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ABSTRACT 
The world is going through drastic changes and changes are taking place in a rapid pace. like other institutions the educational institutions have also become business institutions where leadership is the dire need to support the workplace environment in order to achieve job performance of the academicians. The major objective of this research was to determine the effect of Transformational Leadership and Workplace Environment on Job Performance of Secondary School Teachers. The population of this study was public secondary school teachers from Lahore whereas 300 respondents were selected as sample through simple random sampling technique. For data collection structured questionnaires were administered by applying survey method and google form. While for analyses of primary research data Statistical Packages for Social Sciences [SPSS] was applied to analyze the collected data in this research. The findings of this study revealed that there was a positive and significant association of transformational leadership and workplace environment on job performance. Furthermore, there was a significant and positive effect of transformational leadership and workplace environment on job performance. The study is beneficial to boost the secondary school education by adopting innovative strategies.
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CHAPTER I
INTRODUCTION
1.1. Introduction
[bookmark: _Hlk165836765]The world is changing drastically and the roles of personnel involved in educational setting are changing at unbelievable pace. The educational success of students depends on the success of Transformational Leadership (TL), Work Place Environment (WPE) and Job Performance (JP) of secondary school teachers. Leadership is the capacity to plan, organize and implement the activities to gain the goals of the institution. Every institution has strong purposes that only be gained through the effective contribution of the employees and positive environment of that institution. Additionally, the performance of the teaching staff shows the will of commitment with their job. The idea of workplace environment varies from time to time but the actual concept developed by mutual understanding, rewarded work, and objectives of the institution. Leadership refers to the act of persuading people so that they make an effort willingly to obtain the organizational goals.
Leader is an emerging construct in literature in the contemporary age (Danielson, 2007). The leadership arrivals bring the change for workers, hence enhancing their performance. Leadership is the act of persuasion to convince the activities performed by group for achieving the objectives (Schwarz, 2017). Teacher leadership qualities influence students’ academic performance. Leaders motivate their subordinates in the right direction to improve their potentials through effective learning process (De Varies et al., 2002). The concept of Teacher leader evolved from a set of behavior and skills to ongoing process across many contexts within the field of education. Teacher as a leader is the name of teaching, professional skills and collaborative process (Smulyan, 2016).
Transformational Leadership (TL) s a style in which leaders inspire, motivate, and encourage employees to renovate and create change that help grow and shape the future success of the institution. TL has positive impacts on team performance, job satisfaction, and overall organizational effectiveness. TL involves the exchange process through which the behavior of leaders influences their subordinates to enhance morale and work motivation (Burns, 1978; Bass, 1985). Leaders play a crucial role in inspiring employees, thus having the ability to determine and maintain the stability and existence of an organization. The current scenario argues that transformational leadership effect on both job performance and outcomes (Naguib & Naem, 2018; Amena et al., 2015). Transformational leadership is widely regarded popular and successful style today and it has positive interaction with job performance (Schwarz, 2017). TL style makes it easier for learning processes and enables leaders to achieve role clarity, hence, they develop their leadership identities. Role clarity among school heads is attained through their individual learning activities in their organizational setting, in addition to engagement of school leaders in organizational learning programs (Aas et al., 2020).
Performance is the process to execute a task. Performance is the ability of individuals to achieve optimum results of an institution. Job performance is the entire predictable value to the institution of the discrete performance occurrences that one varies out over an average period of time. Job Performance is an expected value to the success of the institution with in the standard time the separate behavioral occurrences that an individual conveys over a standard of time (Motowidlo et al., 2003). Important aspects of job performance include, quality of work, productivity and efficiency, consistency and reliability, innovation and problem-solving, interpersonal and teamwork skills and adaptability. Teacher Performance is the ability of Teacher how a Teacher performs well in an institution to achieve optimum results. Ensuring effective performance of teachers has become vital for all these institutions to meet the international standard. From one perspective performance is work behavior that flow as time spent in the workplace. Employees contribute to accomplish the institutional goals (Motowidlo et al., 2003). Teachers who are professionally specialized and yielding authorization allowances have sense of safety at workplace. So, they are inspired and in turns gratified. The results of the institution are gained through highly professional teachers (Hutabarat, 2015). 
Teacher job performance (JP) is affecting school consequences which are measured through perceiving Teacher actions in classroom (Adejumobi & Ojikutu, 2013). Teacher job determine institution success and outcomes. It is necessary to adopt the new change with educational upgradation (Inayatullah & Jehangir, 2002).
Teacher job performance (JP) is the core target in institution. It is important for teachers’ to attain the aims of institution. Teacher job performance is associated to students’ outcomes. Poor job performances of teachers’ influence the outcomes of students. It is important to focus on teachers’’ institutional culture, job satisfaction and positive work place environment to enhance the teachers’ job performance quality (Adejumobi & Ojikutu, 2013). Teacher work performance is measured as Teacher apparent actions associated to consequences relevant to institutional objectives (Cook, 2008). The essential influencer affecting Teacher job performance is workplace. A close relationship is between Teacher job performance and workplace environment (Inayatullah & Jehangir, 2002).
Workplace is a place of teaching staff where staff perform tasks and duties for the institution. The accomplishment of mind satisfaction mostly depends upon the democratic working environment and the self-status of job (Inayatullah & Jehangir, 2012). Workplace environment (WPE) impacts employee performance to a great extent.teachrs working in such educational environment have great impacts on job. It is quality of job motivation and subsequence performance. The positive environment brings a great success to the institution and enhances job period (Chandrasekar, 2011).
Literature reported that the researcher analyzed the consequence of transformational leadership, workplace environment and job performance in Indonesia. The associative explanative research design was used with a survey method. Respondents were collected through purposive sampling technique.116 people were the participants. The emphatical of this finding revealed that with transformational leadership and workplace environment effecting the performance of the employees (Riyanto et al., 2021). So, there was dire need for conducting this research to fulfill the effects of transformational leadership and workplace environment on job performance. And the outcomes of this research are valuable for all teaching as well as non-teaching staff.
1.2. Statement of the Problem
School is one of essential learning place. Social interactions depend upon the effective functioning of school. The success of school depends upon the role of the leadership, optimistic workplace environment, effort and the contribution of the Teacher’s job performance. 
	Though many methods have been used to develop the job performance of the teaching faculty but the education standards at secondary level is not put into consideration due to the lack of poor leadership style, unpleasant working environment and unsatisfactory job performance of teaching faculty. Hence, the performance and leadership qualities of secondary teachers’ could not be improved due lack consideration.
This study focuses to find the influence and relationship of transformational leadership and workplace environment on teachers’ job performance. Leadership and workplace environment has effect on the job performance of teachers’. There was a dire need to study effect and relationship of transformational leadership and workplace environment on job performance of secondary schools teachers’.
1.2. Research Objectives  of the Study
The objectives of the study were;
1. To find out the relationship between transformational leadership and job performance of secondary school teachers’.  
2. To determine the relationship between workplace environment and job performance of secondary school teachers’.
3. To gauge the relationship of transformational leadership and workplace environment with job performance of secondary school teachers’.
4. To find out the effect of transformational leadership on job performance of secondary school teachers’.  
5. To determine the effect of workplace environment on job performance of secondary school teachers’.
6. To measure the effect of transformational leadership and workplace environment on job performance of secondary school teachers’.
1.4. Research Questions 
1 Is there a significant relationship between transformational leadership and job performance of secondary school teachers’?  
2 Is there a significant relationship between workplace environment and job performance of secondary school teachers’?
3 Is there a significant relationship of transformational leadership and workplace environment with job performance of secondary school teachers’?
4 Is there a significant effect between transformational leadership on job performance of secondary school teachers’? 
5 Is there a significant effect between workplace environments on job performance of secondary school teachers’?
6 Is there a significant effect of transformational leadership and workplace environment on job performance of secondary school teachers’?
1.5. Significance of the Study
The current was helpful for developing the leadership style at secondary institutions to open an innovative successful segment of leadership. Pakistan education system needs to meet the international standards in educational sector. To overcome teachers’’ leadership weaknesses and to perform job in a best way this research will obviously assist them in their educational field. This study helps to eliminate the poor picture of an existing situation and present a new piece of knowledge to the landscape to glorify the performance of teachers’. It is an innovative beginning to meet schooling values. The outcomes of this study contribute to improve the leadership qualities of the secondary school teachers’. The current study showed that positive working climate improves the job performance of the teachers’. The outcomes of the present learning help the educational administration to concentrate on teachers’’ leadership style and job performance of teachers’. This study helps the policy makers to improve the leadership qualities of secondary school teachers’ and maintain a good school environment to get the goals and objectives of the institutions. Further, the educational intuitions arrange training sessions for teachers’ to get best results. This study helps Teacher education institutions to make training session for teachers’ to improve their teaching, professional, leadership and knowledge skills. This study is helpful for teachers’ to enhance their job performance for better teaching learning process. This study will prove as a stepping stone for higher authorities in order to develop a teaching learning process by adopting innovative techniques and strategies. This study is useful for the policy makers in order to make the effective policy the learning and working environment for the successful completion of institutional goals. This research is helpful for enhancement of the teachers’ and leader competencies for the performing the various tasks during job hours.
1.6.  Theoretical Framework of the Study 
The theoretical framework of this study explores how transformational leadership and working climate impact the job performance of teachers’. Transformational Leadership Theory elaborate the importance of leaders possessing self-awareness, transparency, ethical behavior, and a clearly defined mission, which in turn fosters trust and enhances employee performance. Working climate focuses on the positive environment of the school and institution to motivate the teachers’ and employees to focus on their professional skills to achieve the school and organizational goals and objectives successfully.
Transformational leadership theory was advanced in the late 29th century by Burns (1978) as a result of analysis of political leaders. Much attention was given to the techniques of leaders who effectively changed institutions before time. Burns viewed, transformational leadership is occurs when leaders increase followers’ enthusiasm and moral standards (Givens, 2008).
Assessing the job performance of an incumbent by using self rather than other ratings may be more practical and time effective and an instrument that provides such an option is the Goodman & Syyantek’s performance scale (Goodman & Syyantek, 1999). Moreover, Goodman and Svyantak (1999) theory was applied for the dependent variable, job performance in this research which delves into the factors affecting job performance. It posits that job performance is shaped by a mix of personality traits and work engagement. Contextual performance volunteering to do things that are not strictly part of a job; assisting others; following organizational rules even when it makes a personal cost; staying extra efforts to successfully complete one's task activities (Manea & Buiga, 2022).
1.7. Conceptual Framework
Conceptual framework of the current study is given below
Transformational Leadership 

                                                                                                                 
	                                                                       Job Performance 

                                                      

    Workplace Environment 



              
	                                                         

Figure 1.1. Conceptual framework of the study 
Write two or three sentence on conceptual framework
1.8 Delimitations of the Study
Due to conditional time frame, and limited resources, this study has delimited to only district Lahore secondary school teachers.
1.9 Operational Definitions of the Terms
Operational definitions of the terms use in the current study were provided;
	Transformational leadership 

	It refers to a style in which leaders inspire, motivate, and encourage employees’ engagement to novel and create change that helps to promote institution success.  

	Workplace environment
	It refers to the physical, social, and psychological aspects which influence employees' well-being, productivity, and job satisfaction. 


