efforts have yet been made to uncover the potential of people for developing future school heads. There is not even a single public sector institute in the country which is responsible to develop ambitious and serving head teachers (Memon, 2010).
According to Jameel et al (2019) the educational leaders have the responsibility to improve the overall performance of their school by enhancing the learning outcomes of students and this cannot be attained without substantially investing in the school leadership’s capacity building (Memon, 2010). The educational leadership qualification has not been made mandatory for school heads by the government of Pakistan. Henceforth, the management of Pakistani schools is being run by unqualified school heads and they have not attained the required level of performance as the educational leaders.
According to various sources, it seems that there exist traditional leadership concepts related to the head teachers and they do not have much awareness regarding their roles which results in hindering the process of change and execution of plans for school improvement. It is required to identify the talented teachers as potential heads and training them for their development as a part of succession planning (Memon, 2010). Hence, it is critical to continue professional development for improving leadership and personal attributes of school leaders (Pansiri, 2008). Memon (2010) also suggested that intensive and practical programs of professional development are necessary for school leadership.
[bookmark: _41mghml]2.4 Quality Education 
The curriculum consists of a connected set of training sessions, clinical encounters, in-depth school-based research, and organized reflections. The intended result is the development of a professional community of educational leaders who are motivated to remain or advance to the post of principal in the district and possess the personality traits necessary to be change agents. In PEP, suggestions for revised primary preparation and participant selection are incorporated (BrowneFerrigno & Shoho, 2004; Danils et al., 2019). 
The curriculum incorporates best practices in adult learning, inquiry-based professional development, and community building and is framed by the four reoccurring themes in the ISLLC Standard (Grogan & Andrews, 2002; Stein & Gewirtzman, 2003). A gap in the literature on the ongoing professional development of school leaders is filled by the emphasis on advanced leadership development for administrator-certified practitioners, including both current and aspiring principals (Hauge et al., 2014).  
A concurrent action research project carried out by participants each semester in particular district schools is a key element of the initiative. According to Browne-Ferrigno (2003) and Daresh & Capasso (2001) clinical practice under the direction of a mentor and principals may facilitate role transformation and socialization to a new community of practice. District leaders deliberately choose high-performing principals to function as project-trained mentors during the biweekly field-based experiences since clinical practice is considerably improved by targeted mentorship offered by experienced experts (Browne-Ferrigno & Muth, 2004).  
There are three justifications for mentoring in leadership. For ambitious and inexperienced principals, it first replicates role socialization (Crow & Matthews, 1998; Matthews & Crow, 2003). Second, veteran principals who act as mentors have chances to advance their own careers. Finally, leadership mentorship improves an administrator's ability to meet the demands of school leadership for both new and seasoned administrators (Mullen et al., 2002). It was decided to employ the "closed cohort" paradigm (Norris & Barnett, 1994) because it has the ability to provide a risk-free learning environment where participants can be open about concerns and engage in productive dispute resolution.
Throughout a program, a closed cohort stays as a single unit without membership changes. A healthy cohort encourages participant introspection, group decision-making, peer sharing of experiences and concerns, and leadership development (Barnett et al., 2000; Browne-Ferrigno & Muth, 2003; Browne-Ferrigno & Muth, 2004). A strong and long-lasting professional community can also be developed within a functional cohort (Basom & Yerkes, 2001; Norris & Barnett, 1994). Participants can establish collegial relationships that support and maintain them after the program is over through a variety of ongoing group-development events for their cohort and networking opportunities (Otunga et al., 2009).
Education has included teacher leadership more and more. According to a wealth of research and literature, teacher leaders are essential for transforming schools and causing changes in the established hierarchy of authority inside them. In the past, teacher leadership was present in a number of informal school settings. As a result of "increased recognition of teacher leadership, visions of expanded teacher leadership roles, and new hope for the contributions these expanded roles might make in improving schools (Smylie & Denny, 1990) there are now more opportunities for this type of leadership. 
Initially, teacher leadership took the shape of formal positions such as department head, master teacher, or union representative, which still exist today. In essence, these positions involved managerial responsibilities with an emphasis on operational efficiency in schools as opposed to instructional leadership (York-Barr & Duke, 2004), claimed that the role of teachers as managers was an extension of administration, aiming to maintain the efficacy and efficiency of the current system rather than alter practice. This constrained image of teacher leadership, the result of "bureaucratic routinization of teaching and learning administrative attempts to regulate schools as places with instructors as deskilled workers and students as uniform products.
The second wave of teacher leadership, which focused on teachers as instructional leaders and acknowledged these limits, came into being. The second wave introduced opportunities for instructors in staff development as well as team leader and curriculum developer posts. These abilities transitioned from managerial duties to educational skills. According to Jimenez-Silva and Olson (2012) these leadership duties looked to be "additional to" rather than "a part of" the teachers' regular duties. In the end, teacher leadership entails inspiring and motivating others to achieve vital school reform objectives. The ability to influence others is a more accurate way to define leadership than a title alone. As a result, not just for principals but also for teachers, it can be challenging to recognize and articulate the complexity of teacher leadership.


