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[bookmark: _Toc143636142]ABSTRACT
Job performance has become a foremost phenomenon of modern age. It can be enhanced by effective leadership. The main objective of this study was to examine the effect of leadership attributes and work engagement on performance of teaching faculty. In this study the teaching faculty from public secondary school in Hafizabad was selected as population while 289 respondents were administered as sample which were selected by simple random sampling technique. The questionnaire was used for the collection of research data by adopting survey method. Statistical Package for Social Sciences (SPSS) was used to analyze the research objectives. The findings of this study revealed that leadership attributes and employees’ engagement had moderate correlation with performance of the academic staff and also had moderate effect on performance. Moreover, leadership attributes had more significant effect on performance than employees’ engagement. This study is considered as spring board for the adaptation of effective leadership style according to the situation through updated strategies and techniques.

Keywords: Leadership attributes, Work Engagement, SSTs
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[bookmark: _Toc143636143][bookmark: _Toc134944536]CHAPTER I
[bookmark: _Toc143636144]INTRODUCTION
1.1 Introduction	
Teacher’s performance add values to the overall institutional performance. Therefore, a teacher contributes to the university performance if s/he is producing quality graduates who bears good characters and are successful in their respective field. If a teacher performs lower than the expectations, it affects the overall performance. So, to keep the university’s performance higher, teacher should give their best (Anra & Yamin, 2017).  
Job performance is a major variable with an impact on the organizational performance. Shah (2017) highlighted that in education sector, teachers’ performance is the valuable factor that not only affect the student performance but also influence the institutional performance.  Therefore, the teaching staff is expected to act in a certain way for achieving the effective performance of the employee by interpreting for gaining advanced tiers of respective output and to meet the social needs and to enhance the effectiveness of organizational objectives (Ali et al., 2016; Dinantara, 2019).
Job performance of teachers can be enhanced by improving the leadership. The quality of leadership can help in identifying the output of working of the teacher as well. The effectiveness and efficiency of leadership is directly proportional to the teacher’s performance. Thus, improving leadership quality will affect the teacher’s performance. In emulous circumstance, associations grow all around the world and experience many obstacles to get targets and convince to be extra effective from others. Pioneer conveys a significant commitment in accomplishment of hierarchical objectives and assists with expanding execution of representatives. Teacher performance significantly relying on leadership, organizational analysis, what kind of initiative they ought to accept assuming they want to upgrade educator execution (Torlak, 2019).
Teachers play a vital role in promoting and sustaining the performance and quality of schools. Teachers also plays integral role and prove themselves as an efficient resource of main support for universities to accomplish the objectives. Therefore, universities should try to enhance the performance of teachers as the universities’ performance depends on teacher’s performance (Hakim & Fernandes, 2017). For the performance evaluation of teachers, it is important to look for their research, teaching, administrative related services and counselling services they provide, mentioned that to perform better, teachers are supposed to meet their responsibilities in an efficient way (Kaiman, 2013).    
Every individual is different from other as this is the uniqueness of human beings, the leadership attributes believe on the individuality of human beings (Widiger, 2017). The differences in personality defines the characteristics, and dimensions which assures and help institutes in performing better and achieving maximum by onboarding the trustworthy, organized, manageable and committed employees as human resource. (Roberts et al., 2017). In addition, the personality traits of leaders affect the performance of employees. 
According to Chandrasekara (2019) people with agreeableness personality trait tend to have more social attitude that help them to interact with other employees at work and within organization. People having this trait are more into social interactions, create social groups, interact and mingle with the team. Therefore, it can be assumed that agreeableness is an effective factor that affect the job performance (Kramer, 2014). Furthermore, it is also elaborated that it might be the only factor for the kind of work that require more interpersonal communication and collaborations (Ma, Guo & Fang, 2021).
Boundless Management (2017) highlighted that work engagement is also an individual approach towards work and collaborations. This type of attitude towards every staff member is affected by the leader’s behavior especially because of their understandings. Inner motivation of employees is the major factor that differentiate them from the other workers. Farooq and Hanif (2013) elaborated that leadership has a certain responsibility in ensuring that the employees or subordinates are motivated at their work. 
Majority of the organizational research has linked the job motivation with the model-oriented leaderships, which assumes that subordinates tend to get more motivation from leaders as compared to other staff or colleagues (Achoka, et al., 2011). Therefore, it is presumed that motivation is the condition for the organizations to grow and expand.  Institution imaginary impression exceeding, hence it may be assumed and concluded that leadership and motivation have a positive correlation, if one is effected other will follow that change in same direction and lastly, due to this characteristics, it manipulate and dominate motivation (Baah, & Amoako, 2011). Such employees who are more committed and have higher level of motivation those are happy to do hard-working and eager to increase their productivity and effectiveness in their respective institutes. However, different experiments and researches has already confirmed and showed us that South African scholars are on average lines in terms of worldwide benchmarked investigation, which is a serious situation. (Abd-El-Fattah, 2010; Dessler, 2013). 
[bookmark: _Toc134944537][bookmark: _Toc143636145]1.2 Problem Statement
[bookmark: _Toc517906286]The major aim of education in Pakistan is to bring such product to market which is competent enough to play their part in making this a developed nation. The main factor that can help in achieving this objective is the performance of teachers. The factor that affects the teacher’s performance are leadership attributes, work engagement of teachers. There are many methods to increase the performance of the teachers, but those are not put into the scope of this research. Some scientific investigations, which are already have been conducted, showed that conclusion that performance in job, attributes of leadership and work engagement almost shares the positive relation with one another. Although, those studies were conducted for different perspectives and for serve different purposes but variable relations are more or less the same.    
[bookmark: _Toc134944538][bookmark: _Toc143636146]1.2 Objectives of the Study
The main objectives of this research were; 
1. To examine the level of leadership attributes, work engagement and performance of teaching faculty.  
2. To find out the correlation between leadership attributes and performance of teaching faculty.  
3. To examine the correlation between work engagement and performance of teaching faculty.   
4. To evaluate the effect of leadership attributes on performance of teaching faculty.  
5. To identify the effect of work engagement on performance of teaching faculty.  
[bookmark: _Toc134944539][bookmark: _Toc143636147]1.3 Research Questions 
1. What is the significance level of variables of the study?
1.1 What is the significance level of leadership attributes?
1.2 What is the significance level of employees’ engagement?
1.3 What is the significance level of the performance of the academic faculty?
[bookmark: _Toc133221506][bookmark: _Toc134944540][bookmark: _Toc143636148]1.4 Research Hypotheses 
1. There is a significant association between leadership attributes and performance of teaching faculty.
2. There is a significant association between work engagement and performance of academic staff.
3. Leadership attributes is a predictor of the performance of teaching staff.
4. Work engagement is a predictor of the performance of academic faculty. 
[bookmark: _Toc53584194]1.5 Delimitations of this Research
This study was conducted in secondary school level of Hafizabad only due to the limitations of time, financial resources. Any district other than Hafizabad was not considered or included. Also, no teachers from other educational levels were included, only secondary school level teachers were selected and studied.
[bookmark: _Toc134944541][bookmark: _Toc143636149]1.6 Significance of the Study
This research will add to the dearth of literature on the subject by erasing the gloomy scenario. The findings of this investigation will be helpful for all of the stake-holders and scholars, such as teachers, leaders, educational planners, policy makers, educational institutes and human capital. This will further improve the management stance in improving the institutional mission and vision by achieving the set goals. This investigation shares a unique conceptual framework related to the educational leadership and management. This study will highlight the ways that can help in advancing the educational institutions that will lead to the success. Pakistan is trying to progress and meet the educational standards set by developed countries. Similarly, the research side of educational management is also not very strong, educational sector is growing very slowly which is affecting the world territory. This study will be examining the job performance of teachers by using multidimensional approach.  
[bookmark: _Toc134944543][bookmark: _Toc143636151]1.7 Operational Definitions
[bookmark: _Toc134944544][bookmark: _Toc143636152]Leadership Attributes
Leadership attributes are the behavioral pattern of a person which influence others individuals and refer to the adaptation of various styles of the heads in order to run the educational institutions.    
[bookmark: _Toc143636153]Work Engagement
It is a dedicated and positive mindset which based on the connected individuals toward work setting. This kind of attitude towards every staff member is an affected by the leader’s behavior especially because of their understandings.
[bookmark: _Toc134944545][bookmark: _Toc143636154]Job Performance
Job performance can be defined as the ability of teachers to fulfill their responsibilities related to work to meet the university standards. It can be defined as the individual capacity of employees which help them to achieve their personal and organizational goals by meeting the standards. 
[bookmark: _Toc134944546]