	Job Performance

	It refers to an individual ability of work to fulfill the tasks responsibilities through effectiveness, quality, and efficiency required by their job role for institutions. 





















CHAPTER II
LITERATURE REVIEW
2.1 Introduction
This chapter deals with transformational leadership, workplace environment, job performance and studies related to these factors.
2.2. Transformational leadership
Leader 
[bookmark: _Hlk173207138]A leader is one who guides, inspires, and directs a group, organization, or society toward a common. Leaders have the responsibility of making decisions, setting visions, and motivating others to achieve collective objectives. Leader is someone who coordinate and oversees the work of other individual or group of individuals (Rus et al., 2010). Successful leaders are answerable to developing the followers' leadership skills to be sure their organizations will continue succeeding (Cohen et al., 1997). A leader Teacher plays vital role in content planning and students grooming. Teacher has to play different role in changing educational world for better performance of students. A leader is one of the essential elements of educational institutions (AIAjmi, 2022).
Teachers’ leaders are playing their role as a catalyst for educational change in the classroom. A Teacher leader is recurrent trend for school improvement in recent years. Effective Teacher’s leaders’ style is directive, supportive, facilitative, and decision making in task performance (Warren, 2021). Leaders are the one who polish the skills of their followers, support them and motivate them in task performance. The Teacher leader aimed at collective improvement, work enhancement and initiative for school reforms (Warren, 2021).
Teacher as a leader take responsibility of teaching inside classroom and leadership responsibility outside the classroom (Collinson, 2012). A leader strengthens emotional bound with their followers for developing inspirational motivation to develop self-esteem among colleagues to improve outcomes of the institutions (Davis et al., 2005). Educational leaders follow leadership approaches and techniques to enhance students’ knowledge, skills, behavior, integrity, and competency (Cotton, 2003). Leaders perform group activities, workshops, lesson planning, and organize educational dialogues and reflective critique. The work of leader is to promote colleagues and improve teachers’ learning process (Mangin & Stoelinga, 2009).
2.3 Leadership
Leadership refers to the development by which a person effects people towards a mutual objective (Bolden, 2004). Leadership is the capability to influence and lead followers towards mutual goals (Kouzes & Posner, 2004). The way of creativity, supportive and serving teachers’ in achieving targets which are predictable to be done recognized as leadership (Spillane et al., 2003). Leadership is an emotive connection between heads and followers that indorse delivery the fruitful results to gain institutional goal. Leadership delivers a strong vision and effective coordination for achieving institutional goals (Bohn & Grafton, 2002).
Leadership learning programmed seem to emphasize the necessities of the job rather than leaders’ personal competences, ethical purpose and the necessity to take an energetic part in education (Snart, 2011). Transformational leaders impact their staff and lead them to attain the institutional goals through leadership. Leaders inspire staff to become adoptive and support to achieve the institutional aims (Amis et al., 2004). It is considered to head toward the goals, responsibilities, influences, and processes. The leadership appearances change the workers to perform effectively and efficiently. According to many writers, leadership refers to the action taken for persuading the group about the work that they have done and it helped them to achieve their objective (McLaurin, 2008).
2.4 Transformational Leadership (TL)
Transformational leadership is the empowerment of school teachers’ by chairpersons or head of department to foster the changed and to achieve the set goal for the educational institutions. Transformational leadership in educational; management is a concept that has attracted much attention in education circles. This type of leadership by leaders encourages and inspires their followers to attain their full potentials and reach beyond their own interest (Lim & Moon, 2022).
Transformational leaders’ exhibit features that range from personality, intelligent stimulation, specific thought and perfect inspiration. (Lim & Moon, 2022). The leader can foster a good and conducive atmosphere that is helpful to progress, innovation, and collection by the faculties and other stake holders of an educational institution. (Khanin, 2007). The literature on transformational leadership in education gives very important information regarding the impact and importance this leadership style has on improving educational outcomes and fostering a positive school culture (Lim & Moon, 2022).
TL has increased significant consideration and its main donor was Burns (1978). Furthermore, Bass (1985) formulated additional addition in the description of TL. TL commence with framing aninkling for the institution and staffs to achieve their faith and describe a way to gain a mutual goal. According to Boss, (1985), TL consist of four introductory essentials i.e., individualized consideration, intellectual stimulation, inspirational motivation, and idealized influence. Transformational leader ship is a style where leaders’ impact, inspire, and encourage workers to deliver positive changes.
Burns (1978) said that a Teacher Transformational leaders and followers believe to motivate others for attaining progressive levels of standards and incentive. Furthermore, Burns (1978) enlightened features of transformational leaders inspire associates at work in most effective way and sacrifice own interest for institutional improvement (Khanin, 2007).
Nguni et al., (2006) said Transformational teachers’ leaders inspire followers by appealing to the self-interest and it has its roots in the exchange relation and reward expectation. The transformational leadership elevates the followers to a higher stage of performance. Therefore, transformational leaders evaluate and meet the needs and delivers democratic environment for achieving set objectives. Because of this, the attitude of its members is changed, and they fascinate conducive forces that increase their commitment to achieve the institution's objectives and goals (Khanin, 2007). Transformational behavior in leaders empowers teachers to create visions and promote change in attaining institutional goals in that working environment. Transformational leadership has to do with working and interpersonal relations with the teaching faculty through instilling spirit for achievements of school mission and vision (Advani, 2015).
Aloysius, (2017) explored transformational leadership in the educational settings with various research methodological techniques. In perspective of education, transformational leadership not only aimed to transform the institution but also the staff working in it. Educational institute required transformational leadership that is more visionary and reliable. The correlation of dean with staff is very significant to smooth the administration of educational institution. The transformational style is more appropriate. The transformational style in educational institute helps to build strong tie between leaders and their associated staff members and ensure mutual trust and cooperation among the staff members (Aloysius, 2017).
The ability and strength of teachrs' transformational leaders are such that they may influence their colleagues with inspirations and encouragement for achievement towards objectives set and help to build a vision for possible futures pertaining to the institution. And hence, this enhances the level of commitment towards an institution along with supporting the idea of transforming such commitment into argument and providing an effect of the result of transformational leadership toward outcomes in an institution that leads to superior teachers’ along with superior institutional performance (Nguni et al., 2006).
2.5 Dimensions of Transformational leadership
The four I’ of transformational leadership are explored as below.
2.5.1. Idealized Influence 
Idealized influence are qualities and traits of the leaders such as personal belief, strong conviction, high level of energy and self-confidence pertaining to good leaders. Usually, these leaders are in search of getting powerful positions by depicting higher level of assertiveness for other teachers’ (Khan, 2022). The four I’ influencers are started by the transformational leaders in influencing the staffs and achieving the institutional objectives (Bass, 1997; Avolio et al., 1999). The success of the transformational leadership is possible if the teachers’ feel the heat of idealized influence and individualized consideration and the teachers’ accept the leadership as role model (Khan, 2022). Beside this, Avolio, (2004) said that under idealized influence leaders play an admired role model which is contend by followers. Transformational Teacher leaders are mostly powerful, create an impact develop more trust and confidence of teaching staff.
2.5.2. Inspirational Motivation
Bass and Avolio (2004) asserted that inspirational Teacher leaders inspire subordinates to create attractive vision statement in practice to move up their optimism. It gives enthusiastic attitude to the institution’s future. This leadership style inspires followers and motivates them to be committed with their goals. Transformational Teacher leader influences their staff, beliefs and behaviors. It also empowers the teachers’ to recognize abilities to meet institutional goals (Zhu et al., 2012). Transformational Teacher leaders exhibit behavior when goals are in articulation with ideology, high expectations’ communication arises the motivation of achievement, an idealized future vision is introduced (Riggio et al., 2010).
2.5.3. Intellectual Stimulation 
Transformational leadership act as motivator and fulfill the needs of subordinates (Bass et al., 2003). In context of education, transformational change is important for the academicians to inspire the followers to adopt new ideas. Leaders in top position, who practice transformational leadership support optimism, promote team work, positive outcomes, emphasize on aims and inspire teachers’ for superior performance (Simic et al., 2022).
The supervisors who share inspirational motivational at the workplace by giving motivation and inspiration to teachers’ help them and improving their performance. In this way, teachers’ feel obligated to the educational institute and are ready to put extra efforts for achieving institutional objectives (Northouse, 2021). Intellectual stimulation is very important for head leaders. This stimulation takes place when head leaders focus on teachers’’ performance, growth and development. In this phase leaders provide required support and act as a mentor to increase the level of innovativeness and creativeness among teachers’ (Bass & Riggio, 2004). In addition, leaders motivate and stimulate the subordinates reframing and handling the old and existing issues and challenge existing practices, values and beliefs. This innovativeness stimulates employees and increases their performance. Moreover, transformational leadership allows the subordinates to bring innovation and creativity by questioning their suppositions, rethinking about problems, and adopting new methods to approach old situations (Bass, 1999).
2.5.4. Individualized Consideration  
Bass and Riggio, (2004) opined that head as leaders in academic fields support intellectual stimulation, motivate teachers’ to challenges the existing ways of problem solving and find a new way to solve the existing problems. Chairpersons in educational institutes who believe in intellectual stimulation always bring their teachers’ to bring new and innovative ideas to solve the existing problem (Simic et al., 2022). The educational heads that go along with transformational style are extra observant to the threat and necessities of workers and effort for growing their inspirational level. Such educational controllers support the employees in defining their difficulties from diverse angles and then effort to solve them which will increase their accountability and make them self-assured for creating an immense difference in the growth of higher education sector (Bass, 1999).
In the last dimension of transformational leadership, the main focus is paid on individual considerations. Individuals targeted their needs and focus is paid on their personal growth and achievements (Bass et al., 2003). The focus of this leadership style is on the progressive needs of the individual followers. In individual consideration perspective, the leaders pay more attention towards differences among the associated teachers’. So, emphasize is given to specific needs of individual teachers’ (Bass et al., 2003). 
Leaders tend to appreciate the individual Teacher work and give some responsibilities to develop their specialized skills. Heads also provide positive and constructive feedback to theteachrs to grow their skills related to educational field. Their way of growing followers is by shifting their role as a mentor or coach for theteachrs (Bass et al., 2003). 
Bass (1999) explained in educational context, academic leaders pay individual consideration of faculty members, understand their development needs and handle allteachrs as per their uniqueness. These leaders empower and elevate the teachrs in an effort to use their maximum potential and develop them in full capacity. Following this leadership style academic advisors and supervisor allocate their time for coaching and mentoring their subordinates which promote self-development among the teachrs. They considerteachrs needs as individual members rather than as a group, unveil their potential abilities by providing aspiration to individuals (Simic et al., 2022).
2.6. Transformational leadership Theory
James MacGregor Burns (1978) firstly presented an idea of transformational leadership in his descriptive research on political leaders, today it spread to every field. Burns said, "leaders and supporters assist each other to develop an advanced level of self-confidence and motivation". Burns related to the trouble in distinction between institution and headship and ask for that the vary in physical appearance and manners. According to Burns, the transforming approach makes a positive difference in the lifecycle of employees and institution. It reshapes observations and morals, and variations forecasts and ambitions of staffs. it based on the influencer’s character and skill to make a modification through example, pronunciation of an invigorating dream and inspiring objectives. Transforming leaders are ideal in wisdom that they work for the advantage of the group, association and public (Stewart, 2006).
 	Bernard M. Bass (1985) protracted the effort of Burns and Ward (1978) by illuminating the psychological apparatus and used the term "transformational" instead of "transforming." Bass added to the early ideas of Burns (1978) to assist clarify how TL could be measured, as well as how it effects supporter incentive and performance. The major principle of leader is the leader’s capability to motivate the cliques to attain institutional goals (Krishnan, 2005). The leader boosts up supporters to come up with new challenges to change the environment and support being successful. Now 30 years of research showed that transformational leadership influence followers to attain institutional goals (Bass & Bass, 2009).
2.7. Workplace Environment 
[bookmark: _Hlk104106624][bookmark: _Hlk173222418]Workplace environment is a set of common perceptions regarding the rules, performs, and procedures that an institution recompences, assistance, and guesses (Taheri et al., 2020). The workplace environment is the prime concerning issue to run the institution. But many institutions fail to understand the importance of the workplace environment and thus suffer a lot. These types of institution are considered as internally weak. A better workplace environment ensures perfect output of the result. Educational Institutions need to ensure better environment for theteachrs to keep them away from the situations which hinder goals and enable the employees to work on their full potentials (Taheri et al., 2020). 
The workplace environment referent’s nature and characteristics influence the measurement of the workplace. Direct individual perceptions aggregate working climate, while still some workplace environment can also become a referent point forteachrs to rate others in the same setting. There have been various models conceived to enhance the specificity with which scholars identify constructs’ operational linkages along different levels of analysis (Taheri et al., 2020). These focal referents may range from work group to supervisors and up-to institutional level referents (Berdicchia et al., 2022). Work environment is considered as the prime factor to be considered by theteachrs. To keep the upward growth of the institution it is mandatory to keep the efficiency, effectiveness, productivity ofteachrs by providing different facilities and good work environment is the most important demand of the teaching staff. Therefore, providing better working environment is also the prime concern of the institution to gain the better results (Taheri et al., 2020). 
Environment “dimensionality” is an additional methodological problem in working climate investigation that is needed to be addressed. There are inconsistency and lack of agreement among scholars regarding the use of construct of workplace environment (Tian et al., 2020). Work climate focused on the global components of work climate which later on partly shifted to specific place (Marin-Spiotta., 2022).
[bookmark: _Toc65434875][bookmark: _Toc67814479][bookmark: _Toc18518326][bookmark: _Toc27801195][bookmark: _Toc68874907][bookmark: _Toc68874932][bookmark: _Toc68875112][bookmark: _Toc68875359]The accomplishment of mind satisfaction mostly depends upon the democratic workplace environment and the self-status of job (Inayatullah & Jehangir, 2012), area, chiefly pastoral, various school provide previously underprivileged the public. Writing is complete with the brave opposite students within districts (Toropova et al., 2021). Though District Education Officer has place in succession the costs and development to examine professional difficulties in same area, restore is attractive position at a deliberate speed. Some of confronts prevailing in these districts: Appropriate tangible infrastructure, overloading strength of the classes, Believes on rule and regulations, Attachment among administration, Teacher, parents and learner, Permanent progress evaluations strategy (Anastasiou & Papakonstantinou, 2014).
The appropriate evaluation system has significant influence for the development of education institutions (Tabancali, 2016). The Herzbergs’ and Maslows’ theories have also endorsed these results. Therefore, Teacher only acts the greatest marginalization appearance deficiency, lack and assault under improvement education culture.  Economic assistance is the horizontal performance of institution (Chughati & Perveen, 2013). Connect with the school specialist, levied rules, decent conducts, individual negotiations. On the other hand, the weak system produces the low percentage (Naz & Murad, 2017).
Working climate consists of job safety, employee’s security, appreciation of performance, motivating the faculty, and maintaining good environment in an institution. Though other factors such as wage rate, flexible working period, including employees in decision making are also essential for better working climate (Taheri et al., 2020). 
2.8. Dimensions of workplace environment 
The learning skills of students experienced from many years, it is the responsibility of the institution to develop skills of students for modification and structuring (Abrahamsen et al., 2015).