2.5 Professional Development
Professional learners’ community is described as a place where administrators and teachers of schools seek and share learning continuously for acting on it (Astuto et al., 1993). Based on the research, it is suggested that school reforms occur when teachers are engaged in valid professional learning communities and enhanced student learning is one of the by-products of such community (Ilter, 2014). A PLC (Professional Learning Community) involves the governance which is shared among different members that will result in making positive contributions to the process of change in school’s improvements. Professional communities help students in learning and give long-lasting advantages to teachers which result in better human, professional, and society capital. Isolation reduction in teachers, enhanced mission commitment and school goals, and responsibility sharing are some of the benefits related to the PLCs. Teachers become more informed, professionally transformed, and motivated for promoting the excellence of students with PLCs (Hord, 1997).
Professional Learning Communities (PLCs) help in facilitating the teacher leadership by allowing teachers’ collaboration regarding their professional working, analyzing students’ data, and assessing students’ learning. Fullan (2015) described collaboration’s power. Leadership’s litmus test is whether it activates the commitment of people to put their energy for taking actions and improving things. Commitment is individual but mobilization is collective. PLCs help in harnessing collective mobilization by sharing value, commitment, and action for meeting the objectives that ultimately influence the efforts for school improvement. In fact, these are the core of teaching and learning in schools.
As clinical practice is a major element of the program, so participants require time to do school work and not for the assignment location. Therefore, all teachers and principals who participate in PEP get rid of their school errands for 1 full day per week throughout during the fall and spring semesters with full support of their superintendents and schools boards for engaging in program tasks. Cohort members spend 1 full day with alternate schedules either to work with their mentoring principal and inquiry team to conduct action research regarding the students’ learning or participate in a cohort meeting arranged by educators’ leadership and district administrators.
Participants are provided with the opportunities through bi-weekly cohort meetings for sharing their school experiences and discussing educational readings for which the team gives the study report copy to its mentor principal and presents the outcomes in front of the school community where the research was carried out. The findings are then formally presented to the cohort peers and instructors by the team. In addition, all the district administrators are invited by the superintendent for attending a lunch in each semester where the research findings are shared by the inquiry teams via presentations and professional handouts. Invitations are also given to the teams for presenting their research results at state educational conferences.
2.6 Monitoring and Mentoring
After getting into the profession of teaching, teachers get inclined towards developing assessment techniques. Assessment is an essential part of teaching but teachers get lesser training from their pre-service programs in this regard (Cizek et al., 1995/1996; Impara et al., 1993). Therefore, assessment falls under the category of job training. Traditionally, the work of teachers is carried out in isolation from other educators (Little, 1990; Pajares, 1975). The researchers’ support has provided facilitation to the understanding of teachers regarding their observations and information required to be recorded. In schools where there is lesser class-based support, record keeping discussions of participants were not connected with the events taking place in classroom and their possible instructional meaning (Borko et al., 1997).
According to Hattie and Timperley (2007) teachers are needed to make suitable judgements regarding how, what, and when level for making the feedback effective and appropriate. The success of teachers regarding the implementation of new formative assessment practices depends on their persisting classroom management and structural strength.
Although there is an interconnection among the assessment practices of teachers and their knowledge about content and class management skills but teachers’ assessment training before and during the service is weak (Impara et al., 1993; Stiggins, 1991). It has been reported by 1/5th of teachers that getting training during service is linked to building sufficient tests or unique test results for instructional improvement (Herman & Dorr-Bremme, 1983). Those teachers had greater comfort level to interpret the information of standardized test who have reported to receive the training to test and measure during their service (Impara et al., 1993).
Nevertheless, a majority of states do not teachers for demonstrating assessment’s competence for earning a license of teaching. In 2002, only 14 states had the requirement of assessment competency which reduced the priority of assessment courses for teachers’ preparations (Stiggins et al., 2002, cited in McMunn et al., 2003–04). Gullickson (1986) also conveyed that a survey conducted for teachers’ and professors’ teaching educational measurement courses before their services which discovered that teachers prefer non-test assessment activities more than formative and summative evaluations as compared to the professors’ preferences. The degree to which teachers have reported their reliance on non-test information of students’ progress, there exists a gap in the emphasis potential representing a considerable requirement of reforms for teachers’ preparation. Practitioners have complained that the college courses for tests and measurements were not related to their classroom requirements (Impara et al., 1993). 
2.7 Whole School Development
[bookmark: _Toc58174981][bookmark: _Toc58360303][bookmark: _Toc77576074]Considering the schools, communities, and families as the partners in children’s education usually leads to higher academic achievements, increased participation and community pride. Families have been regarded as a dominant factor to promote the academic achievements of students (Quezada, 2003). Barriers to parents’ involvement mainly include the characteristic properties of school community, attitude of parents and teachers towards each other and towards the schools, parents’ problems related to emotions and adjustment, languages and cultural differences, and teaching practices (Mattingly et al., 2002).