[bookmark: _Toc143636155]CHAPTER II
LITERATURE REVIEW
[bookmark: _Toc143636156]2.1 Introduction
The review of literature was composed according to major variables of this study such as job performance, work engagement and leadership attributes. The major databases such as google scholar, and HEC databases were used to search the already published literature on the subject. This chapter reviews all the major studies in order to make connection among the variables. Employees ought to animate their presentation through their leaders. Alongside this, previous studies have highlighted that leadership affect work performance of the employees (Ribeiro et al., 2018). Leadership styles essentially contribute, to achieve consolidated objective administration styles that are representatives and the concerned organizations/institutions and effects the relation of specific relevant to represent greatest ability (Zafar et al., 2017). 
Organizations need to put their focus on enhancing the workers job performance as this is the main reason of organizational growth and environmental consistency. Leadership always helps, support and motivate their subordinates (Iqbal et al., 2015). Highlighted that there are many theories that has developed to showcase the association of leadership with performance. It is also highlighted in the literature that the leaders, who have more capacity of coaching their team, became the reason of organizational success because it solely depends upon the leaders. The successful leaders are always in position to address the employee’s capabilities and help them to achieve their goals (Audenaert et al., 2016).
In the same way, Ribeiro et al (2018) expanded the observation and mentioned that leader’s affect the employee’s and help them to achieve organizational goal by guiding them or helping them to complete their tasks. They not only motivate employees but also ensure that they have accepted the environment around them and provide needed guidance whenever needed (Ahmad et al., 2013). The literature has highlighted leadership styles as an instrument that led the employees to work for achieving the organizational objectives. The personality, reasonable nature, influential traits and tactics of managers bring a very affective change which motivate them to enhance the work performance. There are a lot of scholars who have cited leadership as an action of following the traits of organized and well managed teams and other groups to the direction of setting smart goals increasing goal achievement.
2.2 Pakistan Education Policies
M. A. Jinnah rested the importance to education in1947 when Pakistan came into being. He believes that the recently came into being country could only be built into powerful and stable nation by education for this reason, the foremost educational conference was held in Karachi from the last week of November to first day of December 1947 and educational framework was established shortly. It compresses of education advisory committee, council of technical education. In addition, the participants decided to shape the educational policy on the ideology of two nation theory. This point was the top-most in the meeting and this is very important and can be repeated to replicate it entirely (Aziz et al., 2014).
To get the main goals and objectives of educational institutions are considered as their rules. Education policy main purpose is to set the policies according to the needs of society and state. The best policy is the one that achieved the goals and objectives to a great extent for which it is made. It also rises the importance of relation between the positive relation between the policy and its instructional tasks. Educational scientists are considered to be precious assets due to these policies and combine its prime effects with global studies. Then these policies are pre-owned by managers, teachers, scientists, researchers, professors and decision-making authorities (Behlol et al., 2014). 
The main agenda of the first meeting of the educational advisory board that was held in Karachi from June 7th to 9th, was to endorse the major political and ideological policies that were reported earlier 1948 from the very start, native language was chase as a medium of instruction for the student, after primary the Urdu would be made of education while at university level English would be the medium of construction. Although, appendix VI recommended the using to Urdu instead of English, around 1957, yet the educational policy focused on Islamic education at the same time. No matter which method was adopted, there were no real results until 1950. In the conference of the education advisory board in 1949, 1950 and 1954, three sorts of recommendations were laid: the first involves ideological and political issue, the second was related to the standards of education and the last was applicable to the amount (Tahir & Taylor, 2013). 
Since 1947, Pakistan has put forward various educational policies. Below are the educational policies in the Pakistan,
1: Pakistan national education conference in 1947
2: National education commission in 1959
3: New education policy in 1970
4: Education policy in 1972-2010
5: National education policy in1979
6: National educational policy, 1992
7: National education policy 1998-2010
Different literacy rate has been regulated in numerous educational policies, so that suggested goal can be accomplished. Unfortunately, nothing had attained. In South Asia, which had depressed level literacy rate: this was identified by UNESCO in 2002 hardly few years ago. Net enrolment rate (NER) at basic level of education was 66% to men and 59% to women. 
2.2.1 Formulation of Education Policies
It is compulsory to prepare a framework of policy in order to make the policy effective. Policy formulation is a procedure to draw framework in black and white. There are several ways to make policy framework like wheeler model, linear growth theories, development stage theories (Fullan, 2000).
Although policy formulation is an important factor yet the main focus of its productivity and practical execution, practical execution includes a plan to be in exercise, a procedure or a series of advance ventures, and new structures for people who are trying or wishing to replace. Fullan (2000) education is the key role to enhance the intellectual and political abilities. The effects various aspect of funding in education and prevision were already discussed.
In Pakistan legislation assist the program and a power, transfer plan was started in 2000. As part of the power transfer plan, district and common leaders at low level of policies have the right to draw a framework and manage. The aim of return is to improve the execution and management procedures. This plan includes the transfer of resources, the use, control, execution, management, observing and assessment of the education system. The people who are nearer to the area have the opportunity to expand their involvement. It was thought that this plan would also help to make choices. As part of power transfer plan, currently, the main government is answerable and making the policies for whole country. It also addresses the problems like a path to get education, chances of acquiring education equally. In addition, this plan also helps to draw framework to induct tutors and determine their salary. It also helps to decide national academic standards and uses the national grading system to grade pupils (Fullan, 2000). 
[bookmark: _Toc73791198]2.2.2 Implementations of Education Policies 
Starting in June 1998, a new policy for education was introduced so the country can be ready for the challenges of 21st century. The goal- oriented principles of this plan can from the foundation for strengthening Pakistan’s ideological borders and depends on the Islamic discipline. This above-mentioned plan’s main focus was also to prepare the nation for advance knowledge and expertise in new skills. The educational vision in 2010 was included in 9th five-year plan. As mention in the national education policy (1998-2010) it stipulates aims objectives and framework for achieving these policies in Pakistan. 
The main content is to universalize the basic level education whether it concerns with quantitative or qualitative education. It helps the policy makers to focus on expanding primary education. It has been decided to use tradition and modern approaches to fulfil these outcomes. In addition, these approaches are used to minimize the variance, disproportion and inequalities inside the education sector. These approaches also help to enable people to freely acquire education. Another main goal of this policy is to upgrade and refine the standards of practical and scientific education so predictive skilled workers can be inducted into workforce. These workers will benefit the economy and industry help in meeting the objectives of different sector of economic.