There is a harmony in the works, that school head and staff members want to extend the macro-contextual and micro-contextual effects on their work, knowledge and skills to recognize their educational institution and headship roles (Aas & Paulsen, 2019). The headship culture programme is to assist the leaning procedure and assist the school leaders to achieve role clarity and develop leadership identity. The research showed that leadership gained through investigation into role expectation and group coaching. Leaders improve role clarity through taking part in their work environment and together with the school leaders take part in the leadership learning programs (Aas et al., 2020).
It is an unclear determination to know whether the Teacher lead the institution towards many issues as lack of performance or job stress. The poor working climate is because of the poor leadership (Bernhard & O’Driscoll, 2011). School leaders perform noteworthy part in application of approaches to uphold an optimistic school culture to encourage comfort of educators (Morris et al., 2020).
Communication is exchange of ideas, feelings, knowledge, information and experience within school environment or outside school boundary. The principal as the chief executive of secondary school communicates with students, teaching staff and stakeholders on daily basis (Ndidi & Alike, 2018). Some mental philosophies describe personal communiqué services, intergroup communiqué skills, communal skills and related skills are the part of the communication (Whaley & Samter, 2007). A problem may rise by misunderstanding, if there is breakdown in providing timely information to members of staff. Further, asserted Teacher possess both basic skills and abilities otherwise the information could be misunderstood (Whaley & Samter, 2007). Verbal skills are the ability of head and teachers’ to express or exchange thoughts or information through sound, words or speech. Communication skills are the ability of the communicator to be outspoken so that one hears and understands the message being communicated (Ndidi & Alike, 2018). 
Individual job performance is determined by individual characteristic, job characteristics and career development (Monis & Sreedhara, 2011). The basic premise of the relationship between individual characteristic and career development is the individual capacities that influence their professional occupation (Patton & McMahon, 2014).
Chen, Chang, and Yeh (2004) highlighted that job performance and career development are considered as significant determinants for employees.it concluded the larger gap within the teachers’ career development the higher are the outcomes of the job performance. Job growth is an enduring procedure of making for, existence, and continuously choosing from the numerous professions presented by the societal order. It spreads through an individual’s lifecycle. As to individual career development is of immense importance to the upcoming professional career progress of the one (Spencer, 2021).
2.9 Social Exchange Theory
Social exchange theory is dominant idea to know behavior at workplace. The concept begins in early 1920s. This is considered one of the best theoretical concepts to understand the workers’ boldness at the working place (DeConinck, 2010). It describes the relationship between managers, employees and their working climate. George Homans who formulated this theory in 1958 and later advanced by others philosophers. The main concern of Homans was concerning the person’s conduct in societal connections and how societal constructions together with influence, position, guidance, communication and fairness are vital to know these communal organizations. The term “social exchange” is typically recognized for telling the collective procedures and inter-group relations that become advanced among the persons at work in any institution (Settoon et al., 1996).
The leader who does workers’ dealing on consistent basis are the organizers, frequently stared as an arrangement of connections that lead to manufacturing one’s responsibilities, thankfulness, and belief (Kieserling, 2019). Furthermore, from the aspect of employment relationships, this theory gives an argument that good behavior is demonstrated by employees and they reflect good performance as a way of reciprocating the positive assistance given by the organization. It means that both the employers and employees could become satisfied with different types of exchanges witnessed in several situations. Social exchanges demand that the social relationship should be maintained among the two parties who are dependent on each other for a favorable attitude (Gouldner, 1960).
As per social exchange theory community connection involve relationship that are maintained when individuals find satisfaction in their affiliation. This mutual trust allows both groups to hard work (Homans, 1958). The institutions where influential individuals are transparent, sincere, and uphold their duties to collaboratively foster strong and genuine connection within the institutions (Whitener et al., 1998).
This concept can be extended to achieve optimal job performance, and it serves as a mechanism for providing considerate and respectful responses in various situations, as typically expected within official contexts. Additionally, individual and organizational goals can be achieved with the help of suitable social exchange relations where all the individuals or group members are inter-dependent on each other (Hume & Leonard, 2013).
It is possible to operate the theorized association among different organizational factors including leadership style and working climate, organizational commitment and employee outcome with the help of social exchange. The leader’s role in developing social exchanges and job performance has been acknowledged (Organ et al., 2006). Tremblay and Simard (2018) researched that the association between leadership and performance is positive and found it with the help of social exchange theory. Sprecher (1988) applied the concept of social exchange for exploring the employees’ commitment. The employees feel themselves obliged for returning the favorable advantages they get. The act of reciprocity characterizes the favorable exchange based on obligation (Cropanzano & Mitchell, 2005). De Clercq and Rius (2007) utilized the perspective of social exchange for explaining the interactive relation among work climate and organizational commitment within the organization. The social exchange theory acts as a ground for explaining the association between leadership styles, work climate and that between organizational commitment and JP in different higher educational institutes. The engagement in educational organizations and other members of staff and faculty gets influenced by the manners of their leaders. 
2.10.  Job Performance (JP)
Performance allows for variation attributes to difference in, characters measured in selection programs, contribution in physical activity and growth, experience to motivational interferences and doings, and situational restraints and opportunities (Motowidlo & Kell, 2003). Employee performance is an important tool in the development of the institution. The realization of performance comes into the understanding that it forms a core element of accomplishing the institutional objectives successfully. The performance level of teachers’ determines the job dedication (Dinantara, 2019; Shafiq & Hamza, 2017). Each institution has a strong vision and mission achieved through the actual performance of the staffs. Thus, JP of the teachers’ has a great influence for the actual growing of the institution (Bhat & Bashir, 2016; Hashim & Shawkataly, 2017).
JP is well-defined as the entire predictable worth to the institution of the distinct behavior occurrences by one over an average period of time (Motowidlo & Kell, 2003). JP involves the person’s ability of working while striving to attain their goals, identifying, and fulfilling the standards of goals as given by the institution. Job performance is Teacher’s capacity to meet their job tasks and meeting the required standards of educational institutions (Aung et al., 2023).
Learning and teaching are the two main objectives of schools. As the cornerstone of society, they support the development of students. School administrators guide and support teachers’ in their work to achieve this overarching goal. Job performance indicates Teacher’s efficiency in doing a certain task. Job is related with the amount of energy with which a Teacher does his assigned task, which characterizes his behavior, motivate staff to expend more energy to mound suitable behavior and decide overall job effectiveness (Mitchell et al., 1987).
Teacher’s work performance is imperative variable in the accomplishment of an educational institution. Teachers are the backbone of every institution, and the work they do is to the achieve the goals of the institution’s (Aung et al., 2023).
Teachers’ performance is determined by measuring them in accordance with the actual needs of the institution and is regarded as their maximum output following the completion of several professional activities that define institution vision and mission. The intuitional goals, which are based on its mission and vision, are either directly or indirectly fulfilled when goals are effectively attained (Dinantara, 2019).
The role ambiguity impact on work performance and that staff performance improves when they contribute to the institutional goals (Caillier, 2010); Saleem et al., 2020). Sungu et al., (2019) discovered an important impact of leadership behaviors on job happiness and enactment among school instructors. It was discovered, the school administrators are not only aware of their teachers’’ professional development requirements, but also create and deliver programs for the improvement of Teacher’s skills and subject knowledge.
Murphy (1089) elaborated the nature and difficulties vary from occupation to occupation. According to Caillier (2010), specific circumstances defined the skills of an individual.  Motowidlo (2003) explained that job demand is differ in different institutions and derives the job performance accordingly.
A lot of importance is given to job performance when perusing about the good of the staff and it has given a distinctive compliant involvement vacillating from little to modest level of initiation (Christian et al., 2011; Dalal et 2012; Demerouti et al., 2014; Devonish & Greenidge, 2010). Institutions make efforts for emerging and introducing such agendas which are appreciable for workforces and hence inspiring job commitment, Subsequently, increases teachers’ performance (Chughtai & Buckley, 2011). Kim, Kolb, and Kim (2013) identified job performance of teachers have more real-world tactic for numerous circumstances, and dynamic work on allocated responsibilities.
Chan and Schmitt (2002) have a communal consensus concerning the multidimensional concept of job performance. Rafiq et al., (2002) mentioned job occupation is the doing potential of people who make solid work for achieving the goals and achieve the average performance as framed by the association to attain the aims. individual who invests one into one’s work to facilitate the institution at large and the staff within (Rich et al., 2010).
JP as a dual-aspect concept as it syndicates teachers’ performance with the teachers’ necessities as assumed by institution. Non-task presentation also be denoted as contextual performance (Borman & Motowidlo, 1993; Borman & Motowidlo, 1997). Contextual performance is a combination of dissimilar belongings together with faithfulness and determination. In accordance with the performance theory, performance a substitute of conduct that comprises the witnessed actions achieved by public (Alvesson & Einola, 2019). 
Teachers involve in a variety of everyday actions demanding mental and knowledgeable capabilities and “softer” societal and expressive services that let them to progress their specialized praxis and pupils' academic engagement and learning. Hence, these easier skills are strictly related to job performance in the schooling environment. Academic methods to soft skills in the workplace propose that teachers' capacity to improve significant association depends mostly on their dimensions to pay attention well (Fernandes et al., 2023).
2.11 Dimensions of Job Performance 
Task performance and contextual performance are the two dimensions of JP (Borman & Motowidlo, 1993).
Task Performance
Task performance denotes the activities that assist staffs achieve the aims specified in their job representation or oneself achieve the necessities of their jobs (Harmanci et al., 2018). Contextual performance is well-defined as an employee's optimistic activities, are not definite in their job explanation but are nevertheless motivated by the institution and focus on how they act in addition to finishing tasks. 
Task performance defined as efficiency with which JP officials accomplish activities that provide institutions directly to implement a part of its process or services. Contextual performance has important role in the institutions because it contributes to the effectiveness of the institutions (Borman & Motowidlo, 1997). Task performance varies from job to job, whereas task performance is about to the proficiency with which activities are accomplished. Thus, task performance depends upon the skills, knowledge, and ability of teachers (Hosie & Nankervis, 2016).
 	Task performance is mainly related to Teacher’s empowerment (Mahama & Cheng, 2013). The contextual performance is related to the items that explains the role of Teacher’s leadership (Hosie & Nankervis, 2016). Task performance is Teacher’s role performance that reflects how teachers perform their duties required by the job. Engaged teachers more vigilantly and more focused on their work tasks, and thus, engagement is related to task performance (Borman & Motowidlo, 1997).
Contextual Performance
Contextual performance commonly referred to as institutional citizenship behavior (ICB), goes beyond the teachery job necessities and includes the voluntarily undertaken activities that contribute to the general operation and climate of the institution. It entails doing things like lending a hand to colleagues, having constructive conversations, acting as a good corporate citizen, and supporting the institutional goals outside of the parameters of one's regular work responsibilities (Borman & Motowidlo, 1997).
The set of teachers’ conduct, skills, and information which assist them in receiving on a social basis engaged for carrying out core tasks is called contextual performance. contextual performance contains the manners which donate in the direction of emerging Teacher’s environment and commitment with the institution, tenacious interest, tasks’ agreeing, supporting, adjoining with contemporaries and serving or defending the performance (Motowidlo, 2003). Motowidlo et al., (2014) quoted that contextual performance belongs the triumph of association with the assistance of effectual institutional center in which mental and societal aspects are involved. Further, it exposed that contextual performance establishes additional character of performances as an inhabitant. 
Borman & Motowidlo (1997) stated that tasks offering, providing help to companions, protective and helpful for the institutions are the samples of contextual performance (Bateman & Organ, 1983). teachers who invest personally into their often expend their understanding of work and are more inclined to go beyond their formal jo description to support the institution and members (Rich et al., 2010). Contextual performance is related to teachers’ tendency to behave in ways that facilitate the social and psychological context of an institution. Engagement of the Teacher is taught to be an indicator of Teacher’s willingness to expend efforts to gain the objectives of the institution (Christian et al., 2011).
2.12 JOB PERFORMANCE THEORY
JP is defined as the total expected institution's worth in relation to specific instances of behavior in which an individual is involved at a particular point in time. Boorman and Motowidlo first introduce the concept of job performance theory in 1993. The following concept is encompassed by this definition: Performance is a characteristic that concerns behavior. Performance is a composite of various behavior s over time, valued by their contribution to the institution. Differentiation arises from how these behaviors are expected to influence the institution success (Borman & Motowidlo, 1997).
Task performance involves happening that supply the technical core with the raw materials needed, distribute the finished products, or fulfill staffing, planning, coordination, and supervisory needs that make the technical core work effectively. They might however have a negative projected value if are not done well since they could obstruct the development of goods and services. It would thus mean that task performance involves behavioral episodes of either good or poor task activities combined with the variation in organizational value as anticipated (Christian et al., 2011).
Lopez-Cabarcos et al., (2022) argued the overlook aspects of performance also have institutional values, distinct from task performance. Employment frame works allow the various contribution to the institution success. Task performance refers to the specific behavior that an employee performs, defined and measure. These behaviors focus on how an individual meets the expectations and requirements of the job. This includes tasks completed within deadlines (Griffin et al., 2007).
One method to encourage institutionally is beneficial actions by positively influencing coworkers. When individuals’ activities foster goodwill, reduce tension, and build trust, it proves the mental environment. Such actions led to achieving organizational goals because others are inspired to emulate behaviors that show strong dedication to the institution (De Boer et al., 2015).
When individuals positively impact interpersonal and task motivation, these effects spread to the group level. Collaboration and self-esteem within the group enhance individual’s behaviors thereby enhancing group performance. These dynamic helps establish organizational norms and a supportive environment, ultimately influencing overall performance across the institution (Uraon & Gupta, 2020).
2.13. Studies Related to Factors 
A study was designed by Sirait (2021) to explore the effect of TL on JP the public schools of the Banjarbaru, Indonesia. The sample was 115teachrs. Data was collected through a questionnaire. Path test was applied to check the hypothesis in SPSS. Based on the test results it was found that principal TL on JP of 0.847. The conclusion of the research is that there is influence of principal’s TL on JP of the teachers throughout the city of Banjarbaru. It was recommended for the principles to optimize the role of leadership throughout the transformational leadership in order to improve the JP of the teachers.
A study was framed by Dialoke and Ogbu (2018) to check the consequence of TL on JP of the secondary school teachers of the rivers state, West Africa. The targeted population was nine secondary school teaches in west African Examination Council (2016). The sample was 254teachrs. The data was collected through a questionnaire. Cronbach alpha test was used to check the reliability of the instrument. Spearman’s Rank Order was used to test the hypothesis Correlation Coefficient was used to test the hypothesis using the statistical package for social sciences (SPSS) 20.0. The study found that transformational had positive effect on the job performance of teachers. And recommended that head of the school apply transformational leadership as a strategy to increase the job performance of the teachers.
A study was structured by Olujuwon et al., (2021) to examine the consequence of the work climate on JP of the teachers of satellite town, Longo state, Nigeria. The population of this study was ten teachers and the sample was 20teachrs purposively and total respondents were 200. A self-constructed questionnaire was used.  The conclusions of the study exposed that the work climate had significant effect on the JP of the teachers and there is need of positive work climate to improve the job performance. Further, it was recommended that good leadership enhance the performance of the teachers. 
A study was explored by Firmansyah et al., (2022). The study was based on meta-analysis. The result from 65 independent studies to scrutinize the association between and three measured of JP. The findings revealed that TL generally has positive effect on JP of teachers. However, the effect varies from country to country.