When teachers and principals collaborate to do methodical research on problems with students' learning, professional development happens. The field-based experiences are crucial, according to the head of curriculum and instruction, since PEP participants "better understand the role of the principal." She thinks that working in schools under various conditions with various principals and then gathering with them to discuss those experiences provides incredibly valuable learning opportunities (Piccardo, 2010). 
When teachers and principals collaborate to do rigorous research regarding problems in student learning and education, they engage in professional development. They also gain from the knowledge and skills of instructors and guest speakers. Through practical experiences in schools and with other administrators, the PEP model of professional development merges theory and practice. Participants in the program have been watched by a central office supervisor of instruction, who frequently visits district schools to support the execution of the curriculum. He provided his perspective on the advantages that would result from the initiative (Fischer et al., 2022).
The inclusion of both existing and aspiring principals in the cohorts, in addition to the program design that incorporates job embedding field experiences and interactive seminar workshops, is a critical factor in the project's success. A six-year veteran principle who took part in the first year of the program's implementation was interviewed as part of a focus group to explain why he thinks PEP is a successful method for training school leaders. 
Due to the resources and experiences that can be shared when a number of principals join together, [the program] is probably as close to an actual position of being a principle as you can get. It's probably on par with any training program I've ever taken part in. The value of employing "data" as a crucial tactic for educational reform is now widely accepted. According to superintendents of school districts polled in the summer of 2005, using data to inform choices is the most effective way to raise student achievement (Olson, 2005; Coburn & Talbert, 2006).
Standardized test scores have served as the foundation for schools' and districts' initial forays into data-driven practices, at least during the accountability policy era resulting from standards-based reform; given state and federal accountability measures, these scores constitute the most pervasive data and the data that predominate. However, educators are quick to point out that the value of annual standardized test results in the classroom is very limited. The test items may not be in line with the curriculum, the results are not timely, and because annual results are released far too infrequently, the information provided by the test results is quickly superseded by teachers' personal interactions with the students. District officials and school leaders have started putting timelier and curriculum-aligned evaluation procedures into place in response to these critiques. The outcomes of the assessments are supposed to guide instructional decisions made by teachers and schools all through the academic year. The key words in the current policy environment are formative assessment.
Lysakowski and Walberg (1982) likewise report an average effect size of nearly a standard deviation (0.97) for the 94 researches they included in their meta-analysis of the impacts of instructional signals, student interaction, and corrective feedback. The 20 studies that concentrated on corrective feedback had a mean effect size of 0.94 among those studies. Despite this potential, little is known about the organizational factors that enable teachers' use of different types of assessments for improving instruction. This assessment of the literature assesses what is currently known in the field and makes recommendations for the direction it should go. 
First, we determine what is currently known about how formative assessment data and other methods of obtaining proof of students' development affect teacher practices. The second question we pose is, to what extent are policies, educational settings, and classroom dynamics known to impact (or deter from influencing) instructors' judgments regarding how to deliver instruction? Finally, we inquire as to what is known on the district and school level usage of formative assessment data.
Formative Assessments or Formative Uses. Formative uses a wide variety of evaluations and utilizes various but related words. Each term is located during a distinct period of policy. Classroom assessment, as used in publications from (approximately) the 1980s, typically refers to teachers' assessment methods as opposed to any testing required by the district or state. The rise of systemic reform, or what is more popularly known as standards-based reform, from the late 1980s to the mid-1990s increased the prominence of performance assessment. At the time, proponents of assessment reform contended that performance evaluations, as opposed to conventional paper-based exams with closed-ended items, would better capture what students must do to prove they have mastered the required material and performance requirements. Data often refers to yearly results of extensive standardized tests. The terms data and formative assessment, which first proliferated in education policy jargon in the late 1990s, are the most recent additions to the glossary of data driven decision-making.
Role of heads of secondary schools has also been increased in perspective of whole school development. This is a broad-spectrum term according to Gay and Howard (2000) Whole school development is a systematic approach, a broad and comprehensive phenomenon, a multi-dimensional term which comprises of social, cultural, economic, organizational and technical aspects. Its strength collaborative level and reflection among teachers for the development of effective teaching strategies and provide integrated professional guidelines and support to teachers (Sterling & Davidoff, 2000; Goldberg et al., 2019).
Successful leaders have mastered the art of taking a comprehensive perspective on the surroundings of their enterprises. The idea of school culture provides administrators and other leaders with this broad perspective. It provides them with a wider perspective on challenging issues and intricate relationships inside the institution. These leaders will be better able to mold the values, beliefs, and attitudes required to maintain a stable and supportive learning environment by developing their awareness of school culture (Kalkan et al., 2020).