Through these policies another objective is to eliminate literacy level. This policy’s aim is to make secondary education hetero generous so multiple objectives can be met. Following are the main objectives of this policy, 
1: To ensure basic level education to the entire citizen, all children must have opportunity to acquire free education 
2: To create syllabus on regular intervals 
3: To motivate non-public enterprise to come forward in giving free education to some extent in their schools. 
4: To systemized the assessment and monitoring procedures throughout in education sector.
5: Vocational training should be must so productive and skilled workers can include in workforce according to the necessity of all sectors of the economy.
6: The selections criteria must be based on merit especially in examination.
7: Teachers’ pedagogical and instructive programs must be started, before selection, in after recruitment and in job for the betterment of state inspection and assessment of examination.
8: The educational project method starts from the middle school age and the focus is on studying through the age of eight. 
2.3 Education System at Secondary Level         
Secondary education regulates the nature and extent of a person’s activities as a civilian and economic participant, whether it is personal or national interest. History is the witness that the states, who promoted secondary school education before time, have got advantageous position through this way as a linkage involving primary and secondary education and the supplier of standard individual’s asserts for the sake of workers marketplace. Secondary school education is non-stop influential stage indoctrinate a worthy scheme inside the children. 
Watkins (2000) In the present links, many of the mounting states have paid mention towards primary education having no suitable forecast for secondary education. Mushtaq & Kayani (2013) the proportion of secondary level to basic standard school in different areas of Pakistan. This area is affected with concerns of excellence, significance, approach and withdrawals. The ratio of withdrawal at this stage is 45% rather than 30% which is observed at primary stage. This higher rate of dropout can be the cause of increasing amount of expenditure at secondary school education many attempts were made possible for relevance of secondary education by preamble technological flows but the consequences were found mixed. Ahmad et al (2013) a grave subject matter has been seen a decreasing number of enrollment of females at secondary school stage because of restrictions imposed by cultural impacts. Through a sober concern is there and a sufficient confirmation from study to propose that at secondary school education level to have optimistic approach to some additional communal signs which include infant death in prior plan documents. 
Secondary level schooling has also been pointed out many times especially focusing on technological as well as occupational educational for. The intention of these age set people having no cost education targeting up to level IX, X were planned but, regrettably no particular success has been found in the mentioned area. Ravicth (2000) we need to study some essential aspects in order to identify the causes why high school education has been ignored. We determine their role, especially in national construction and then give proper attention to secondary school education. The accomplishment of secondary school education means the end of personal education, yet if without charge and obligatory education is proved up to the secondary level intended for huge majority of the people (Halai & Durrani, 2020). 
Therefore, it is necessary to check that 9th- 10th classes offered extensive training in various complementary fields. These trainings should be adequate to enable a person to enrich his/her life for obtaining commercial comfort and become rich civilian in a progress state. It cannot simply pass from high school and have nothing to do with existence and income, because they cannot reach their overflowing future, which may load society. At this level, the main exposure of educational help should be to provide learners with appropriate guidance to select the path or paths that best link their power to the economic perspective. It needs to discourage kids who may have completed a high school degree from selecting subjects that does not related if they have not reached the growing stage (Aziz et al., 2014). 
Occupational training education is increasingly keened up by academic schemers, excluding the geographic plus spectrum wants of professionals working with commercial organizations have not fully taken into account technical and vocational learning. Ashraf and Ismat (2016) therefore, we are still unable to develop expertise in the required department so not products are introduced into the structure. All steps taken in the area of education should be systematic and organized. Take steps together with education leaders and policy makers. We have leak of experienced workers and the financial benefits of having the right qualifications are very considerable. Therefore, occupational learning should be provided according to mechanical and occupational schools should be developed in proper geographic positions rather than governmental locations (Memon et al., 2010).  
2.3.1 Secondary School Education in Pakistan
Secondary school education is considered as final stage of formal education, it is considered as the first step for the growth of a nation. Education has played a pious role in the development of a nation. Research showed that standardized higher education has enhanced the economic and social life of a civilized nation .to achieve these goals the state desire that every citizen should get formal education. For this purpose, the state heavy budget needs to be spent on education sector for the standardized community and accountability (Mushtaq & Kayani, 2013). 
Education brings changes in every field of a nation the person who plays vital role in this all scenario for the development of a nation that is teacher. It is teacher that produces passion and emotions in students to work hard to get goals and objectives. And hence teaching is such a difficult profession (Hafeez et al., 2020). Only those teachers can perform this responsibility who are well organized, well-educated and trusty to his profession. A visionary teacher performs best as compare to those who are restricted to his subject. To get the good result in the field of science and technology, teacher training is must (Jahangir et al., 2012; Halai & Durrani, 2020).
Secondary training frameworks in under-developed nation are feeling constraints to work for more pupils and for achieving more successfully. The development in education sectors and giving effective secondary education that raised the expansion at basic level in numerous nations (Behlol et al., 2014). In south Asia nations remain tenaciously very less literacy rate at secondary level. Additionally, this is probably going to change quickly in the coming time as the present grade school pupils become mature enough for secondary school. Countries are tiring hard to meet the challenges and objectives set of UNO’s (sustainable Development Goals) and these objectives are being upheld by many nations. 
Secondary school education is considered as important stage of formal education, it is considered as the first step for the growth of a nation. After getting this education students go towards the higher education. Sometime secondary is delivered in one building while in some areas it is taught in separate buildings (Ansari & Khan, 2020). 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 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. 
Through proper investigation research this evaluation central point shows that of effects by utilizing acceptable balancing group to disengage the impacts of mediation from (1) in the long haul, different chances in current atmosphere (2) already prevailing dissimilarities among classes. Using old report, we figure out and spotlight what is familiar distinguish the spaces that are still there. Hanushek and Woessmann (2000; 2008) simultaneously, it is basic duty of educational institutions to make ready pupils for Adulthood planning process. In the meantime, they should also learn delicate abilities while they are in basic level educational institutions to become profitable and effective employees as well as constructive and helpful members in their social orders.  
As policy makers the government should always positive while spending in educational institutions. Mostly in developing countries it has been highlighted that importance of education has increased. Stressed the status of education, particularly in emerging countries, attained the achievement in this sector. Seeing the number of interfering to resolve institutional complications in emerging countries (Shah et al., 2017). 