CHAPTER III
RESEARCH METHODOLOGY
This chapter deals with research methodology, research design, population and sampling, instrumentation, validity and reliability, data collection, ethical consideration, and data analysis.
3.2. Research Methodology  
[bookmark: _Toc433799209][bookmark: _Toc434215052][bookmark: _Toc434215525][bookmark: _Toc452620875]Research methodology is a path through which research is carried out. It deals with method and procedure of the study (Creswell et al., 2003). Finding out how instructional leadership and working climate were affecting teachers' job performance in Lahore was the primary goal of this study. Research methodology contains information such as research design, population and sampling, instrumentation, collection of data, ethical considerations and data collection according to research objectives. 
3.3. Research Design
[bookmark: _Toc433799210][bookmark: _Toc434215053][bookmark: _Toc434215526][bookmark: _Toc452620876]Research design is a strategy and procedures that makes the decisions from comprehensive assumptions towards detailed methods for data collection and analysis. The current study research was quantitative based on the correlational research design. Research design is planning approach used to guide investigators to data collection and data analysis procedures for finishing research project. It gives directions to researchers towards sources of data collection for conducting research (Gall et al., 2017).
3.4. Population and Sampling
[bookmark: _Toc433799212][bookmark: _Toc434215055][bookmark: _Toc434215528][bookmark: _Toc452620878]Population of the study includes individuals, objects, or items with the characteristics that a researcher intends to study (Creswell et al., 2003). The subset of population is called sample. All public sector secondary school teachers were the sample of this research. A sample of 300 respondents was selected from district Lahore through a simple random sampling technique.
Table 3.1. Sample by Tehsils Wise of Lahore District
	Sr.no
	Tehsils
	Male  
	Female 
	Total 

	[bookmark: _Hlk180445341]1
	Lahore City
	      50
	40
	90

	2
	Model Town 
	      40
	20
	60

	3
	Raiwind 
	      50
	25
	75

	4
	Shalimar 
	      30
	20
	50

	5
	Lahore cantt.
	      15
	10
	25

	
	Overall 
	      185
	115
	300



Table 3.1 represents sample by tehsil wise and locale. Researcher used a simple random sampling technique to collect data. The sample of the study was 300 Public secondary schools’ teachers of district Lahore.
3.5. Instrumentation
[bookmark: _Toc433799214][bookmark: _Toc434215057][bookmark: _Toc434215530][bookmark: _Toc452620880]Research instrument is important device used for data collection from participants of study (McMillan & Schumacher, 2001). Transformational Leadership Questionnaire for teachers (TLQT) of Bass and Avolio (1994) and Working climate Questionnaire for teachers (WEQT of New Man (1997) and Job Performance Questionnaire for teachers (JPQT) of Goodman and Svyantak (1999) were adopted for this study. Five points Likert scale was used for data collection.
3.6. Validity and Reliability
Validity is a degree of the questionnaire as what it is supposed to be measure (Gray, 2014). The context of the statements was indicated the literature review (Bagozzi, 1991). Structured questionnaire was adopted for data collection. Questionnaire was verified by educational experts for validation. Moreover, in order to calculate validity, it was certain that the questionnaire was appropriately valid according to the objectives of the research.
Seale (2011) stated that pilot testing unfolds the unexpected problems with the construction of questionnaire. Pilot study is a small-scale study to test the accuracy of the instrument before starting a large-scale study (Fraenkel., et al 2019). The researcher collected data from 60 secondary school teachers for Pilot-Testing. Pilot tested data were not included in the final collected data. The collected data were entered in SPSS to ensure the reliability.
Table 3.2.  Factor-Wise and Overall Reliability of Transformational Leadership, Workplace                  Environment and Job performance
	