CHAPTER III
RESEARCH METHODOLOGY
[bookmark: _19c6y18][bookmark: _Toc58174982][bookmark: _Toc58360304][bookmark: _Toc77576075]3.1 Introduction
The purpose of this research was to determine the comparative analysis of the performance of regular and acting heads of secondary schools in Punjab. In this chapter, the approaches utilized for this research study have been described with the sub-headings 
3.2 Research Design 
In this study, it was comparison between regular and acting heads regarding their performance. So, quantitative based on casual comparative research design based on survey method was selected. 
3.3 Population and Sample of the Study	
[bookmark: _Hlk104106730]The population of the study comprised on the secondary school heads from Hafizabad and Sargodha Districts whereas, 206 (Regular= 111, Acting= 95) heads were selected as sample of this study which were selected through convenience sampling technique.
3.4 Research Instrument 
For this study primary research data collection was done with the help of questionnaire through survey method while Questionnaire of Shibo (2016) was consulted based on five points; 1 for Strongly Disagree to 5 for Strongly Agree Likert scale format was constituted. The dimensions of this questionnaire were administration, quality education, professional development, monitoring and mentoring, whole school development. 


3.5 Reliability and Validity of the Questionnaire
Reliability is the instrument’s ability of creating same information at different time. It refers to providing the same outcomes by utilizing an instrument for measuring something more than one time. That’s why, it is assumed that consistent results should be given at various times during the use of instrument. Moreover, it is the series’ consistency for instrument measuring (Creswell, 2014). In this research, Cronbach’s Alpha was utilized for measuring the reliability of instrument (Cronbach, 1951).
Validity includes the questionnaire content’ ability of measuring what is required to be measure in an accurate manner. In this research, face validity was completed for investigating if the questionnaires contained the suitable questions for measurement. After receiving experts’ (supervisor and senior colleagues) feedback, the questionnaire was made final and it was made sure that its items, objectives and research hypotheses are suitable for this study. Moreover, content validity was utilized for ensuring questionnaires’ validity. The supervisor, experts of statistics and senior fellows took part in confirming the content validity for subject matter and full topic coverage. Literature review was directed for identifying the basic ideas for items formulation in an efficient manner to evaluate the items. 
3.6 Data Collection and Ethical Consideration
The objective of the study and procedure to fill the questionnaire efficiently discussed briefly to the respondents. It was visited personally to the sample schools and directed the questionnaires to the participants. Moreover, the data was gathered through survey method by using questionnaires. The questionnaires were completed without taking any compensation to the respondents. 
To make this study more effective the objective, nature, duration and outcomes of this study briefly discussed with the respondents. It was taken approximately four months for data collection. Moreover, the researcher insured to the participants that the data, which was collected would be kept secret and purely cycled for hypothetical purpose. The expected outcome and significant of this study were illuminated with the participants for minimizing the threats in minds during fill the questionnaire.  
3.7 Data Analysis
[bookmark: _2lwamvv]The collected data was entered in the sheets by using Statistical Package for Social Sciences (SPSS). For this study, the following statistics were applied for testing the proposed research questions. Descriptive analysis (M, SD) and inferential statistics (independent sample t-test). 











CHAPTER IV
DATA ANALYSIS
Table 4.1: Descriptive Analysis for the dimension administration of performance
	Statements
	M
	SD

	The school's administrative staff effectively handles day-to-day operations and tasks.
	3.39
	.97

	Administrative decisions are communicated clearly and in a timely manner to all stakeholders.
	3.55
	.95

	The administrative team demonstrates a commitment to fostering a positive school culture.
	3.36
	.98

	Administrative policies and procedures are fair and consistently applied throughout the school.
	3.89
	.88

	The school administration provides adequate support and resources to teachers and staff.
	2.99
	.97

	The supervision process encourages open communication between supervisors and teachers.
	2.87
	.99

	Teachers feel supported and valued by their supervisors in their professional development.
	3.12
	.91


Overall= M= 3.31, SD= .95
To assess the level of the respondent’s descriptive analysis was administered. It indicated that the mean score of the statements were between 2.87 to 3.39 and cumulative mean value was M= 3.31, SD= .95 which shows that the respondents were satisfied about the dimension administration. 




Table 4.2: Descriptive Analysis for the dimension quality education of performance
	Statements
	M
	SD

	The curriculum is well-designed and aligned with educational standards.
	2.99
	.88

	The instructional methods used by teachers effectively engage students in the learning process.
	3.31
	.94

	The curriculum incorporates real-world applications and encourages critical thinking skills.
	3.52
	.92

	Teachers are knowledgeable and competent in their subject areas.
	3.66
	.89

	Teachers effectively address individual learning needs and provide support to struggling students.
	3.45
	.96

	Students actively participate in classroom discussions and activities.
	2.89
	.98


Overall= M= 3.30, SD= .92
To assess the level of the respondent’s descriptive analysis was administered. It indicated that the mean score of the statements were between 2.89 to 3.66 and cumulative mean value was M= 3.30, SD= .92 which shows that the respondents were satisfied about the dimension quality education.  







Table 4.3: Descriptive Analysis for the dimension professional development of performance
	Statements
	M
	SD

	The school provides a variety of professional development opportunities tailored to educators' needs and interests.
	3.41
	.98

	Professional development sessions are conducted regularly and are easily accessible to all teachers.
	3.53
	.96

	Professional development facilitators demonstrate expertise in the subject matter and effectively engage participants.
	3.34
	.99

	Participation in professional development has positively influenced my teaching strategies and classroom management.
	3.88
	.86

	The knowledge and skills gained through professional development have enhanced my ability to address diverse student needs.
	2.89
	.95

	Professional development sessions offer opportunities for collaboration and networking with other educators.
	2.77
	.97


Overall= M= 3.30, SD= .95
To assess the level of the respondent’s descriptive analysis was administered. It indicated that the mean score of the statements were between 2.77 to 3.88 and cumulative mean value was M= 3.30, SD= .95 which shows that the respondents were satisfied about the dimension professional development.   