[bookmark: _Toc143636157]2.4 Job Performance
The nature and complexities of work varies from each other, every work and workplace have its own environment, expectations and performance indicators. Therefore, Ardakani (2012) stated that job performance can be defined in multiple ways depending upon the nature of work being processed but mainly it is the individual capacity or ability.  Wen et al (2019) stated that nature of job performance is derived from work requests distinctively in various associations, and relies upon mission, and beliefs of the associations which are more esteemed in various associations. Researchers from psychology believed that job performance is a multidimensional construct (Zafar et al 2017; Iqbal et al., 2015; Torlak, 2019). Furthermore, the job performance is an individual’s capacity to work in order to meet the expectations and standards set by the organizations to meet the organizational objectives (Munaf, 2011; Fernandez, 2015).
The contextual job performance factors such as loyalty and will power, inner motivation has also been acknowledged by the researchers in social sciences as performance is defined and understood as a multidimensional variable. The performance theories defined performance as a behavior that is further elaborated as the actions performed by people which can be seen by others (Bhat & Bashir, 2016). Along with this, Hakim and Fernandes (2017) also highlighted that work performance is two-dimensional phenomenon, it is just because of the fact that is the unique blend of behavior of employee with standards of work set by the organizations. It is therefore, can be concluded that contextual performance supports this two-dimensional model. 
According to Motowidlo et al (1997) the basic competencies of an organization, such as psychological and social components, must be effective and efficient for success to occur. Additionally, Conway (1996) mentions that additional role behaviors and civic behaviors are founded on studies of the many areas where they are contextual performance (Goodman & Svyantek, 1999). Contextual performance, according to Borman and Motowidlo (1993; 1997), includes a variety of actions such as volunteering for jobs, assisting teammates, and protecting and upholding the organization (Uraon & Gupta, 2020).
Moreover, contextual performance refers to employees’ behavior that helps in a social environment where major actions are being performed. It discusses behaviors that contribute to organizational climate and commitment. Van Scotter (2000) has stated in his study that it is preserved with enthusiasm, ability of doing task without being asked, assisting other team mates and helping them and defending the one’s organization, is the performance of employees.” (Lang et al., 2012; De Boer et al., 2015).  The task performance includes the final product, employee’s supervision, major planning and other related activities. Contextual performance and task performance are being dealt with as different modes of subjective behavior that add on the individuals for their improved outputs. Motowidlo and Schmit (1997) has stated that task segment of performance is based on modules of core activities and organizational behavior in the prescribed JD. 
2.5 Leadership Attributes
[bookmark: _Hlk15423380]Leadership includes the abilities of a person who can initiate the difference, support subordinates, and help them in achieving the task that authorities expected to be complete (Zulfqar, et al., 2016). Ali et al. (2013) explained it as an effective relationship between managers and subordinates who work for a common goal which is organizational development. Leadership is all about heling the followers to increase their confidence, giving them vision, articulating mission, helping them to learn effective communication to better achieve the goals of the organizations. (Baek et al., 2018).
Moreover, Wang and Howell (2012) further explained abilities of the leaders as those who provide directions and vision for organization; leaders communicate vision to employees and provide inspiration to employees to overcome hurdles. Joo et al (2012) mentioned that classification is beginning of the scientific research in leadership. Through the scientific literature, leadership is divided in various types on the basis of characteristics of leadership. Based on the working style of different leaders it can be classified in the autocratic leadership, authoritarian leadership, democratic leadership and laissez-faire. In perspective of mentality, the leadership is of two major types, transformational leadership (Gulluce, et al., 2016).
[bookmark: _Toc17742617][bookmark: _Toc20384835][bookmark: _Toc22111855]In order to explain about the leadership style, it is of value to define what a leadership style is. As per Iqbal et al (2015) leadership styles are series of managerial attitude, behavior, characteristics and skills of leadership. As per Northouse (2015) leadership style is a behavioral pattern of an individual that attempt to influence others in order to direct towards a common goal. It can be explained as set of behavioral model leadership styles that an individual applied dealing with their followers and influence their performance towards betterment of individual and organization (Ribeiro et al., 2018). 
Leaders with the effective and efficient leadership traits are proved to be more passionate while being involvement in activities, shares the participative approach, help others to overcome shortcomings rather than pointing out mistakes, and articulate their vision more clearly. Moreover, the person with effective traits addresses themselves more efficiently in being extrovert and social human being, respect others and value them as capital resource. Hence, Mróz and Kaleta, (2016) concluded that, attributes of leader are advocates of job performance. Leadership attributes may approve itself to be the predictors of job performance and advocates s well, for work which requires social activities, interpersonal interaction and coordination. (Ma et al., 2021).
[bookmark: _Toc134944547][bookmark: _Toc143636161]2.4 Work Engagement
For stepping up towards the betterment of the workers, the construct of their job performance has been the focal point persistently. (Christian, Garza & Slaughter, 2011; Dalal et al., 2012; Demerouti, Bakker & Leiter, 2014; Devonish & Greenidge, 2010) and it is rendered largely as pre-exercising of average activation. In the light of these advantages, it is obligatory for the organization to introduce and develop worker supportive programmes to the reconciliation of workers engagement in their sphere. So, the performance and retention of the workers will be improved and stimulated for the well-being of their jobs (Alessandri, et al., 2014; Bakker et al, 2012; Chughtai & Buckley, 2011). Those workers who are already practicing the cordial efforts and putting involvement at work and having a satisfied mental stance. That ultimately leads them towards creativity and circumspection on given tasks. (Kim, Kolb, & Kim, 2013). 
Consequently, the work-related well-being is a contentment and Courageous disposition in job engagement (Leiter & Bakker 2010). In a review given by Bakker, Albrecht, and Leiter (2011), job engagement is a higher level of vigor and participation in work. From recent research, it was revealed that work engagement the performance and activity learning in work. (Bakker et al., 2012a; Halbesleben et al., 2008; 2010). There is still insufficiency of empirical research in the educational literature about the employee’s engagement and their performance. (Alessandri et al., 2014; Kim, Kolb & Kim, 2013). 
[bookmark: _Toc134944548][bookmark: _Toc143636162]CHAPTER III
[bookmark: _Toc122507518][bookmark: _Toc134944549][bookmark: _Toc143636163][bookmark: _Toc517907392][bookmark: _Toc53584257]RESEARCH METHODOLOGY
The purpose of this investigation was to identify the impact of leadership attributes and employees’ engagement on performance of academic staff at secondary school level. In this chapter defines the research approach, design, details of population and sampling, instrumentation along with reliability and validity details, data collection analysis procedure. 
[bookmark: _Toc517907393][bookmark: _Toc53584258][bookmark: _Toc134944551][bookmark: _Toc143636164]3.1 Research Design
[bookmark: _Toc517907394][bookmark: _Toc53584260][bookmark: _Toc134944552]There are three main types of research designs; quantitative, qualitative and mixed method research. This study is based on quantitative and correlational research design. Survey research method based on questionnaire was used to complete the study (Creswell, 2014). Positivism is a research paradigm rooted in the belief that knowledge should be derived from empirical evidence and objective observations. It emphasizes the use of scientific methods, such as quantifiable measurements and experiments, to study and understand the social and natural phenomena. 
In the positivist paradigm, researchers aim to uncover universal laws and causal relationships that govern the world. The prioritize objectivity, seeking to eliminate biases and personal interpretations from their research. Positivist researchers typically employ deductive reasoning, formulating hypotheses and testing them through systematic data collection and analysis. The focus is on generalizability and the ability to make predictions based on the findings. Positivism is often associated with the natural sciences, but it has also been applied in social sciences, seeking to bring rigor and objectivity to the study of human behavior and society.
[bookmark: _Toc143636165]3.2 Population and Sampling 
[bookmark: _Toc517907396][bookmark: _Toc53584263][bookmark: _Toc134944553]The teachers from secondary schools of public sector from Hafizabad, were the population frame of this investigation. Simple Random Sampling Method is used to select the sample of 289 secondary school teachers. Simple Random Sampling in a probability sampling technique, in which every member of the population has an equal chance of getting selected. 
[bookmark: _Toc143636166]3.3 Development of Questionnaire
[bookmark: _Toc517907398][bookmark: _Toc53584264][bookmark: _Toc134944554]A questionnaire was developed and is used to record impressions from the participants of the investigation. The questionnaire has four sections which were adopted from different research instrument available in published research. In first section Leadership attributes questionnaire was adopted from (John & Srivastava, 1999)), in second section, Utrech Work Engagement Scale (UWES-9S) was adopted from (Schaufeli, Bakker & Salanova, 2006) and 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. 
[bookmark: _Toc143636167]3.4 Reliability and Validity of Questionnaire
It is important for an instrument to measure that what an instrument is being developed to measure (Creswell, 2014). Gray (2014) concluded that is adding the face and content validity in comprehensive researches. In this particular investigation face validity was assessed to determine if the questionnaire contained appropriate questions. The questionnaire will be refined based on feedback from experts to ensure that the items, objectives, and hypothesis are suitable for this study. To enhance clarity and comprehension, experts were asked to refine the language and format of the items to align with the context of education management. 
Reliability, on the other hand, refers to the instrument's ability to consistently produce the same information over time. It involves obtaining consistent results when using an instrument for multiple measurements (Gray, 2014). It is assumed that when an instrument is used at different times, the results should be consistent (Creswell, 2014). For this research Alpha value was exceeded 0.7 by applying Cronbach’s (Chin, 2010; Cronbach, 1951; Nunnally, 1978; Pallant, 2013).
[bookmark: _Toc517907400][bookmark: _Toc53584266][bookmark: _Toc134944555][bookmark: _Toc143636168]3.5 Collection of Research Data
The five points scale, Liker Scale, 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.
[bookmark: _Toc53584268][bookmark: _Toc134944556]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.  
[bookmark: _Toc143636169]3.6 Data Analysis
To analyse the main objectives and goals of this investigation, descriptive and inferential statistics is used. Mean, Standard Deviation, frequency and percentage from descriptive side and Pearson Correlation and Multiple Regression Analysis from inferential side are being applied. And all of the data analysis was processed on SPSS-25.  