	Variables 
	Dimensions 
	Items
	Cronbach Alpha
	
	

	
	Transformational Leadership 
	04
	25
	.910
	
	

	
	Workplace Environment 
	05
	20
	.920
	
	

	
	Job Performance 
	02
	15
	.912
	
	

	
	Overall 
	11
	60
	.914
	
	



Reliability is the consistency of an instrument. For this purpose, assistance was taken from some experts like supervisor, head of department (HOD), senior colleagues and educational experts. For this research the Cronbach’s Alpha was used to assess the reliability of the questionnaire which was acceptable (>.07) according to the recommended value.
3.7. Data Collection
[bookmark: _Toc433799213][bookmark: _Toc434215056][bookmark: _Toc434215529][bookmark: _Toc452620881]The data was collected from public sector male and female secondary schools of district Lahore. The researcher used two channels to collect data from teachers; physically visited to selected schools, and through Google link-generated form through WhatsApp groups. 
3.8. Ethical Consideration
[bookmark: _Toc452620882]Researcher must recognize and protect the rights, well-being, and dignity of participants, irrespective of research nature (Akaranga & Makau, 2016). Researcher experiments may frighten the participants. Ethical consideration guides in addressing these concerns at all stages, ensuring participants rights are maintained and research objectives are meet (Creswell & Tashakkori, 2007). Ethical consideration are the globally accepted rules before conducting the research. It guides the researcher how, when, where and when to conduct data from the participants. Informed consent, anonymity, confidentiality and voluntarily participation are the most essential ethical consideration for conducting research.
Informed Consent
 	The technique of selecting research participants that influences their decisions for volunteerism is referred to as informed consent. Informe consent ensures participants join study with full knowledge of its nature purpose. Researcher must provide all the necessary details to participants make in inform decision. This process safe guards the participants rights and promote ethical data. The standard principle of informed consent demand complete information about the research, type purpose, procedure and consequences (Bhutta, 2004; Bryman, 2016).


Anonymity 
Protecting research participants information oral and written is maintained (Beebe & Smith, 2008). The researcher ensured the names of the participants were never used or cited anywhere in the research. The researcher had ensured anonymity on the participant's side as names and school information had been excluded from the questionnaire. Any identity of persons was neither mentioned nor quoted in the research report to ensure the confidentiality throughout the study.
Confidentiality 
Researcher guarantees the participants privacy not disclose to anyone (Bull & Lindegger, 2011). The researcher ensured the collected data nor shared nor used anywhere in research. The researcher is sure to guarantee privacy and confidentiality for the participants as they assure them that no information shall be shared outside the research team. That way, their information shall be safe, which would ensure the integrity and trust that is essential to ethics in research practices. The participant's data is only to be used for purposes of the study and therefore stays safe (Bryman, 2016).
Voluntarily Participation
The researcher ensures the respondent participate voluntarily, with no coercion. his ensures that the subject is not harmed both physically and psychologically when data is being collected. Upholding these standards guarantees ethical integrity and respect while conducting the research to the participant's well-being (Fleming & Zegwaard, 2018).
3.9. Data analysis
Data analysis encompasses the interpretation and processing of gathered data. It deals with techniques that bring about results through which actual research meaning and conclusion is derived while making decisions or recommendations through the findings of the studies. Data analysis is process for examining information and procedures for explanation of outcomes to draw conclusions (Cohen et al., 2017). The data collected was analyzed using SPSS through descriptive statistics such as mean, standard deviation, factor loading, and inferential statistics such as Pearson correlation and multiple regression analysis.




















CHAPTER IV
DATA ANALYSIS and INTERPRETATION 
This chapter depicts analytical findings that are received after employing statistical techniques on data, which was collected by implementing quantitative approach, to examine the consequences of transformational leadership (TL) and workplace environment (WPE) on job performance (JP) of secondary school teachers. 
Table 4.1. 
Descriptive Analysis for Idealized Influence of Transformational Leadership
	Statements
	 M
	SD

	[bookmark: _Hlk180444771]Instill pride in others for being associated with me
	3.25
	1.23

	Go beyond self-interest for the good of the group
	3.22
	1.15

	Act in ways that build others’ respect or me
	3.43
	1.27

	Display a sense of power and confidence
	3.05
	1.24

	Talik about my most important values and beliefs
	3.06
	1.26

	Specify the importance of having a strong sense of purpose
	3.51
	1.16

	Consider the moral and ethical consequences of decisions
	3.45
	1.09

	Emphasize on importance of collective sense of Mission
	3.41
	.98

	Overall
	3.29
	1.17


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.05 to 3.51 and overall M=3.29, SD=1.17. Therefore, it was recommended that respondents were agreed with all the statements regarding idealized influence.    





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

	Talk optimistically about the future
	3.45
	1.04

	Talk enthusiastically about what needs to be accomplished 
	3.45
	1.04

	Articulate a compelling vision of the future
	3.46
	1.05

	Expressed confidence that goals will be achieved 
	3.20
	1.22

	Overall
	3.39
	1.08


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.20 to 3.45 and overall M=3.39, SD=1.08. Therefore, it was recommended that respondents were agreed with all the statements regarding inspirational motivation.     










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

	Examine critical questions whether they are appropriate
	3.35
	1.15

	Seek differing perspectives when solving problems
	3.36
	1.15

	Go others to look at problems from many different angles 
	3.34
	1.17

	Suggest new ways of looking at how to complete tasks
	3.48
	1.07

	Encourage employees to apply new processes
	3.49
	1.04

	Accept employees’ idea even if they are different to my idea 
	3.46
	1.07

	Encourage employee to search for and apply new ideas to develop their work
	3.38
	1.18

	Encourage employees’ creativity through not publicly criticized their mistakes
	3.37
	1.12

	Overall	
	3.40
	1.11


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.34 to 3.49 and overall M=3.40, SD=1.11. Therefore, it was recommended that respondents were agreed with all the statements regarding intellectual stimulation.   






Table 4.4. 
Descriptive Analysis for Individualized Consideration of Transformational Leadership
	Statements
	M
	SD

	Spend time teaching and coaching
	3.70
	1.01

	Provide learning-and-development environment
	3.38
	1.08

	Treat others as individuals rather than just as a member of a group
	3.45
	1.12

	Consider an individual as having different needs, abilities, and aspirations from others 
	3.37
	1.12

	Help others to develop their strength
	3.36
	1.08

	Overall
	3.45
	1.08


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.36 to 3.70 and overall M=3.45, SD=1.08. Therefore, it was recommended that respondents were agreed with all the statements regarding individualized consideration.     










Table 4.5. 
Descriptive Analysis for Role Clarity of Workplace Environment
	Statements
	M
	SD

	I have clear goals and objectives for my job
	3.62
	1.04

	I am clear about my priorities at work
	3.36
	1.04

	I know what my responsibilities are
	3.35
	1.05

	I am clear with the working conditions in the institution
	3.34
	1.06

	Overall
	3.41
	1.04

	
	
	

	
	
	

	
	
	


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values showed that mean of the statements were between 3.34 to 3.62 and overall M=3.41, SD=1.04. Therefore, it was recommended that respondents were agreed with all the statements regarding role clarity.











Table 4.6. 
Descriptive Analysis for Respect of Workplace Environment
	Statements
	M
	SD

	[bookmark: _Hlk180450593]I feel valued by my colleagues in the school
	3.29
	1.19

	I value my colleagues in the school as a whole
	3.22
	1.20

	My institution is respected by other institution
	3.23
	1.20

	Overall
	3.24
	1.19

	

	

	

	

	


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.22 to 3.29 and overall M=3.24, SD=1.19. Therefore, it was recommended that respondents were agreed with all the statements regarding respect.















Table 4.7. 
Descriptive Analysis for Communication of Workplace Environment
	Statements
	 M
	SD

	I receive all the information I need to carry out my work
	3.25
	1.15

	I have adequate opportunities to express my views in my school
	3.29
	1.12

	I work effectively because other employees communicate regularly with me
	3.33
	1.17

	I am participated in the decision-making process of the school

	3.24
	1.21

	Overall
	3.27
	1.16

	
	

	
	

	
	

	
	

	
	


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.24 to 3.33 and overall M= 3.27, SD=1.16. Therefore, it was recommended that respondents were agreed with all the statements regarding communication.











Table 4.8. 
Descriptive Analysis for Career Development of Workplace Environment
	Statements
	 M
	SD

	[bookmark: _Hlk180452540]There is an adequate means of appraising my performance
	2.98
	1.19

	I can develop my career within the institution
	3.13
	1.14

	People are promoted fairly in the institution
	3.20
	1.08

	I have enough time for the improvement of my work

	3.17
	1.11

	Overall
	3.12
	1.13

	
	

	
	


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 2.98 to 3.20 and overall M=3.12, SD=1.13. Therefore, it was recommended that respondents were agreed with all the statements regarding career development.














Table 4.9. 
Descriptive Analysis for Direction of Workplace Environment
	Statements
	M
	SD

	The future of this school is communicated to all employees 
	3.20
	1.14

	I am clear to achieve the goals of this school
	3.12
	1.15

	The future objectives of this school are consistent with my personal objectives
	3.13
	1.14

	Rules and regulations are helpful for all the employees
	3.14
	1.17

	Overall
	3.14
	1.15   


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.12 to 3.20 and overall M=3.14, SD=1.15. Therefore, it was recommended that respondents were agreed with all the statements regarding direction.











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

	[bookmark: _Hlk180454497]I help other employees with their work when they have been absent
	3.38
	1.07

	I volunteer to do things not formally required by the job
	3.35
	1.05

	I take initiative to orient new employees to the school even though not part of my job description 
	3.26
	1.13

	I help others when their workload increases
	3.12
	1.20

	I make innovative suggestions to improve the overall quality of the school
	3.30
	1.09

	I willingly attend functions not required by the institution, but help in its overall image
	3.17
	1.21

	Overall
	3.26
	1.12   


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.12 to 3.38 and overall M=3.26, SD=1.12. Therefore, it was recommended that respondents were agreed with all the statements regarding contextual performance.








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

	I achieve the objective of my job
	3.32
	1.02

	I meet criteria for performance
	3.32
	1.04

	I demonstrate expertise in all job-related tasks
	3.25
	1.11

	I fulfill all the requirements of the job
	3.23
	1.12

	I can manage more responsibility than typically assigned 
	3.33
	1.08

	I appear suitable for a higher-level role
	3.30
	1.16

	I am competent in all areas of the job, handles tasks with proficiency
	3.40
	1.04

	I perform well in the overall job by carrying out tasks as expected
	3.39
	1.05

	I plan and organize to achieve objectives of the job and meet deadlines
	3.28
	1.16

	Overall
	3.31
	1.08  


In order to investigate the existing level of the respondents, descriptive analysis was carried out. The statistical values show that mean of the statements were between 3.23 to 3.40 and overall M=3.31, SD=1.08. Therefore, it was recommended that respondents were agreed with all the statements regarding task performance.







