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ABSTRACT
The growing emphasis on participatory governance in educational institutions has renewed interest in shared leadership as an effective school management approach. This study explores the effect of shared leadership practiced by school heads on teachers’ job performance at the secondary level.  A quantitative correlation survey design was used to probe phenomenon.  The sample of the study consisted of 300 Public sector secondary school teachers of district Lahore. The data were collected through a simple random sampling technique.  Statistical techniques of Pearson correlation and regression were employed to explore relationship and effect of school heads shared leadership practices and teachers’ job performance. The result of the study reported strong relationship between heads shared leadership practices and teaches job performance, Furthermore the results of regression analysis showed moderate effect of shared leadership on teachers job performance, indicated that schools where leadership responsibilities are shared among staff report higher levels of motivation, engagement, and instructional effectiveness. The study concludes that adopting shared leadership strengthens school culture, enhances teacher agency, and promotes sustainable school improvement.  Based on the results of the study, it was recommendations that there urgent need of professional development for school heads on collaborative leadership practices and the institutionalization of structures that support shared decision-making in schools.
Keywords: Job Performance, Shared Leadership, School Heads  




CHAPTER I
INTRODUCTION
1.1. Introduction 
Leader is not just someone who directs but someone who inspires and cultivates growth in others. Leadership in education, shape minds, nurture talents, and create a conducive environment. A strong leader foster innovation, encourages critical thinking and appreciate new ideas. Leader ensures that learning is not only memorizing but building skills for life time. Leadership emphasizing influence, vision and connection. Leadership inspires others to pursue them with passion and commitment. In an educational context, strong leadership ensures that students, teachers, and administrators are aligned towards meaningful growth (Rus et al., 2010). Leadership largely determines the nature of the school environment. The school principal and must understand and acknowledge that people can produce results. Therefore, understanding the employes performance is the center of each institution (Onen and Maicibi, 2004).
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). 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 (Schwarz, 2017).
Shared leadership is a modern approach where leadership is distributed among members. It works through voluntary cooperation and interaction, valuing the competencies of everyone involved. The core idea is to distribute the leadership qualities and participative perspective where teachers interact. It recognized that leadership is a both leaders and specific situation. Shared leadership success relies on mutual trust and knowledge sharing. Shared leadership exchange ideas to boost skills and knowledge (Pearce & Sims, 2002).
Shared leadership recognizes that collective intelligence is greater than what any single person knows. While not brand new, educators are actively exploring this idea. It is seen that shared leadership is replacing distributed leadership, and focusing a truly participating environment in schools. Many believes this is the best approach for a school setting. However, often, feels it still just boils dejected the activities and behaviors of the school rather than truly shared, whole school efforts (Cox et al., 2003).
Shared leadership is rooted in collaboration, mutual respect, and collective growth. It believed that true progress stems from empower every team member to contribute ideas, take initiative, and lead from where they stand. By fostering an environment of trust, and open communication cultivate a culture of openness and decision-making passion and purposes (Cox et al., 2003; Pearce & Sims, 2002).
The performance of teachers is pivotal to the success of any educational institution. Educators play a vital role, ensuring that academic and institutional objectives are met. Their effectiveness directly effects the quality of education and students’ outcomes. By contributing their skills and knowledge, teachers help institutions achieve their goals. Thus, their performance is a key determinant of overall institutional success (Aung et al., 2023). The performance of teachers is pivotal to the success of any educational institution. Educators play a vital role, ensuring that academic and institutional objectives are met. Their effectiveness directly effects the quality of education and students’ outcomes. By contributing their skills and knowledge, teachers help institutions achieve their goals. Thus, their performance is a key determinant of overall institutional success (Aung et al., 2023). 