Table 4.4: Descriptive Analysis for the dimension monitoring and mentoring of performance
	Statements
	M
	SD

	The mentoring program provides valuable guidance and support to new teachers.
	2.76
	.94

	Mentoring plays a crucial role in fostering the professional growth and development of teachers.
	3.44
	.97

	The mentoring process encourages reflection and self-improvement among mentees.
	3.17
	.99

	Teachers feel comfortable seeking advice and feedback from their mentors.
	3.98
	.90

	The monitoring process is fair and provides constructive feedback to teachers.
	2.83
	1.02

	Monitoring helps identify areas for improvement and guides teachers' professional development plans.
	3.13
	.96


Overall= M= 3.21, SD= .96
To assess the level of the respondent’s descriptive analysis was administered. It indicated that the mean score of the statements were between 2.76 to 3.98 and cumulative mean value was M= 3.21, SD= .96 which shows that the respondents were satisfied about the dimension monitoring and mentoring.    







Table 4.5: Descriptive Analysis for the dimension whole school development of performance
	Statements
	M
	SD

	The school's leadership effectively communicates a clear vision for the school's development.
	2.99
	.96

	The school leadership team fosters a positive and inclusive school culture that encourages collaboration and innovation.
	3.33
	.98

	The school's leadership demonstrates a commitment to continuous improvement and adapting to changing needs.
	3.41
	.94

	Teachers effectively implement instructional strategies that engage students and promote critical thinking.
	3.00
	.89

	The school provides professional development opportunities for teachers to enhance their instructional skills.
	3.29
	.96

	The school actively promotes the well-being and mental health of students.
	2.95
	.97

	The school utilizes assessment results to identify areas for improvement and implement targeted interventions.
	3.20
	.96


Overall= M= 3.16, SD= .95
To assess the level of the respondent’s descriptive analysis was administered. It indicated that the mean score of the statements were between 2.95 to 3.33 and cumulative mean value was M= 3.16, SD= .95 which shows that the respondents were satisfied about the dimension monitoring and mentoring.    





Table 4.6: Factor Loading for administration of performance
	Factor
	Items
	Loading

	Administration
	A1
	.78

	
	A2
	.69

	
	A3
	.88

	
	A4
	.77

	
	A6
	.73

	
	A7
	.81


For the evaluation of the loading of each item, factor loading was applied. The findings indicated that the statistical values of the items were between .73 to .88. It shows that all these items were moderately accepted about administration in order to conduct this study. 
Table 4.7: Factor Loading for quality education of performance
	Factor
	Items
	Loading

	Quality Education
	QE1
	.80

	
	QE3
	.87

	
	QE4
	.92

	
	QE5
	.77

	
	QE6
	.70


For the evaluation of the loading of each item, factor loading was applied. The findings indicated that the statistical values of the items were between .70 to .92. It shows that all these items were moderately accepted about quality of education in order to conduct this study.



Table 4.8: Factor Loading for professional development of performance
	Factor
	Items
	Loading

	Professional Development
	PD1
	.68

	
	PD3
	.71

	
	PD4
	.68

	
	PD6
	.76


For the evaluation of the loading of each item, factor loading was applied. The findings indicated that the statistical values of the items were between .68 to .76. It shows that all these items were moderately accepted about professional development in order to conduct this study. 
Table 4.9: Factor Loading for monitoring and mentoring of performance
	Factor
	Items
	Loading

	Monitoring and Mentoring
	MM1
	.92

	
	MM2
	.88

	
	MM3
	.79

	
	MM4
	.86

	
	MM5
	.78


For the evaluation of the loading of each item, factor loading was applied. The findings indicated that the statistical values of the items were between .68 to .76. It shows that all these items were moderately accepted about monitoring and mentoring in order to conduct this study. 





Table 4.10: Factor Loading for whole school development of performance
	Factor
	Items
	Loading

	Whole School Development
	WS1
	.66

	
	WS2
	.73

	
	WS3
	.78

	
	WS5
	.84

	
	WS6
	.79


For the evaluation of the loading of each item, factor loading was applied. The findings indicated that the statistical values of the items were between .66 to .84. It shows that all these items were moderately accepted about whole school development in order to conduct this study. 











Table 4.11. Independent sample t-test for administration N= 206 (Regular=111, Acting=95)
	Statements
	Group
	M
	SD
	t
	Sig.

	The school's administrative staff effectively handles day-to-day operations and tasks.
	Regular
	3.37
	1.22
	4.06
	.02*

	
	Acting
	2.96
	1.12
	
	

	Administrative decisions are communicated clearly and in a timely manner to all stakeholders.
	Regular
	3.67
	1.18
	5.95
	.00*

	
	Acting
	2.89
	1.22
	
	

	The administrative team demonstrates a commitment to fostering a positive school culture.
	Regular
	3.31
	1.21
	5.66
	.00*

	
	Acting
	2.56
	1.33
	
	

	Administrative policies and procedures are fair and consistently applied throughout the school.
	Regular
	4.11
	1.21
	3.58
	.01*

	
	Acting
	3.62
	1.17
	
	

	The supervision process encourages open communication between supervisors and teachers.
	Regular
	4.33
	1.14
	2.89
	.00*

	
	Acting
	3.78
	.89
	
	

	Teachers feel supported and valued by their supervisors in their professional development.
	Regular
	3.29
	1.24
	2.96
	.00*

	
	Acting
	2.81
	1.10
	
	

	Overall
	Regular
	3.68
	1.20
	4.18
	.00*

	
	Acting
	3.10
	1.13
	
	


To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.37 greater than acting 2.96 regarding the school's administrative staff effectively handles day-to-day operations and tasks.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.67 greater than acting 2.89 regarding administrative decisions are communicated clearly and in a timely manner to all stakeholders. 
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.31 greater than acting 2.56 regarding the administrative team demonstrates a commitment to fostering a positive school culture.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 4.11 greater than acting 3.62 regarding administrative policies and procedures are fair and consistently applied throughout the school.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 4.33 greater than acting 3.78 regarding the supervision process encourages open communication between supervisors and teachers.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.29 greater than acting 2.81 regarding teachers feel supported and valued by their supervisors in their professional development.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.68 greater than acting 3.10 about administration. 
Table 4.12. Independent sample t-test for quality education N= 206 (Regular=111, Acting=95)
	Statements
	Group
	M
	SD
	t
	Sig.