[bookmark: _Toc143636170]CHAPTER IV
[bookmark: _Toc143636171]DATA ANALYSIS
Table 4.1
Descriptive Analysis about the factor classroom management of leadership attributes
	Statements
	M
	SD

	Paid attention (Individually) to all kids in class the class room
	3.58
	.98

	There was positive interaction with the students.
	3.51
	.89

	Participated in every activity along with students.
	3.73
	.97

	Motivate the students’ right before start giving lectures.
	2.96
	1.02

	Audio video aids has been used during teaching sessions
	3.46
	.91


Overall= M= 3.45, SD= .95
To evaluate the current level of participants, the results showed the mean of items was
[bookmark: _Hlk134289011]2.96 to 3.73 and overall M= 3.45, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements regarding classroom management.  


Table 4.2
Descriptive Analysis about the factor communication and presentation skills of leadership attributes
	Statements
	M
	SD

	No communication gap between teacher and students have been found
	3.21
	.98

	All queries of the students have been handled properly
	3.62
	.97

	Assisted & provided the effective guidance to all students to complete their tasks efficiently
	2.97
	1.01

	Autonomous attitude and/or behaviour have been practiced toward students.
	2.89
	.98

	Just got polished my communication skills by training them
	3.59
	.92


Overall= M= 3.25, SD= .97
To evaluate the current level of participants, the results showed the mean of items was
[bookmark: _Hlk134289042]2.89 to 3.62 and overall M= 3.52, SD= .97. Therefore, it is recommended the teachers are somehow satisfied with all the statements regarding presentation and communication skills.  