Job performance is the total expected value that an individual’s behaviors contribute to the organization over a explic time frame work. it is basically, an aggregated property of behaviors; it is not based on a single action but a collection of discrete actions carried out by the staff. A critical distinction is made between mere conduct and performance. Therefore, while teachers actions are the observable input, their job performance is ultimately measured by the expected positive outcomes and aids those actions are calculated to the institutional goals and achievement (Akporehe & Asiyai, 2023).
Job performance of a teacher measure how teachers effectively complete their assigned tasks. It is closely linked to their job appreciation and individual attributes. High level of satisfaction and recognition boost performance. Personal qualities, skills, and characteristics also play a significant role. Thus, teachers performance is essential for overall success of the institutions (Bin & Shmailan, 2015).
Task performance of teachers measures how teachers effectively complete their assigned tasks. It is closely linked to their job appreciation and individual attributes. High level of satisfaction and recognition boost performance. Personal qualities, skills, and characteristics also play a significant role. Thus, teachers performance is essential for overall success of the institutions (Bin & Shmailan, 2015).
Contextual performance is sole performance of employee to an institution   as, truthfulness, responsibility and willingness. The employees do his duty with enthusiasm and passion because their hard working reduce the handles for doing the certain task. The previous studies explored, conceptual performance moved all over intellectual and community factor that assist employee (Bhat & Bashir, 2016).
Shared leadership by school heads has a significant and positive influence on teachers job performance.
Head actively involves teacher in decision making and promote a collaborative environment, teachers feel more empowered., resected, and motivated. This sense of inclusion fosters stronger engagement and commitment to their roles, enhancing both individuals and collective performance. It also encourages professional development, as teachers are more likely to take initiative and embrace growth opportunities when they are part of shaping school policies and practices. Shared leadership cultivates batter communication and teamwork among educators, resulting in a more supportive and effective teaching environment. By fostering a culture of shared leadership and trusts and shared responsibilities of heads unlock the full potential of teaching staff and elevate the quality of education (Bin & Shmailan, 2015; Hammersley et al., 2002; O’Toole et al., 2002).
1.2.  Statement of the Problem
The institutions of secondary educations are evolving to meet the challenges of globalization, emphasizing head teachers empowerment and job performance of secondary school teachers. Teachers are not serving as subject instructors also perform as innovative instructor for students. School leaders acknowledge the necessity for educational transformation, where teachers become pivotal in preparing the next generation to compete globally. This transformation needs continuous development of educational association to achieve world-class teaching excellence.
The institutions of secondary education are changing in a self-sustaining behavior and is gaining more knowledge of more and batter innovation and improvement in line with the challenge of globalization. Therefore, the current scenario has been observed that the performance of teachers was not put into consideration due to lack of poor shared leadership skills and poor job performance. So, there is dire need to empower head teachers in decision making process to achieve optimum goals for the institutions. Empowering not satisfy teachers but also increase performance of head teachers to meet the international standard of teachers. These ensuring head teachers are equipped to lead and inspire future generation effectively.
1.3.  Research Objectives of The Study 
1. To find out the existing level of shared leadership of head and job performance of  secondary schools  
2. To determine the relationship between shared leadership of head and job performance at secondary schools.
3. To explore the effect of shared leadership of head on job performance at secondary schools.
Research Questions
1. Is there any significance relationship between shared leadership and job performance at secondary schools?
2. Is there any significance effect of shared leadership on job performance at secondary schools?
1.4.  Significance of the Study
The study explores the impact of shared leadership and teachers’ performance at secondary school teachers. This study is helpful for administrative teachers to enhance their job performance for better teaching and learning process. The research is valuable contribution to the field of educational shared leadership and teachers’ development that how shared leadership influences job performance of the administrators. The research insights to improve professionalism in the schools. Strengthening shared leadership practices lead to a more motivated and effective teaching, ultimately benefits students as well.