	The curriculum is well-designed and aligned with educational standards.
	Regular
	3.09
	1.41
	4.89
	.00*

	
	Acting
	3.67
	1.29
	
	

	The curriculum incorporates real-world applications and encourages critical thinking skills.
	Regular
	3.90
	1.40
	2.69
	.00*

	
	Acting
	3.50
	1.31
	
	

	Teachers are knowledgeable and competent in their subject areas.
	Regular
	3.40
	1.39
	7.78
	.00*

	
	Acting
	2.35
	1.30
	
	

	Teachers effectively address individual learning needs and provide support to struggling students.
	Regular
	4.10
	1.21
	2.38
	.02*

	
	Acting
	3.79
	1.10
	
	

	Students actively participate in classroom discussions and activities.
	Regular
	3.22
	1.37
	4.60
	.00*

	
	Acting
	2.49
	1.22
	
	

	Overall
	Regular
	3.54
	1.35
	4.46
	.00*

	
	Acting
	3.16
	1.24
	
	


To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.09 less than acting 3.67 about the curriculum is well-designed and aligned with educational standards.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.90 greater than acting 3.50 about the curriculum incorporates real-world applications and encourages critical thinking skills.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.40 greater than acting 2.35 about teachers are knowledgeable and competent in their subject areas.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 4.10 greater than acting 3.79 about teachers effectively address individual learning needs and provide support to struggling students. 
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.22 greater than acting 2.49 about students actively participate in classroom discussions and activities.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.56 greater than acting 2.16 regarding quality education.  



Table 4.13. Independent sample t-test for professional development N= 206 (Regular=111, Acting=95)
	Statements
	Group
	M
	SD
	t
	Sig.

	The school provides a variety of professional development opportunities tailored to educators' needs and interests.
	Regular
	4.11
	.99
	1.77
	.22

	
	Acting
	4.00
	.96
	
	

	Professional development facilitators demonstrate expertise in the subject matter and effectively engage participants.
	Regular
	3.88
	1.08
	1.81
	.13

	
	Acting
	3.79
	1.00
	
	

	Participation in professional development has positively influenced my teaching strategies and classroom management.
	Regular
	4.01
	1.15
	.70
	.49

	
	Acting
	3.97
	1.07
	
	

	Professional development sessions offer opportunities
	Regular
	4.14
	1.07
	.33
	.82

	
	Acting
	4.09
	1.06
	
	

	Overall
	Regular
	4.03
	1.07
	1.15
	.42

	
	Acting
	3.96
	1.02
	
	


To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated there was not significance difference while mean score of regular heads was M= 4.11 greater than acting 4.00 regarding the school provides a variety of professional development opportunities tailored to educators' needs and interests.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated there was not significance difference while mean score of regular heads was M= 3.88 greater than acting 3.79 regarding professional development facilitators demonstrate expertise in the subject matter and effectively engage participants.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated there was not significance difference while mean score of regular heads was M= 4.01 greater than acting 3.97 regarding participation in professional development has positively influenced my teaching strategies and classroom management.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated there was not significance difference while mean score of regular heads was M= 4.14 greater than acting 4.09 regarding professional development sessions offer opportunities. 
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated there was not significance difference while mean score of regular heads was M= 4.03 greater than acting 3.96 about professional development.  








Table 4.14. Independent sample t-test for monitoring and mentoring N= 206 (Regular=111, Acting=95)
	Statements
	Group
	M
	SD
	t
	Sig.

	The mentoring program provides valuable guidance and support to new teachers.
	Regular
	3.59
	1.30
	5.81
	.00*

	
	Acting
	4.23
	1.01
	
	

	Mentoring plays a crucial role in fostering the professional growth and development of teachers.
	Regular
	3.36
	1.19
	3.00
	.00*

	
	Acting
	2.89
	1.16
	
	

	The mentoring process encourages reflection and self-improvement among mentees.
	Regular
	3.66
	1.09
	6.11
	.00*

	
	Acting
	2.91
	1.19
	
	

	Teachers feel comfortable seeking advice and feedback from their mentors.
	Regular
	3.25
	1.18
	5.61
	.00*

	
	Acting
	2.48
	1.26
	
	

	The monitoring process is fair and provides constructive feedback to teachers.
	Regular
	4.19
	1.21
	3.38
	.01*

	
	Acting
	3.60
	1.16
	
	

	Overall
	Regular
	3.61
	1.19
	4.78
	.00*

	
	Acting
	3.22
	1.15
	
	


To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.59 less than acting 4.23 about the mentoring program provides valuable guidance and support to new teachers.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.36 greater than acting 2.89 about mentoring plays a crucial role in fostering the professional growth and development of teachers.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.66 greater than acting 2.91 about the mentoring process encourages reflection and self-improvement among mentees.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.25 greater than acting 2.48 about teachers feel comfortable seeking advice and feedback from their mentors.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 4.19 greater than acting 3.60 about the monitoring process is fair and provides constructive feedback to teachers.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.61 greater than acting 3.22 regarding monitoring and mentoring. 