Table 4.12. 
Factor Loading for Idealized Influence of Transformational Leadership
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515409]Idealized Influence
	II1
	.72

	
	II2
	.80

	
	II3
	.81

	
	II4
	.80

	
	II5
	.78

	
	II6
II7
II8
	.87
.84
.76


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











Table 4.13.
 Factor Loading for Inspirational Motivation of Transformational Leadership
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515421]Inspirational Motivation
	IM1
	.91

	
	IM2
	.95

	
	IM3
	.92

	
	IM4
	.72


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














Table 4.14. 
Factor Loading for Intellectual Stimulation of Transformational Leadership
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515433]Intellectual Stimulation
	IS1
	.84

	
	IS2
	.88

	
	IS3
	.88

	
	IS4
	.83

	
	IS5
	.81

	
	IS6
	.82

	
	IS7
IS8
	.77
.80


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











Table 4.15. 
Factor Loading for Individualized Consideration of Transformational Leadership
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515449]Individualized consideration 
	IC1
	.71

	
	IC2
	.85

	
	IC3
	.90

	
	IC4
	.91

	
	IC5
	.85


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













Table 4.16. 
Factor Loading for Role Clarity of Workplace Environment 
	Dimension
	Items
	Loading

	[bookmark: _Hlk180514767]Role clarity 
	RC1
	.70

	
	RC2
	.94

	
	RC3
	.93

	
	RC4 
	.92


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
















Table 4.17. 
Factor Loading for Respect of Workplace Environment
	Dimension
	Items
	Loading

	[bookmark: _Hlk180514779]Respect 
	R1
	.90

	
	R2
	.93

	
	R3
	.90


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
















Table 4.18.
 Factor Loading for Communication of Workplace Environment
	Dimension
	Items
	Loading

	[bookmark: _Hlk180514799]Communication 
	C1
	.79

	
	C2
	.86

	
	C3
	.72

	
	C4
	.64


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













Table 4.19. 
Factor Loading for Career Development of Workplace Environment
	Dimension
	Items
	Loading

	[bookmark: _Hlk180514812]Career development 
	CD1
	.75

	
	CD2
	.91

	
	CD3
	.92

	
	CD4
	.92


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















Table 4.20. 
Factor Loading for Direction of Workplace Environment
	Dimension
	Items
	Loading

	[bookmark: _Hlk180514835]Direction 
	D1
	.87

	
	D2
	.90

	
	D3
	.90

	
	D4
	.77


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















Table 4.21. 
Factor Loading for Contextual Performance of Job Performance
	Dimension
	Items
	Loading

	Contextual Performance
	CP1
	.84

	
	CP2
	.88

	
	CP3
	.80

	
	CP4
	.79

	
	CP5
	.70

	
	CP6
	.63


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













Table 4.22.
 Factor loading for Task Performance of Job Performance
	Dimension
	Items
	Loading

	Task Performance
	TP1
	.86

	
	TP2
	.88

	
	TP3
	.85

	
	TP4
	.74

	
	TP5
	.65

	
	TP6
TP7
TP8
TP9
	.65
.87
.88
.83



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









Table 4.23. 
Relationship between the Dimensions of Transformational Leadership with Job Performance
	Variables
	II
	IM
	IS
	IC
	JP

	Idealized Influence
	1
	
	
	
	

	Inspirational Motivation
	.406**
	1
	
	
	

	Intellectual Stimulation
	.202**
	.389**
	1
	
	

	Individualized Consideration
	.273**
	.563**
	.369**
	1
	

	[bookmark: _Hlk180517584]Job Performance
	.325**
	.462**
	.438**
	.436**
	1


** Correlation is significant at the 0.01 level (2-tailed)
Pearson correlation analysis was used to explore the association between the dimensions of transformational leadership and Job performance. The results indicated a moderate association across all factors of TLwithJP, evidenced by the correlation coefficients: .325, .462, .438, and .436. These values suggest a consistent moderate relationship, highlighting the impact of TL on JP.










Table 4.24.  
Relationship between the Dimensions of Workplace Environment with Job      Performance
	Variables
	RC
	R
	C
	CD
	D
	JP

	Role Clarity
	1
	
	
	
	
	

	Respect
	.174**
	1
	
	
	
	

	Communication
	.170**
	.478**
	1
	
	
	

	Career Development
	.273**
	.250**
	.246**
	1
	
	

	Direction
	.268**
	.629**
	.628**
	.399**
	1
	

	[bookmark: _Hlk180517599]Job Performance
	.360**
	.548**
	.531**
	.400**
	.686**
	1


** Correlation is significant at the 0.01 level (2-tailed)
To evaluate the correlation between the dimensions of workplace environment and JP, Pearson Correlation was utilized. The statistical values indicated moderate relationship of all the factors of workplace environment with JP, the r values were .360, .548, .531, .400, and .686 respectively. 










Table 4.25. 
Relationship of Transformational Leadership with Job Performance
	Variables
	TL
	JP
	

	Transformational Leadership
	1
	
	

	Job Performance
	.270**
	1
	


** Correlation is significant at the 0.01 level (2-tailed)
To evaluate the correlation of TL with JP, Pearson Correlation was utilized. The statistical findings indicated that there was moderate relationship of TL with JP of teachers, the r values were .270 respectively. 

















Table 4.26. 
Relationship of Workplace Environment with Job Performance
	Variables
	WE
	JP
	

	Workplace Environment
	1
	
	

	Job Performance
	.335**
	1
	


** Correlation is significant at the 0.01 level (2-tailed)
To evaluate the correlation of WPE with JP, Pearson Correlation was utilized. The statistical findings indicated that there was moderate relationship of workplace environment with JP of teachers, the r values were .335 respectively.














Table 4.27. 
Relationship of Transformational Leadership and Workplace Environment with Job Performance
	Variables
	TL
	WE
	JP

	Transformational Leadership
	1
	
	

	Workplace Environment 
	.277**
	1
	

	[bookmark: _Hlk180517612]Job Performance
	.270**
	.335**
	1


** Correlation is significant at the 0.01 level (2-tailed)
To evaluate the correlation of TL and workplace environment with JP, Pearson Correlation was utilized. The statistical findings indicated that there was moderate relationship of TL and workplace environment with JP of teachers, the r values were .270 and .335 respectively.













Table 4.28. 
Effect Of Dimensions of Transformational Leadership on Job Performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	
	Idealized influence
	.043
	.141
	2.70
	.00*

	 
	Inspirational motivation
	.054
	.195
	3.14
	.00*

	
	Intellectual stimulation
	.048
	.263
	4.99
	.00*

	
	Individualized consideration
	.050
	.191
	3.25
	.00*



To evaluate the consequence of all the dimensions of TL on JP of the teachers. The results of regression analysis showed TL had moderate consequence on JP with beta values .141, .195, .263 and .191 respectively.













Table 4.29. 
Effect of Dimensions of Workplace Environment on Job Performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	
	Role clarity 
	.035
	.167
	4.044
	.00*

	 
	Respect 
	.041
	.172
	3.391
	.00*

	
	Communication 
	.043
	.142
	2.795
	.00*

	
	Career development 
Direction
	.036
.052
	.118
.397
	2.709
6.572
	.00*
.00*


[bookmark: _Hlk180518905]To evaluate the consequence of all the dimensions of WPE on JP of the teachers, the results of Regression Analysis indicated that all the dimensions of workplace environment had moderate consequence on JP with beta value .167, .172, .142, .118 and .397 respectively. 












Table 4.30. 
Effect of Transformational Leadership on Job Performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job Performance
	(Constant)
	
	
	
	

	 
	Transformational leadership
	.02
	.270
	4.84
	.00*


Dependent Variable: AVJP
To evaluate the consequence of transformational leadership on job performance of teachers, the results of Regression Analysis indicated that TL had moderate consequence on JP with beta value of .270 respectively.
















Table 4.31. 
Effect of Workplace Environment on Job Performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job Performance
	(Constant)
	
	
	
	

	 
	Workplace Environment
	.01
	.335
	6.13
	.00*


Dependent Variable: JP
To determine the consequence of WPE on JP of teachers. The results of Regression Analysis indicated that workplace environment had moderate consequence on JP with beta value of .335 respectively.
















Table 4.32. 
Effect of Transformational Leadership and Workplace Environment on Job Performance
	DV
	Constructs 
	Std. Error
	Beta
	t
	Sig

	Job performance
	(Constant)
	
	
	
	

	 
	Transformational leadership
	.021
	.192
	3.43
	.00*

	 
	Workplace environment 
	.011
	.282
	5.04
	.00*


Dependent Variable: JP
To evaluate the consequence of transformational leadership and workplace environment on JP of teachers. The results of Regression Analysis indicated that TL and workplace environment had moderate consequence on JP with beta values of .192 and .282 respectively.