The outcomes of the present research are helpful to the educational administration to concentrate on teachers shared leadership style and job performance. This study helps the policy makers to improve the leadership qualities of secondary school administrative and teachers to 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 the best results. This study helps teacher education institutions to make training session for teachers to improve their teaching, professionalism, leadership and knowledge skills. 
The findings benefiting higher authority personal in educational institutions by enhancing management professionalism and supervision across sectors. Additionally, the research outcomes provide heads of department with literature on the relationship between transformational leadership and teachers empowerment, linking it to teachers performance in schools. The research is valuable for higher authorities to appreciate and implement ideas that improve teachers performance at the secondary level. The conclusion aimed to assist school management in organizing continuous seminars for faculty staff to fulfill the mission and vision of secondary schools.
1.5.  Theoretical Framework
A theoretical framework is the foundation of the research study. It provides the structure that supports the entire research. It consists of theories and concepts relevant to the research topic assist to define the effect and relationship between variables. A theoretical frame work is essential because it provides a structured way to understand and analyse a research problem. It helps the study direction, ensures consistency in findings and connects new research to existing knowledge without frame work research is scattered, lacking of a clear foundation (Varpio et al., 2020). The theoretical framework of this study explores the relationship between shared leadership with the teacher’s performance at secondary school level. Furthermore, shared leadership and teachers impact the teacher’s performance at secondary school level. Head empowerment allows to acquire knowledge and skills, as well as values, habits, beliefs, and attitudes; it also opens doors to endless learning opportunities (Fletcher & Kaufer, 2003). 
Shared leadership theory reimagines the concept of leadership as a collective process rather than a singular role. Instead of one person holding all the decision-making power, leadership is distributed among team members based on their expertise, contributions, and the evolving needs of the group. This model encourages active participation, mutual trust, and shared responsibility, resulting in higher engagement and creativity. While it fosters collaboration and empowers individuals, it can also present challenges such as role ambiguity and slower decision-making. Nonetheless, shared leadership is increasingly valued in dynamic, team-oriented environments where adaptability and diverse perspectives are essential for success (Pearce et al., 2008; Abutayeh & AI-Qatawneh, 2012). 
Shared leadership theory significantly influences job performance by fostering a collaborative and empowering work environment. When leadership responsibilities are distributed among team members, individuals feel more valued and engaged, which enhances their motivation and commitment to tasks. This sense of ownership leads to improved problem-solving, innovation, and responsiveness, especially in dynamic or complex projects. Moreover, shared leadership allows team members to leverage each other's strengths, resulting in more effective decision-making and execution. However, its success depends on clear role definitions, a supportive organizational culture, and strong communication. While shared leadership can elevate performance, it must be carefully implemented to avoid confusion and inefficiencies that could hinder results (Pearce et al., 2008; Lambert, 2002; Sungu et al., 2019).
Shared leadership (SL) theory expands the traditional view of leadership by emphasizing a collaborative and decentralized approach. It posits that leadership is not limited to a distinct nevertheless is a dynamic process shared among team members. This model thrives in environments where trust, open communication, and mutual respect are present, allowing individuals to contribute their unique skills and perspectives. By distributing leadership responsibilities, teams become more agile, innovative, and resilient. SL take creativity, choices, and support one another, fostering a sense of ownership and accountability. Although SL can introduce complexities in coordination and decision-making. Decision-making increased engagement, stronger team cohesion, and improved performance make it a compelling framework for modern organizations navigating change and complexity (Pearce, 2004; Pearce et al., 2008; Lambert, 2002).
1.6.  Conceptual Framework
Conceptual framework of the current study is given below