Table 4.15. Independent sample t-test for whole school development N= 206 (Regular=111, Acting=95)
	Statements
	Group
	M
	SD
	t
	Sig.

	The school's leadership effectively communicates a clear vision for the school's development.
	Regular
	4.10
	1.11
	2.44
	.03*

	
	Acting
	3.79
	1.15
	
	

	The school leadership team fosters a positive and inclusive school culture that encourages collaboration and innovation.
	Regular
	3.08
	1.36
	3.87
	.01*

	
	Acting
	2.59
	1.29
	
	

	The school's leadership demonstrates a commitment to continuous improvement and adapting to changing needs.
	Regular
	3.41
	1.33
	4.60
	.00*

	
	Acting
	2.77
	1.39
	
	

	The school provides professional development opportunities for teachers to enhance their instructional skills.
	Regular
	3.48
	1.25
	2.39
	.00*

	
	Acting
	3.12
	1.31
	
	

	The school actively promotes the well-being and mental health of students.
	Regular
	3.56
	1.32
	2.59
	.04*

	
	Acting
	3.20
	1.41
	
	

	Overall
	Regular
	3.52
	1.27
	3.17
	.01*

	
	Acting
	3.09
	1.31
	
	


To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 4.10 greater than acting 3.79 regarding the school's leadership effectively communicates a clear vision for the school's development.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.08 greater than acting 2.59 regarding the school leadership team fosters a positive and inclusive school culture that encourages collaboration and innovation.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.41 greater than acting 2.77 regarding the school's leadership demonstrates a commitment to continuous improvement and adapting to changing needs.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.48 greater than acting 3.12 regarding the school provides professional development opportunities for teachers to enhance their instructional skills.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.56 greater than acting 3.20 regarding the school actively promotes the well-being and mental health of students.
To compare the response of the respondents’ independent sample t-test was determined. The statistical analysis indicated the significance difference while mean score of regular heads was M= 3.52 greater than acting 3.09 about whole school development. 



CHAPTER V
SUMMARY, FINDINGS, CONCLUSIONS, DISCUSSION AND RECOMMENDATIONS
5.1 Summary
The last stage of formal education is the secondary school education and is one of the basic steps that have a major contribution in the progress of any nation. The cultural, economic, and social welfare of growing nations depend on the education. Based on the convincing evidences, it has been depicted that there exists a link between education and economic and social progress. Therefore, the government policies are intended to make everyone able of getting formal education. Thus, investing heavily to foster education sector so the socio-economic situations to get better. A large amount of funds for educational programs has also enhanced the accountability. 
The literature review gives inadequate directions how to improve pupils’ education standards state. Previous researchers discovered no perspective on the way to deal with upgrading the pertinence of secondary education level. This level also comprises educational syllabus and professional training changes that underscore students’ abilities to ensure for jobs and social living standards. 
Therefore, school head is a person, who makes plans, arranges and controls the faculty. School heads are not only responsible for administration but also act as educational leaders and a remedy for conflicts inside the faculty. They guide instructors within the classroom and lead them in carrying out and handling curricular and co-curricular activities of the school. Therefore, school head is called the supervisor or administrator. A school head co-operates with teachers in human relations, educational leadership, decision-making, control and clash resolution. He /she are responsible for achievement of the targets. 
5.2 Findings
1. The respondents were satisfied about the statements administration. 
2. The respondents were satisfied about the statement’s quality education 
3. The respondents were satisfied about the statement’s professional development.  
4. The respondents were satisfied about the statements monitoring and mentoring. 
5. The respondents were satisfied about the statements whole school development. 
6. It was found the difference of opinion between regular and acting heads about administration.
7. It was found the difference of opinion between regular and acting heads about quality education. 
8. It was found the difference of opinion between regular and acting heads about professional development.
9. It was found the difference of opinion between regular and acting heads about monitoring and mentoring.
10. It was found the difference of opinion between regular and acting heads about whole school development. 
5.3 Conclusion
It concluded that the participants were satisfied about all the dimensions of performance such as; administration, quality education, professional development, monitoring and mentoring, and whole school development. Moreover, except of professional development there was a significant difference found in administration, quality education, monitoring and mentoring, and whole school development. 
5.4 Discussion and Recommendations
Pakistan is one of the developing nations where secondary education institutions’ standards are in progress. In race of development, Pakistan tends to progress, therefore, education is a key element for this success. For better education, better standards are required which can be ensured only by service quality management strategies adopted by any educational institution. These strategies as it focusses over educational management strategies adopted by public sector in Pakistan. In Pakistan, great achievements for the betterment of secondary education sector have been recorded since last couple of years. Government is working with full enthusiasm with greater diversity of institutions that are responsible for offering professional academic programs. In global scenario, education has become basic tool for better survival. The expansion of education has affected its standards as well, so now education means to have more knowledge with a variety of modes, better learning environment and proper course delivery. 
Pakistani public institutions are making efforts for formulating a new method for boosting students to follow studies within their nation rather than going abroad. This strategy utilized for developing educational sector and encouraging the educational sector for meeting the standards as per the quality of education and country’s needs. Several efforts have been made for developing and maintaining the management system on the basis of philosophy of spreading speedy education system in the secondary schools. Although this research work has given useful findings for the development of secondary education but there are some of the limitations which have been identified and might guide the future research work.
It also recommended that future researchers should study this phenomenon using longitudinal design by measuring the variable in different space and time contexts. This study was limited to descriptive research design and did not involve time series data. A longitudinal approach would provide a different explanation. Moreover, present research study was conducted with reference to public secondary schools located in Punjab and there exists highest number of Pakistani public schools in this region. For generalizing the study’s outcomes, further research should be conducted in which other regions of country should be involved by utilizing same instruments for research. Additionally, further research could be conducted in other developing nations. The inspection of management strategies is very crucial that franchise provisions and their full or limited control. Additionally, as the performance of the heads is linked with the job performance of teachers and whole school development in this study; future research could be carried out for including non-academic staff members working in different academic departments as respondents. 
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QUESTIONNAIRE