CHAPTER V
SUMMARY, FINDINGS, CONCLUSIONS, DISCUSSION, AND RECOMMENDATION 
5.1 Summary
Transformational leadership (TL), workplace environment (WPE) and job performance (JP) play an integral contribution for the elevation of employees’ performance. This study was quantitative based on correlational survey design. The sample of the study consist of 300 public sector secondary school teachers of district Lahore. Three data collection tools; Transformational Leadership Questionnaire   for teachers (TLQT), Workplace Environment Questionnaire for teachers (WPEQT) and job Performance Questionnaire for teachers (JPQT) were used to explore the consequence of TL and WPE on JP of secondary school teachers. The TLQT involved four factors (idealized influence, inspirational motivation, intellectual stimulation, individualized consideration) with 25-items. The workplace environment involved five factors (role clarity, respect, communication, career development, direction) with 19-items and job performance involved two factors (contextual performance, task performance) with 15-items. The data were collected through a simple random sampling technique. Content validity of instrument was ensured with 5 educational leadership experts (appendix-c). The reliability of TLQT;.91, WEQT; .87 and TLQT; .87 were calculated by applying Cronbach Alpha’s score respectively. The calculated data were analyzed employing means, standard deviation, Pearson correlation and linear regression techniques. The findings of the study showed a moderate relation between transformational leadership and job performance. Further, the findings showed that there was a positive relation between workplace environment and JP. Additionally, the findings showed a positive and significant consequence of TL and WPE on JP. On the bases of findings of the study, it is recommended that the educational institutions provide training to the teachers to improve the leadership abilities. Head teachers provide conducive workplace environment that teachers do their job in a best way to achieve the institutional goals and objectives.
5.2 Findings
1. It indicated that respondents were moderately satisfied with all the statements regarding idealized influence with mean value 3.25, 3.22, 3.43, 3.05, 3.06, 3.51, 3.45, and 3.41 respectively. And overall mean value 3.29 that showed significant role of head as a leader.
1. It indicated that respondents were moderately satisfied with all the statements regarding inspirational motivation. with mean value 3.45, 3.45, 3.46, and 3.20 respectively. And overall mean value 3.39 that showed significant role of head regarding inspirational motivation and to motivate teachers.
1. It indicated that respondents were moderately satisfied with all the statements regarding intellectual stimulation with mean value 3.35, 3.36, 3.34, 3.48, 3.49, 3.46, 3.38 and 3.37 respectively. Overall mean value 3.40 that showed significant role of head regarding intellectual stimulation of head regarding problem solving and critical thinking.
1. It indicated that respondents were moderately satisfied with all the statements regarding individualized consideration with mean value 3.70, 3.38, 3.45, 3.37, and 3.36 respectively. Overall mean value 3.45 that showed significant role of head regarding intellectual stimulation regarding new knowledge and new ideas.
1. It indicated that respondents were moderately satisfied with all the statements regarding role clarity with mean values 3.62, 3.36, 3.35, and 3.34 respectively. Overall mean value 3.41 that showed significant role of role clarity of head for coaching and motivating teachers to enhance their role in teaching.
1. It indicated that respondents were moderately satisfied with all the statements regarding respect with mean values 3.29, 3.22, and 3.23 respectively. Overall mean value 3.24 that showed significant role of head and teachers regarding respect and values within the institution.
1. It indicated that respondents were moderately satisfied with all the statements regarding communication with mean values 3.25, 3.29, 3.33, and 3.24 respectively. Overall mean value 3.27 that showed significant role of teachers regarding their communication skills to express freely their views and take part in decision making.
1. It indicated that respondents were moderately satisfied with all the statements regarding career development with mean values 2.98, 3.13, 3.20, and 3.17 respectively. Overall mean value 3.12 that showed satisfactory response regarding career development within the I situation. 
1. It indicated that respondents were moderately satisfied with all the statements regarding direction with mean values 3.20, 3.12, 3.13, and 3.14 respectively. Overall mean value 3.14 that showed satisfactory response regarding rule and regulation of the institution.
1. It indicated that respondents were moderately satisfied with all the statements regarding contextual performance with mean values 3.38, 3.35, 3.26, 3.12, 3.30 and 3.17 respectively. Overall mean value 3.26 that showed the teachers do their job with sincerity and do extra work even that is not part of their job.
1. It indicated that respondents were moderately satisfied with all the statements regarding task performance with mean values 3.32,3.32,3.25,3.23,3.30,3.40,3.39 and 3.38 respectively. Overall mean value 3.31 that showed the teachers achieve their goals without restrictions. Teachers are competent handle and attain the tasks within deadline. 
1. In order to compute the loading was conducted to assess each item. The values were from.72 to .87. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about idealized influence.
1. In order to compute the loading was conducted to assess each item. The values were from.72 to .95. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about inspirational motivation.
1. In order to compute the loading was conducted to assess each item. The values were from.77 to .88. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about intellectual stimulation.
1. In order to compute the loading was conducted to assess each item. The values were from.71 to .91. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about individualized consideration.
1. In order to compute the loading was conducted to assess each item. The values were from.70 to .94. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about role clarity.
1. In order to compute the loading was conducted to assess each item. The values were from .90 to .93. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about respect.
1. In order to compute the loading was conducted to assess each item. The values were from .64 to .86. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about communication.
1. In order to compute the loading was conducted to assess each item. The values were from.75 to .92. The threshold value was greater than 0.6. which show the items were considered as moderate to study about career development.
1. In order to compute the loading was conducted to assess each item. The values were from.77 to .90. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about direction.
1. In order to compute the loading was conducted to assess each item. The values were from.63 to .88. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about contextual performance.
1. In order to compute the loading was conducted to assess each item. The values were from.65 to .88. The threshold value was greater than 0.6. which show the items were considered as moderate to conduct this study about task performance.
1. Pearson correlation was used to analyze the relation. There was moderate association of all the factors of TL with JP with r values .325, .462, .438 and .436 respectively.
1. Pearson correlation was used to analyze the relation. There was moderate association of all the dimensions of work place environment with JP with r values .360, .548, .531, .400 and .686 respectively.
1. Pearson Correlation was used to analyze the relation. There was moderate association of TL with JP with r values .270.
1. Pearson Correlation was used to analyze the relation. There was moderate association of workplace environment with job performance with r values .335.
1. The findings showed that TL and workplace environment had moderate association with JP with r values .270 and .335.
1. All the dimensions of TL had moderate effect on JP with r values .141, .195, .263 and .191 respectively.
1. All the dimensions of workplace environment had moderate effect on JP with r values .167, .172, .142, .118 and .397 respectively.
1. The results showed TL had moderate effect on JP with r value .270.
1. The results showed workplace environment had moderate effect on JP with r value .335.
1. The results showed that TL and workplace environment had moderate effect on JP with r values .192 and .282.
5.3 Conclusions
This research concluded on the bases of the findings that the role of school’s heads and healthy workplace environment play crucial role in JP to meet the set goals. The findings showed that respondents were well aware about the variables of this study such as; TL, workplace environment and JP. Additionally, there was a moderate relationship of all the dimensions of TL with JP. Further, there was a moderate relationship of all the dimensions of workplace environment with JP. Furthermore, there was a moderate relationship of TL with JP. There was a moderate relationship of WPE with JP. Further, there was a significant relation of TL and WPE on JP. There was a moderate effect of all the dimensions of TL on JP. There was a moderate consequence of all the dimensions of WPE on JP. Additionally, TL and workplace environment had moderate effect on JP of teachers.
Overall, TL and workplace environment had moderate correlation with JP and have moderate effect on job performance.
5.4 Discussion 
On the behalf of findings of this research that transformational leadership play a vital role for the augment of job performance of teachers. Moreover, the transformational leadership and conducive workplace environment motivate the workers for the development of employees’ performance. This study is beneficial for the new researches who want to conduct further study in the same area and field. Moreover, it is considered as stepping stone for the adaptation of supportive leadership style according to the situation through updated strategies and techniques. Therefore, future research should be conducted with other variables which enhance the job performance of academic faculty. 
The success of students depends upon the leadership qualities of teachers, conducive workplace environment, and job permeance of teachers. The current research revealed transformational leadership plays vital role in the development of teacher’s leadership qualities. The research revealed that headteachers has to play muti role to gain the goals and objectives of the educational institution. The current study explores the head teachers work as catalysts to boost up the skills of the subordinates, make them energize for better performance and to gain goals, aims and objectives of the institutions. The research revealed the heads of the institutions influence their followers by their knowledge skills, positive activities and work performance. TL enhance the moral and motivation of the teachers to get close to the institutional goals. The leadership capability’s ability of the head teachers determines and maintained the stability of the institutions. 
The current study revealed the TL and workplace environment have moderate relationship and effect on the secondary school teachers. The TL qualities of the head’s teachers influence the subordinates. The results showed the capabilities of the head teachers has moderate effect on the teacher’s performance. Another research was conducted in Africa. The study found that TL had positive effect on the JP of teachers. The study recommended institution has to enhance the TL skills to improve the teachers’ skills (Dialoke & Ogbu, 2018).
 	Another study was done in Nigeria. The findings of the study revealed workplace environment has significance effect on the JP of the teachers. The study recommended the institution enhance the TL skills of the teachers and provide conducive environment to gain the goals of the institution (Olujuwon et al., 2021). The results of the current study revealed that Workplace environment has moderate effect on the JP of the teachers. There is dire need to provide conducive workplace environment to attain the interest of the institution.
5.5 Recommendations
The study recommended based on the results that transformational leadership and workplace environment play significant role to enhance the teachers’ leaders’ style and sincerity with job performance. There for it is recommended that,
· The school heads may adopt the transformational leadership strategies to influence and teachers. Heads and teachers’ supportive intentions guidelines to establish best teaching practices and set clear goals.
· The teachers may focus on their teaching skills to command on subjects. Because it directly effects their job performance and achievements of the institutions as well.
· The government may give special attention to school’s education department by increasing budget, cluster and pay much attention to all the necessary requirements need for conducive workplace environment within the classroom.
· Policy makers may arrange training courses both for school leaders and teachers time to time, provide opportunities to refresh their knowledge and skills.













[bookmark: _Hlk177889272]
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Appendix-A
Data Collection Permission Letter
Dear Sir/Madam, 
I am a Shahab ud din, student of M. Phil Education in NCBA&E, Main Campus Lahore. The following research is the part of my degree program which is being conducted only for academic purposes.  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 the given statements, as incomplete responses will not fulfill the requirement of research. 












Appendix-B

QUESTIONNAIRE
Dear Sir/Madam, I am a student of M. Phil Education at the National College of Business Administration and Economics (NCBA&E), Lahore.  I am designing this study for academic purposes. All the information regarding this questionnaire will be used only for educational objectives and kept confidential. Tick-mark the given statements according to your opinions.
Demographics
Gender:                                Male           	 Female [image: ][image: ]


Academic Qualification:      Graduation 	   Master 	M.Phil. 	Ph. D.[image: ][image: ]

[image: ][image: ]
[image: ][image: ]

Professional Qualification:   B. Ed/BS. Ed         	 M. Ed/ MS. Ed


Professional Experience:      1-5 years       6-10 years     11-15 years      More than 15 years

[image: ][image: ]
[image: ][image: ]


5-point Likert scale options
	1
	2
	3
	4
	5

	Strongly Disagree
	Disagree
	Neutral 
	Agree
	Strongly Agree

	SDA
	DA
	N
	A
	SA



Transformational Leadership
1. Idealized influence (My School Head)
	1
	Instil pride in others for being associated with me 
میرے سکول کے ہیڈ میرے ساتھ منسلک ہونے پر دوسروں میں فخر محسوس کرتے ہیں ۔
	1
	2
	3
	4
	5

	2
	Go beyond self-interest for the good of the group
میرے سکول کے ہیڈ گروپ کی بھلائی کے لئے خود آگے بڑھتا ہے۔ 
	1
	2
	3
	4
	5

	3
	Act in ways that build others’ respect for me
میرے سکول کے ہیڈ دوسروں میں میری عزت کو بڑھا نا ہے ۔ 
	1
	2
	3
	4
	5

	4
	Display a sense of power and confidence  
میرے سکول کے ہیڈ طاقت اور اعتماد کا احساس ظاہر کرتے ہیں۔
	1
	2
	3
	4
	5

	5
	Talk about my most important values and beliefs  
میرے سکول کے ہیڈ میری سب سے اہم اقدار اور عقائد کے بارے میں بات کرتے ہیں ۔
	1
	2
	3
	4
	5

	6
	Specify the importance of having a strong sense of purpose 
میرے سکول کے ہیڈ مضبوط  مقصد  کو اہمیت دیتا ہے ۔ 
	1
	2
	3
	4
	5

	7
	Consider the moral and ethical consequences of decisions 
میرے سکول کے ہیڈ فیصلوں کے مذہبی اور اخلاقی نتائج کو مد نظر رکھتاہے۔ 
	1
	2
	3
	4
	5

	8
	Emphasize on importance of collective sense of Mission 
میرے سکول کے ہیڈ مجموعی مشن کے احساس کی اہمیت پر روز دیتا ہے۔
	1
	2
	3
	4
	5


2. Inspirational Motivation (My School Head)
	1
	Talk optimistically about the future 
میرے سکول کے ہیڈ مستقبل کے بارے میں امید کا احساس دلا تا ہے ۔ 
	1
	2
	3
	4
	5

	2
	Talk enthusiastically about what needs to be accomplished 
میرے سکول کے ہیڈ کام کی پر  جوش جرأت پر بات کرتا ہے ۔ 
	1
	2
	3
	4
	5