Shared Leadership 
· Team effectiveness
· Satisfaction 
· Support
· Decision making 
· Commitment 


Job Performance 
· Task Performance  
· Contextual Performance


                                                      













Figure 1.1 Framework of the Study
















1.7.  Operational Definitions 
	Shared Leadership 
	Shared leadership is a collaborative approach where multiple individuals within an institution take on leadership roles, rather than relying on a single appointed leader. It emphasis on mutual influence, shared responsibilities, and collective decision making to achieve common goals.

	Job Performance
	Job performance involves ability of working to attain the tasks and goals of the institution through effective responsibilities.

	Head Teacher 
	A person responsible for functional of  intuition 



1.8.  Delimitations of the Study
Due to lack of time, cost and energy this study has its delimitations. The  Current research has delimitation about geographical area it was conducted in district Lahore other areas of the province was neglected. Moreover, the study was conducted at secondary school level and not target the population at other levels of education. Therefore, the results of this research were not utilized in other areas of the country. The study also faces limitations which effect the scope and generalizability of the findings. The study was limited to secondary schools. Due to shortage of limited time the data were collected from specific areas of district Lahore.









CHAPTER II
LITERATURE REVIEW
This chapter deals with leader, leadership, shared leadership with its dimensions, performance, job performance with its dimensions, and previous studies related to effect of shared leadership of school heads on teachers’ job performance. Leader
Leader is not just someone who directs but someone who inspires and cultivates growth in others. A strong leader foster innovation, encourages critical thinking and appreciate new ideas. Leader ensures that learning is not only memorizing but building skills for life time. Leadership emphasizing influence, vision and connection. Leaders facilitate effective learning process, helping achieve role clarity and develop their leadership identities. This clarity among school heads is achieved through their individual learning activities within their institutional settings. Additionally, school heads engagement in institutional learning programs further supports this role clarity and identity development (Aas et al., 2020). 
Leader is one of the essential elements of educational institutions. Leader is the one who guides, inspires, and directs a group, institution toward common goals. A teacher leader plays vital role in content planning and students grooming. Teacher has to play different role in changing educational world for better performance of students. Leaders have the responsibility of making decisions, setting visions, and motivating others to achieve collective objectives. Leaders are playing vital role in improving the performance of teachers both within and outside classroom. 
[bookmark: _Hlk173207138]Leader is someone who coordinate and oversees the work of other individual or group of individuals. Successful leaders are answerable to developing the followers' leadership skills to be sure their organizations will continue succeeding. Leaders are performing their role as a catalyst for educational transformation in the classroom. A leader is recruiting trend for school reform in recent years. Directive, supportive, and decision making in task performance is effective leader. Leaders are the one who improve the competence of their followers, encourage them and inspire them in task performance. A leader was focused towards collective environment, work development and initiative for school reforms.
2.1.  Shared leadership
 Leadership in education, shape minds, nurture talents, and create a conducive environment. Leadership inspires others to pursue them with passion and commitment. In an educational context, strong leadership ensures that students, teachers, and administrators are aligned towards meaningful growth (Rus et al., 2010). Leadership plays an essential role in enhancing the job performance of secondary school teachers. Leaders inspire and motivate teachers by fostering a shared vision, encouraging innovation, and providing individual’s support. 
Leadership valued and motivated to perform their best. leadership boost teachers professional development, engagement and confidence to take initiative significant decision that make them close to the institutional goals. Leadership directly affects the job performance of teachers (Herman & Chiu, 2014; Wijayanti et al., 2020; Akporehe & Asiyai, 2023). Leadership centers around the exchange process where leaders’ behaviors influencing their subordinates, enhancing morale and motivation. Leaders inspire employees, playing a pivotal role in maintain institutional stability and existence. In today’s context, leadership significantly impacts both job performance and outcomes, demonstrating its role in achieving institutional success and fostering a conducive environment (Herman & Chiu, 2014).
Shared leadership (SL) is a energetic, communicating influences process where group lead one another to attain common and institutional goals. this greatly improves institutional learning by establishing a culture wherein members learn from one another in order to do better, SL utilizes team reflexibility; encouraging reflection and communication of the team members concerning their goals, strategies, and working processes to ensure that are best suited for the current situation. Ultimately, this participation enhances the quality of team decisions and performance outcomes  (Fu et al., 2020).
Shared leadership explains how an individual’s confidence in their ability to perform specific tasks and attain specific goals influences the final outcome. Expectation of their efficacy have an effect on action, effort and persistent behaviors in relation to the task when faced. Shared leadership focused on application in the academic purpose and task performance (Chae & Park, 2020). Shared leadership continued to make a positive with job performance by increasing team cohesiveness, commitment and involvement. Self-efficacy shared leadership enhances perception of control and successful outcomes as well as application of different strategies while performing tasks. Shared leadership not only effect the performance but also impact the tasks. Shared leadership motivates individuals to do the job in best way. Shared leadership motivates an individual to attain the job goals (Locke & Latham, 2002; Yagil et al., 2023).