Table 4.3
Descriptive Analysis about the factor time management of leadership attributes
	Statements
	M
	SD

	Handled routine activities of my students properly
	2.91
	.95

	Kept an eye on daily homework of students
	2.95
	.92

	Whatever I want to teach, I can do that.
	3.59
	.91

	Weekly tests have been managed properly
	3.71
	.96

	Syllabus is always completed as per schedule.
	3.32
	.99


Overall= M= 3.30, SD= .95
[bookmark: _Hlk134289060]To evaluate the current level of participants, the results showed the mean of items was
2.91 to 3.71 and overall M= 3.30, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements regarding time management.  


Table 4.4
Descriptive Analysis about the factor problem solving of leadership attributes
	Statements
	M
	SD

	I handled the queries of the students properly
	3.55
	.98

	I am competent enough in all relevant areas of the job.
	2.66
	.94

	I help others when their workload increases
	3.39
	.97

	I can multitask & can take more responsibility.
	3.59
	.94

	I have good instincts about understanding & learning about students’ needs.
	3.26
	.89


Overall= M= 3.29, SD= .95
To evaluate the current level of participants, the results showed the mean of items was
[bookmark: _Hlk134289074]2.66 to 3.59 and overall M= 3.29, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements about problem solving.  


Table 4.5
Descriptive Analysis about the factor change management of leadership attributes
	Statements
	M
	SD

	Made innovative & creative feedback to enhance the quality of education. 
	3.37
	.98

	Planned and organize to achieve objectives of the job and meet deadlines.
	2.96
	.93

	Observed & practiced innovative teaching techniques during teaching-learning process. 
	3.33
	1.04

	My instructions are important for others.
	3.38
	.95

	Shared new ideas and dimensions with other teachers.
	2.66
	.99


Overall= M= 3.14, SD= .98
[bookmark: _Hlk134289088]To assess the current level of participants, the results showed the mean of the statements were between 2.66-3.38 and M = 3.14, SD = .98. Therefore, it is identified that the teachers are moderately okay with all of the statements regarding change management.  


Table 4.6
Descriptive Analysis about the factor Vigor of work engagement
	Statements
	M
	SD

	I assert energetic behaviour at work.
	2.51
	1.05

	At my job, I feel strong and vigorous
	3.77
	.99

	I got up with a positive feeling about going to work
	2.94
	.97

	I can manage working long duration of lectures
	3.58
	.90

	At my job, I am very resilient, mentally
	3.59
	.97

	I keep continue my work even if I am not feeling well about environment.
	2.98
	.89


Overall= M= 3.22, SD= .96
To evaluate the current level of participants, the results showed the mean of items was
2.51-3.77 and M= 3.22, SD= .96. Therefore, it is recommended that teachers are somehow satisfied with all the statements regarding vigor. 


Table 4.7
Descriptive Analysis about the factor dedication of work engagement
	Statements
	M
	SD

	I make my work purposeful & impact-fullness.
	2.96
	.97

	I am enthusiastic about my job.
	3.52
	.88

	Teaching inspires me
	3.68
	1.01

	I am very fond & proud of my teaching profession
	2.88
	.97

	I find my job challenging
	2.97
	.96


Overall= M= 3.20, SD= .95
To evaluate the current level of participants, the results showed the mean of items was
[bookmark: _Hlk134289121]2.88 to 3.68 and M= 3.20, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements about dedication.  


Table 4.8
Descriptive Analysis about the factor Absorption of work engagement  
	Statements
	M
	SD

	I forgot about time when I am on working in class
	3.41
	.98

	When I am working, I forget everything else around me
	2.55
	1.01

	It just feel exited whenever I think the teaching
	2.81
	.96

	I just get occupied by my working
	3.71
	.95

	I get carried away when I am working
	2.91
	1.04

	It is difficult to detach myself from my job
	3.41
	.93


Overall= M= 3.13, SD= .97
To examine the current level of participants, the results showed the mean of items was
2.55-3.71 and M= 3.13, SD= .97. Therefore, it is recommended that teachers are somehow satisfied with all the statements about absorption.  


Table 4.9
Descriptive Analysis about the factor contextual performance of job performance
	Statements
	M
	SD

	I help other employees by doing their tasks whenever they do not feel good and get sick.
	3.49
	.96

	I love volunteering for other empathetically
	2.69
	.92

	I practice novelty to orient new employees in my department even though not part of my job description.
	3.88
	.90

	I help others on their increased workload.
	2.91
	.99

	I often suggest uniqueness to improve the overall quality of the department.
	3.71
	.94

	I participate in official gatherings attend functions as it helps building network & gaining new information.
	3.49
	.97


Overall= M= 3.36, SD= .95
To evaluate the current level of participants, the results showed the mean of items was
[bookmark: _Hlk134289138]2.69 to 3.88 and overall M= 3.36, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements regarding contextual performance. 


Table 4.10
Descriptive Analysis about the factor task performance of job performance
	Statements
	M
	SD

	I achieve the objectives of my job.
	3.66
	.99

	I meet criteria for performance.
	3.27
	.97

	I demonstrate expertise in all job-related tasks.
	2.96
	.96

	I fulfil all the requirements of the job.
	3.73
	1.02

	I can manage more responsibility than typically assigned.
	3.23
	.87

	I appear suitable for a higher-level role.
	3.71
	.94

	I have the enough competency in relevant job areas that handles tasks with proficiency.
	2.94
	.89

	I have outraced all the tasks as expected.
	3.44
	1.01

	I have successfully planned and organized tasks to meet deadlines.
	3.31
	.97


Overall= M= 3.36, SD= .95
To evaluate the current level of participants, the results showed the mean of items was
2.94-3.73 and median = 3.36, SD= .95. Therefore, it is recommended that teachers are somehow satisfied with all the statements regarding task performance. 


Table 4.11
Factor loading about the factor classroom management of leadership attributes
	Dimension
	Items
	Loading

	Classroom Management
	CM1
	.89

	
	CM2
	.72

	
	CM4
	.73

	
	CM5
	.81

	
	CM6
	.90



[bookmark: _Hlk134289199]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items about the factor classroom management.  


Table 4.12
Factor loading about the factor communication and presentation skills of leadership attributes
	Dimension
	Items
	Loading

	Communication and Presentation Skills
	CPS1
	.81

	
	CPS2
	.76

	
	CPS3
	.70

	
	CPS4
	.69

	
	CPS5
	.81



[bookmark: _Hlk134289335]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items about the factor presentation and communication skills.  


Table 4.13
Factor loading about the factor time management of leadership attributes
	Dimension
	Items
	Loading

	Time Management
	TM1
	.68

	
	TM2
	.81

	
	TM3
	.89

	
	TM4
	.83

	
	TM5
	.78



[bookmark: _Hlk134289349]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor time management.  