	3
	Articulate a compelling vision of the future 
میرے سکول کے ہیڈ مستقبل کا واضح و یژن بیان کرتا ہے ۔
	1
	2
	3
	4
	5

	4
	Express confidence that goals will be achieved 
میرے سکول کے ہیڈ مقاصد حاصل کرنے کے اعتماد کا اظہار کرتا ہے۔
	1
	2
	3
	4
	5



3. Intellectual Stimulation (My School Head)
	1
	Examine critical questions whether they are appropriate
میرے سکول کے ہیڈ سوالات کے مناسب ہونے کا جائزہ لیتا ہے ۔ 
	1
	2
	3
	4
	5

	2
	Seek differing perspectives when solving problems 
میرے سکول کے ہیڈ مختلف نقطہ نظر سے مسائل کا حل تلاش کرتاہے ۔ 
	1
	2
	3
	4
	5

	3
	Get others to look at problems from many different angles 
میرے سکول کے ہیڈ مسائل کو مختلف زاویوں سے دیکھنے کی ترغیب دیتا ہے ۔ 
	1
	2
	3
	4
	5

	4
	Suggest new ways of looking at how to complete tasks
میرے سکول کے ہیڈ کام کو مکمل کرنے کے نئے طریقے تجویز کرنا ہے۔ 
	1
	2
	3
	4
	5

	5
	Encourage employees to apply new processes  
میرے سکول کے ہیڈ ملازمین کی حوصلہ افزائی کرتا ہے کہ وہ نئے عمل کو لاگو کریں۔ 
	1
	2
	3
	4
	5

	6
	Accept employees’ ideas even if they are different to my ideas
میرے سکول کے ہیڈ اپنے نقطہ نظر کے خلاف ملازمین کی تجاویز کوبھی قبول کرتا ہے۔
	1
	2
	3
	4
	5

	7
	Encourage employees to search for and apply new ideas to develop their work
میرے سکول کے ہیڈ کام کو ترقی دینے میں ملازمین کی نئی سوچ اور استعمال کی ترغیب دیتا ہے۔ 
	1
	2
	3
	4
	5

	8
	Encourage employees’ creativity through not publicly criticizing their mistakes
میرے سکول کے ہیڈ ملازمین کی تخلیقی صلاحیت کو بڑھانےکیلئے لوگوں میں ان کی غلطیوں پر تنقید نہیں کرتا ۔ 
	1
	2
	3
	4
	5


4. Individualized Consideration (My School Head)
	1
	Spend time teaching and coaching 
میرے سکول کے ہیڈ پڑھانے اور کو چنگ میں وقت گزارتا  ہے ۔ 
	1
	2
	3
	4
	5

	2
	Provide learning-and-development environment 
میرے سکول کے ہیڈ تعلیم و تربیت کا ماحول مہیا کرتاہے ۔ 
	1
	2
	3
	4
	5

	3
	Treat others as an individual rather than just as a member of a group 
میرے سکول کے ہیڈ دوسروں کے ساتھ انفرادی طور پر سلوک کرتے ہے نہ کہ صرف ایک گروپ کے ممبر کی طرح ۔ 
	1
	2
	3
	4
	5

	4
	Consider an individual as having different needs, abilities, and aspirations from others 
میرے سکول کے ہیڈ ہر فرد کی دوسروں سے مختلف ضروریات صلاحتیں اور خواہشات کا خیال رکھتا ہے ۔ 
	1
	2
	3
	4
	5

	5
	Help others to develop their strengths 

میرے سکول کے ہیڈ دوسروں کی صلاحیتوں کو بڑھانے میں مدد کرتا ہے ۔ 
	1
	2
	3
	4
	5



Workplace Environment
	1. Role Clarity

	1
	I have clear goals and objectives for my job.
میرے کام کیلئے واضح اہداف اور مقاصد ہیں۔Top of Form

	1
	2
	3
	4
	5

	2
	I am clear about my priorities at work.
میرے کام میں میری ترجیحات واضح ہے۔ 
	1
	2
	3
	4
	5

	3
	I know what my responsibilities are.
میں جانتا ہوں کہ میری ذمہ داریاں کیا ہیں ۔ 
	1
	2
	3
	4
	5

	4
	I am clear with the working condition in the institution.
مجھے اپنے ادارے کے کام کے ماحول کا واضح علم ہے۔ 
	1
	2
	3
	4
	5

	2. Respect

	1
	I feel valued by my colleagues in the school.
میرے ادارے میں میرے ساتھی میری قدر کرتے ہیں۔ 
	1
	2
	3
	4
	5

	2
	I value my colleagues in the school as a whole.
میں اپنے سکول میں اپنے ساتھیوں کی قدر کرتا ہوں۔ 
	1
	2
	3
	4
	5

	3
	My institution is respected by other Institution.
دوسرے ادارے میرے ادارے کا احترام کرتے ہیں ۔
	1
	2
	3
	4
	5

	3. Communication

	1
	I receive all the information I need to carry out my work.
مجھے اپنے کام کو سر انجام دینے کیلئے تمام معلومات فراہم کی جاتی ہیں ۔ 
	1
	2
	3
	4
	5

	2
	I have adequate opportunities to express my views in my school. 
میرے ادارے میں مجھے اپنے خیالات کے اظہار کا موقع دیا جاتا ہے ۔ 
	1
	2
	3
	4
	5

	3
	I work effectively because other employees communicate regularly with me.
میں اپنا کام بہتر طریقے سے کرتا ہوں کیونکہ دوسرے ملازمین باقاعدہ طور پر میرے ساتھ رابطے میں رہتے ہیں ۔ 
	1
	2
	3
	4
	5

	4
	I am participated in the decision-making process of the school
میں سکول کی فیصلہ سازی کے عمل میں حصہ لیتا ہے ۔ 
	1
	2
	3
	4
	5

	4. Career Development

	1
	There is an adequate means of appraising my performance.
میری کارکردگی کو جانچنے کے مختلف ذرائع موجود ہیں۔ 
	1
	2
	3
	4
	5

	2
	I can develop my career within the institution.
میں سکول میں اپنے کیئریئر  کو بہتر بنا سکتا ہوں ۔  
	1
	2
	3
	4
	5

	3
	People are promoted fairly in this institution.
سکول میں لوگ منصفانہ طریقے سے ترقی حاصل کرتےہیں ۔ 
	1
	2
	3
	4
	5

	4
	I have enough time for the improvement of my work.
اپنے کام کی بہتری کیلئے میرے پاس کافی وقت ہوتا ہے ۔ 
	1
	2
	3
	4
	5

	5. Direction

	1
	The future of this school is communicated to all employees.
ادارے کا مستقبل تمام ملازمین کو بتا یا گیا ہے۔ 
	1
	2
	3
	4
	5

	2
	I am clear to achieve the goals of this school.
ادارے کے مقاصد کو حاصل کرنے کے بارے میں واضح طورپر جانتا ہوں۔ 
	1
	2
	3
	4
	5

	3
	The future objectives of this school are consistent with my personal objectives.
اس ادارے کے مستقبل کے مقاصد میرے ذاتی مقاصد کے مطابق ہے۔ 
	1
	2
	3
	4
	5

	4
	Rules and regulations are helpful for all the employees.
قواعد و ضوابط تمام ملازمین کیلئے مدد گار ہوتے ہیں ۔ 
	1
	2
	3
	4
	5



Job Performance
	1. Contextual Performance 

	1
	I help other employees with their work when they have been absent.
میں دوسرے ملازمین کے کام میں ان کی مدد کرتاہوں جب وہ غیر حاضر ہوتے ہیں ۔ 
	1
	2
	3
	4
	5

	2
	I volunteer to do things not formally required by the job.
میں وہ کام بھی کرتاہوں جو میری جاب کا حصہ نہیں ہے ۔ 
	1
	2
	3
	4
	5

	3
	I take initiative to orient new employees to the school even though not part of my job description.
میں نئے ملازمین کو سکول کے بارے میں بتاتا ہوں حالانکہ یہ میرے جاب کا حصہ نہیں ہے ۔ 
	1
	2
	3
	4
	5

	4
	I help others when their workload increases.
جب دوسروں کا کام بڑھ جائے تو میں ان کی مدد کرتا ہوں ۔ 
	1
	2
	3
	4
	5

	5
	I make innovative suggestions to improve the overall quality of the school.
میں سکول کی بہتری کے لئے نئی تجاویز دیتا ہوں۔  
	1
	2
	3
	4
	5

	6
	I willingly attend functions not required by the institution, but helps in its overall image. 
میں سکول کا تصور بہتر کرنے کیلئے اس کی تقریبات میں حصہ لیتا ہوں۔ 
	1
	2
	3
	4
	5

	2. Task Performance

	1
	I achieve the objectives of my job.
میں اپنے کا م کے مقاصد کو حاصل کرتا ہوں۔ 
	1
	2
	3
	4
	5

	2
	I meet criteria for performance.
میں کار کردگی کے معیار پر پورا اترتا ہوں۔ 
	1
	2
	3
	4
	5

	3
	I demonstrate expertise in all job-related tasks.
میں جاب سے متعلق تمام کاموں میں مہارت کا مظاہرہ کرتا ہوں۔  
	1
	2
	3
	4
	5

	4
	I fulfill all the requirements of the job.
میں جاب کی تمام ضروریات کو پورا کرتا ہوں۔ 
	1
	2
	3
	4
	5

	5
	I can manage more responsibility than typically assigned.
میں عام طور پر تفویض سے زیادہ ذمہ داری کا انتظام کر سکتا ہوں۔ 
	1
	2
	3
	4
	5

	6
	I appear suitable for a higher-level role.
مجھے لگتا ہے کہ میں اعلیٰ درجے کے کردار کیلئے مناسب نظر آتا ہوں۔ 
	1
	2
	3
	4
	5

	7
	I am competent in all areas of the job, handles tasks with proficiency.
میں ملازمت کے تمام شعبوں میں قابل ہوں۔ مہارت کے ساتھ کاموں کو سنبھالتا ہوں۔ 
	1
	2
	3
	4
	5

	8
	I perform well in the overall job by carrying out tasks as expected.
میں تو قع کے مطابق کاموں کو انجام دے کر مجموعی طورپر اچھی کارکردگی کا مظاہر ہ کرتا ہوں۔ 
	1
	2
	3
	4
	5

	9
	I plan and organize to achieve objectives of the job and meet deadlines. 
میں کام کے مقاصد کو حاصل کرنے اور ڈیڈ لائن کو پورا کرنے کیلئے منصوبہ بندی اور تنظیم سازی کرتا ہوں۔ 
	1
	2
	3
	4
	5

























Appendix-C  
List of Experts for Validation of Research Tool
	Name
	Designation
	Institution

	Dr. Tariq Mahmood CH.
	Director, Professor of Education 
	Institute of Education and Research (IER), Punjab University, Lahore

	Dr. Ayaz Muhammad Khan
	Associate Professor of Education, Director Division of Education, Education University Lahore.
	Institute of Education and Research (IER), University of Education, Lahore.

	Dr. Mehboob Ul Hassan
	Assistant Professor of Education  
	University of Lahore, Lahore

	Dr. Naveed Jabbar
	Assistant Professor, Head of Department of Education
	National College of Business Administration & Economics (NCBA& E), Main Campus, Gulberg, Lahore.

	Dr. Muhammad Azeem 
	Associate Professor of Education  
	Institute of Education and Research (IER), Punjab University, Lahore
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