Dear 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. 
[bookmark: _Hlk52985430]Thank you very much for your cooperation.  


Muhammad Usman



Demographics:
	Gender:
	(1) Male (2) Female

	
Category: 

Academic Qualification:
	 
(1) Regular (2) Acting
 
……………………….

	Total Professional Experience in years
	…………………………







Likert Scale:
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	1
	2
	3
	4
	5

















Performance

	Administration

	1
	The school's administrative staff effectively handles day-to-day operations and tasks.
	1
	2
	3
	4
	5

	2
	Administrative decisions are communicated clearly and in a timely manner to all stakeholders.
	1
	2
	3
	4
	5

	3
	The administrative team demonstrates a commitment to fostering a positive school culture.
	1
	2
	3
	4
	5

	4
	Administrative policies and procedures are fair and consistently applied throughout the school.
	1
	2
	3
	4
	5

	5
	The school administration provides adequate support and resources to teachers and staff.
	
	
	
	
	


	6
	The supervision process encourages open communication between supervisors and teachers.
	1
	2
	3
	4
	5

	7
	Teachers feel supported and valued by their supervisors in their professional development.
	1
	2
	3
	4
	5

	Quality Education

	1
	The curriculum is well-designed and aligned with educational standards.
	1
	2
	3
	4
	5

	2
	The instructional methods used by teachers effectively engage students in the learning process.
	1
	2
	3
	4
	5

	3
	The curriculum incorporates real-world applications and encourages critical thinking skills.
	1
	2
	3
	4
	5

	4
	Teachers are knowledgeable and competent in their subject areas.
	1
	2
	3
	4
	5

	5
	Teachers effectively address individual learning needs and provide support to struggling students.
	1
	2
	3
	4
	5

	6
	Students actively participate in classroom discussions and activities.
	1
	2
	3
	4
	5

	Professional Development

	1
	The school provides a variety of professional development opportunities tailored to educators' needs and interests.
	1
	2
	3
	4
	5

	2
	Professional development sessions are conducted regularly and are easily accessible to all teachers.
	1
	2
	3
	4
	5

	3
	Professional development facilitators demonstrate expertise in the subject matter and effectively engage participants.
	1
	2
	3
	4
	5

	4
	Participation in professional development has positively influenced my teaching strategies and classroom management.
	1
	2
	3
	4
	5

	5
	The knowledge and skills gained through professional development have enhanced my ability to address diverse student needs.
	1
	2
	3
	4
	5

	6
	Professional development sessions offer opportunities for collaboration and networking with other educators.
	1
	2
	3
	4
	5

	Monitoring and Mentoring

	1
	The mentoring program provides valuable guidance and support to new teachers.
	1
	2
	3
	4
	5

	2
	Mentoring plays a crucial role in fostering the professional growth and development of teachers.
	1
	2
	3
	4
	5

	3
	The mentoring process encourages reflection and self-improvement among mentees.
	1
	2
	3
	4
	5

	4
	Teachers feel comfortable seeking advice and feedback from their mentors.
	1
	2
	3
	4
	5

	5
	The monitoring process is fair and provides constructive feedback to teachers.
	
	
	
	
	

	6
	Monitoring helps identify areas for improvement and guides teachers' professional development plans.
	1
	2
	3
	4
	5

	Whole School Development

	1
	The school's leadership effectively communicates a clear vision for the school's development.
	1
	2
	3
	4
	5

	2
	The school leadership team fosters a positive and inclusive school culture that encourages collaboration and innovation.
	1
	2
	3
	4
	5

	3
	The school's leadership demonstrates a commitment to continuous improvement and adapting to changing needs.
	1
	2
	3
	4
	5

	4
	Teachers effectively implement instructional strategies that engage students and promote critical thinking.
	1
	2
	3
	4
	5

	5
	The school provides professional development opportunities for teachers to enhance their instructional skills.
	
	
	
	
	

	6
	The school actively promotes the well-being and mental health of students.
	1
	2
	3
	4
	5

	7
	The school utilizes assessment results to identify areas for improvement and implement targeted interventions.
	1
	2
	3
	4
	5
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