Table 4.14
Factor loading about the factor problem solving of leadership attributes
	Dimension
	Items
	Loading

	Problem Solving
	PS1
	.81

	
	PS2
	.79

	
	PS3
	.77

	
	PS4
	.79

	
	PS5
	.82



[bookmark: _Hlk134289364]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items about factor problem solving.  


Table 4.15
Factor loading about the factor change management of leadership attributes
	Dimension
	Items
	Loading

	Change Management
	CM1
	.79

	
	CM2
	.81

	
	CM3
	.68

	
	CM4
	.84

	
	CM5
	.83



[bookmark: _Hlk134289376]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor change management.  


Table 4.16
Factor loading about the factor vigor of work engagement
	Dimension
	Items
	Loading

	Intrinsic Motivation
	V1
	.76

	
	V2
	.79

	
	V3
	.72

	
	V4
	.88

	
	V5
	.89

	
	V6
	.79



[bookmark: _Hlk134289389]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor vigor.  


Table 4.17
Factor loading about the factor dedication of work engagement
	Dimension
	Items
	Loading

	Extrinsic Motivation
	D1
	.73

	
	D2
	.85

	
	D3
	.88

	
	D4
	.74

	
	D5
	.66

	
	D6
	.81



[bookmark: _Hlk134289402]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items about dedication.  


Table 4.18
Factor loading about the factor absorption of work engagement
	Dimension
	Items
	Loading

	Extrinsic Motivation
	A1
	.66

	
	A2
	.77

	
	A3
	.83

	
	A4
	.88

	
	A5
	.77

	
	A6
	.78



To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor absorption.  


Table 4.19
Factor loading about the factor contextual performance of job performance
	Dimension
	Items
	Loading

	Contextual Performance
	CP1
	.77

	
	CP2
	.75

	
	CP3
	.68

	
	CP4
	.81

	
	CP5
	.88

	
	CP6
	.76


[bookmark: _Hlk132961768]
[bookmark: _Hlk134289415]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor contextual performance. 


Table 4.20
Factor loading about the factor task  performance of job performance
	Dimension
	Items
	Loading

	Task Performance
	TP1
	.84

	
	TP2
	.79

	
	TP3
	.80

	
	TP4
	.69

	
	TP5
	.81

	
	TP6
	.76



[bookmark: _Hlk134289427]To estimate the loading of each item factor loading analysis was administered which showed the value of statements were more than 0.6 which indicated a moderate level of all the items regarding the factor task performance. 


Table 4.21
Relationship between leadership attributes and job performance
	Variables
	1
	2
	3
	4
	5
	6

	Classroom Management
	1
	
	
	
	
	

	Communication and Presentation Skills
	.338(**)
	1
	
	
	
	

	Time Management
	.469(**)
	.388(**)
	1
	
	
	

	Problem Solving
	.435(**)
	.344(**)
	.287(**)
	1
	
	

	Change Management
	.411(**)
	.359(**)
	.379(**)
	.364(**)
	1
	

	Job Performance
	.413(**)
	.363(**)
	.333(**)
	.413(**)
	.361(**)
	1


** Significant level = < .05
To examine the co-relation between the facets of leadership attributes and job performance. The findings indicated a moderate association of all the factors of LA with JP which showed r value of .413, .363, .333, 413 and .361 respectively.  


Table 4.22
Relationship between work engagement and job performance
	Variables
	1
	2
	3
	4

	Vigor
	1
	
	
	

	Dedication
	.377(**)
	1
	
	

	Absorption
	.387(**)
	.339(**)
	1
	

	Job Performance
	.382(**)
	.323(**)
	.366(**)
	1



To examine the co-relation between the facets of work engagement and job performance. The results indicated a moderate association of all the factors of WE with JP which showed r value of .382, .323 and .366. 


Table 4.23
Relationship of leadership attributes and work engagement with job performance
	Variables
	1
	2
	3

	Leadership Attributes
	1
	
	

	Employees’ Engagement
	.388(**)
	1
	

	Job Performance
	.377(**)
	.357(**)
	1



To examine the co-relation in leadership attributes and work engagement with work performance. The findings indicated a moderate association of LA and WE with JP which showed r value of .377 and .357 respectively. 


Table 4.24
Effect of LA on JP
	DV
	Constructs 
	Std. Er
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	
	Classroom Management
	.076
	.480
	 6.27
	.00*

	 
	Curriculum and Presentation Skills
	.051
	.248
	4.82
	.00*

	
	Time Management
	.065
	.321
	4.91
	.00*

	
	Problem Solving
	.058
	.441
	7.50
	.00*

	
	Change Management
	.063
	.372
	5.87
	.00*



The findings of regression analysis indicated a moderate effect of all the dimensions of LA on JP which showed a beta value of .480, .321, .441 and .372 only factor curriculum and presentation skills showed a week effect with beta value .248.


Table 4.25
Effect of WE on JP
	DV
	Constructs 
	Std. Er
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Vigor
	.047
	.359
	7.52
	.00*

	
	Dedication
	.063
	.308
	4.88
	.00*

	
	Absorption
	.050
	.294
	5.81
	.00*



The results of regression analysis about the effect of WE on JP evaluated the moderate effect with beta with beta value .248, .359, .308 and .294 which showed WE was positively predictor of JP. 


Table 4.26
Effect of LA and WE on JP
	DV
	Constructs 
	Std. Er
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Leadership Attributes
	.063
	.372
	5.87
	.00*

	 
	Employees’ Engagement
	.053
	.320
	6.07
	.00*



The findings of regression analysis indicated a moderate effect of LA and WE on JP which showed a beta value of .372 and .320 which showed a moderate effect of leadership attributes and work engagement on job performance. 














[bookmark: _Toc143636172]CHAPTER V
[bookmark: _Toc143636173]SUMMARY, FINDINGS, CONCLUSIONS AND DISCUSSION
[bookmark: _Toc143636174]5.1 Summary
The main goals and objectives of this research investigation was to analyze the effects of leadership attributes (LA) and employees’ engagement (EE) on work performance (WP) of primary and/or secondary school teachers belonging to public schools of Hafizabad. Organizations need to put their focus on enhancing the workers job performance as this is the main reason of organizational growth and environmental consistency. Leadership always helps, support and motivate their subordinates, there are many theories that has developed to showcase the association of leadership with performance. It is also highlighted in the literature that the leaders, who have more capacity of coaching their team, became the reason of organizational success because it solely depends upon the leaders. The successful leaders are always in position to address the employee’s capabilities and help them to achieve their goals. 
[bookmark: _Toc134944557][bookmark: _Toc143636175]5.2 Findings
1. It is found that that teachers were satisfied with the statements associated to classroom management.
2. It is found that teachers were satisfied with all the statements regarding communication and presentation skills.
3. It is found that teachers were somewhat satisfied with all of the statements regarding time management.
4. It is found that teachers were moderately satisfied with all the statements regarding problem solving.
5. It is found that the teachers were medium/moderately satisfied with the statements of change management.
6. It is found that the teachers are satisfied with all the statements regarding vigor-ness.
7. It is found that the school teachers are somehow satisfied with all of the statements regarding dedication. 
8. It is found that teachers are moderately satisfied with all the statements regarding absorption.
9. It is found that the school teachers are moderately satisfied with all the statements regarding contextual performance. 
10. It is found that the teachers are satisfied with all the statements regarding task performance. 
11. All the items were moderate regarding loading about classroom management. 
12. All the items were moderate regarding loading about communication and presentation skills. 
13. All the items were moderate regarding loading about time management. 
14. All the items were moderate regarding loading about problem solving. 
15. All the items were moderate regarding loading about change management. 
16. All the items were moderate regarding loading about vigor. 
17. All the items were moderate regarding loading about dedication. 
18. All the items were moderate regarding loading about absorption. 
19. All the items were moderate regarding loading about contextual performance. 
20. All the items were moderate regarding loading about task performance. 
21. It is found by the investigation that all factors of leadership attribution have positive association with job performance.
22. It is found by the investigation that all the facets of work engagement have positive correlation with job performance.
23. It is concluded that leadership attribution and work engagement positively associated with job performance.
24. It is found that that all leadership attributes had significant effect on job performance. 
25. It is found that all the dimensions of work engagement had significant effect on job performance. 
26. It is found that leadership attributes and work engagement had significant effect on job performance. 
[bookmark: _Toc143636176]5.3 Conclusions
It concluded that secondary school teachers were well aware about the variables of this study such as; leadership attributes, work engagement and job performance. Moreover, there was a moderate relationship of all the dimensions of leadership attributes and work engagement with performance. Furthermore, there was a weak effect of communication and presentation skills on performance rest of all the dimensions of leadership attributes had moderate effect on performance. Additionally, leadership attributes had moderate relationship with work engagement for the development of job performance of secondary school teachers. Overall, l leadership attributes and work engagement had moderate correlation with job performance and have moderate effect on performance. Consequently, leadership attributes had mode significant effect on work performance as compare to work engagement.   
[bookmark: _Toc143636177]5.4 Discussion and Recommendations
Secondary education regulates the nature and extent of a person’s activities as a civilian and economic participant, whether it is personal or national interest. History is the witness that the states, who promoted secondary school education before time, have got advantageous position through this way as a linkage involving primary and secondary education and the supplier of standard individual’s asserts for the sake of workers marketplace. Secondary school education is non-stop influential stage indoctrinate a worthy scheme inside the children. 
The followings are the recommendations related to this study:
1. The workshops and seminars must be conducted in order to adopt the leadership styles for the enhancement of job performance of the academic staff.
2. The teaching staff must participate in various activities perform by the executive authorities in school. 
3. It should highlight the benefits for the development of the educational institutions through employees’ engagement. 
4. The teaching staff should be well aware about their performance for the successful completion of common objectives.
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[bookmark: _Toc143636180]QUESTIONNAIRES
Respected Sir/Madam! 
I am a student of M. Phil Education at 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. 

Rizwana Kousar

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





Leadership Attributes
Classroom Management
	1
	Paid attention (Individually) to all kids in class the class room
	1
	2
	3
	4
	5

	2
	There was positive interaction with the students.
	1
	2
	3
	4
	5

	3
	Participated in every activity along with students.
	1
	2
	3
	4
	5

	4
	Motivate the students’ right before start giving lectures.
	1
	2
	3
	4
	5

	5
	Audio video aids has been used during teaching sessions
	1
	2
	3
	4
	5


Communication and Presentation Skills
	1
	No communication gap between teacher and students have been found 
	1
	2
	3
	4
	5

	2
	All queries of the students have been handled properly
	1
	2
	3
	4
	5

	3
	Assisted & provided the effective guidance to all students to complete their tasks efficiently
	1
	2
	3
	4
	5

	4
	Autonomous attitude and/or behaviour have been practiced toward students.
	1
	2
	3
	4
	5

	5
	Just got polished my communication skills by training them
	1
	2
	3
	4
	5


Time Management
	1
	Handled routine activities of my students properly
	1
	2
	3
	4
	5

	2
	Kept an eye on daily homework of students
	1
	2
	3
	4
	5

	3
	Whatever I want to teach, I can do that.
	1
	2
	3
	4
	5

	4
	Weekly tests have been managed properly
	1
	2
	3
	4
	5

	5
	Syllabus is always completed as per schedule.
	1
	2
	3
	4
	5


Problem Solving
	1
	I handled the queries of the students properly
	1
	2
	3
	4
	5

	2
	I am competent enough in all relevant areas of the job.
	1
	2
	3
	4
	5

	3
	I help others when their workload increases
	1
	2
	3
	4
	5

	4
	I can multitask & can take more responsibility.
	1
	2
	3
	4
	5

	5
	I have good instincts about understanding & learning about students’ needs.
	1
	2
	3
	4
	5


Change Management
	1
	Made innovative & creative feedback to enhance the quality of education. 
	1
	2
	3
	4
	5

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

	3
	Observed & practiced innovative teaching techniques during teaching-learning process. 
	1
	2
	3
	4
	5

	4
	My instructions are important for others.
	1
	2
	3
	4
	5

	5
	Shared new ideas and dimensions with other teachers.
	1
	2
	3
	4
	5



Work Engagement
	Vigor

	1
	I make my work purposeful & impact-fullness.
	1
	2
	3
	4
	5

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

	3
	Teaching inspires me
	1
	2
	3
	4
	5

	4
	I am very fond & proud of my teaching profession
	1
	2
	3
	4
	5

	5
	I find my job challenging
	1
	2
	3
	4
	5

	6
	I make my work purposeful & impact-fullness.
	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
	I forgot about time when I am on working in class
	1
	2
	3
	4
	5

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

	3
	It just feels exited whenever I think the teaching
	1
	2
	3
	4
	5

	4
	I just get occupied by my working
	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



Work Performance
	Contextual Performance

	1
	I help other employees by doing their tasks whenever they do not feel good and get sick.
	1
	2
	3
	4
	5

	2
	I love volunteering for other empathetically
	1
	2
	3
	4
	5

	3
	I practice novelty to orient new employees in my department even though not part of my job description.
	1
	2
	3
	4
	5

	4
	I help others on their increased workload.
	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 participate in official gatherings attend functions as it helps building network & gaining new information.
	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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