Shared leadership, along with related ideas like collective and distributive leadership, was introduced in 1980, centering on the core principles of distributing leadership responsibilities among an institution’s members. Over the decades, three main characteristics have defined, firstly, involved distributed responsibilities, moving influence away from just a few people. second, SL is a dynamic in nature, leadership roles are not fixed but are contingent upon the specific tasks at hand and varying skills and capabilities of the institutional staff. Thirdly, it promotes and allowing numerous institutional members to take on leadership roles rather than to select few (Fu et al., 2020).
Shared leadership (SL) fosters a helpful environment where teachers are inspired to co-led and reciprocally affect each other toward a mutual goal. This builds team trust creating a feeling of psychological, safety that empower teachers to take proactive actions without needing explicit instructions. This leads to the new concept staff performance. Thus, shared leadership focused on changed oriented and future focused. This showed that shared leadership influence job performance of the staff (Fu et al., 2020). So, it is essential for the institution that is fronting tasks carried by varying according to the changing and updating thus system. As the new generation staff have a strong desire to actively participate in performing their assigned task and duties. This is just only be done to evolve all the staff in decision making process through shared leadership. Thus, a supportive mechanism and training on leadership skills are more important, as it enhances staff engagement and team leadership. Shared leadership posters skills, motivate staff woks the essential of the educational institution (Fu et al., 2020). 
2.2. Dimensions of Shared Leadership
2.2.1. Team Effectiveness 
Team effectiveness (TE) is standings of two features: team tasks performance and team viability. This assess that team effectiveness capture both current team effectiveness and future effectiveness. Shared leadership is definitely related with team task. It leads every member of group to advance knowledge and achieve the goals collectively that surly effect the performance. The purpose of shared leadership is motivated and every member of the group to take participation in achieving the goals collectively. Furthermore, the group member is forced to influence by their colleague, team functioning, increase level of respect and enhance the trust level among them. Team effectiveness increases the job performance of teachers and performance is associated with team work. the collectively goals only be attained when every member of the team take participate with soul and mind. (Wu & Cormican, 2021; Choi et al., 2017; Drescher et al., 2014). It providing a energetic of shared leadership within teams. Team members that involve in shared leadership exhibit positive traits and regularly presentation aggregated behaviors in concert with one another. The communal action is articulated as a concretive effect in, which is a deliberate effort by team members to influence the behavior of others. The aim of this influence is to drive indifferent to words a desired behavior. When behaviors will concretive measures against them to implement obedience and maintain the groups anticipations (Wood, 2005). In this model teachers are given decision making powers to design a curriculum according to the students and community needs. Because teachers aware of the student’s needs. This model teachers are articulated and stressed on students needs, teachers are allowed to use all resources to design a particular plan. Teachers and students are assigned to tasks for multiple years for creating strong relationships (Lambert,2002).
2.2.2. Satisfaction 
Satisfaction and shared leadership are deeply interconnected in performing job performance. When leaders shared, teachers feel more empowered and valued. This sense of respect, morale raises the fulfillment. Shared leadership, is associated with satisfaction and trust when personal trust is are gratified on basis of communal needs and reduces the efforts. Satisfaction of shared leadership create a workplace culture. When leaders’ responsibilities are distributed among team members, individuals are more empower and valued which directly enhances satisfaction of shared leadership. This creative approach fosters a sense of belonging, encouraging them actively contribute to decision making and problem solving (Robert & You, 2013; Shane wood & Fields, 2007).
2.3.4. Decision making 
Decision making plays a vital role in shared leadership to achieve the goals of the institution. The hope of transforming schools head through the actions and decision making of. However, research concerning several elements of shared leadership in the realm of educational institutions reveals mixed results. teams and suggested shared leadership behavior is positively associated with decision-making, performance (Harris et al., 2007). Boardman’s (2001) study on shared leadership in Tasmanian schools revealed a significant gap, with leaders more positive about the model than their teachers. the study uncovered struggles over decision making power which thoughtful the feelings of manipulation teachers experience when forced to contribute without declaration their ideas considered and implemented. The resulted highlighted a pitfall, as a advantage of shared leadership is supposed to be the diversity of thoughts and talent across all the team (Miles & Watson, 2007; Rice, 2006). Kezar (1998) experiential that leadership teams often submitted to shared thinking when members unsuccessful to fully hold the values of developmental alterations and encouraging multiple opinions. Avoiding groupthink, a and clear communication are paramount for effective shared leadership decision making. Furthermore, for shared leadership and team work to truly succeeded, it is critical that group members understand their individuals’ roles and do not under estimate complexity inherent in this collaborative leadership structure (Cristofaro et al., 2023; Rice, 2006). Team members with enhanced decision-making handled problem influencing their particular role inside the team using this capacity to shared leadership. Team members displaying leadership traits feel implied permission to resolve issue they come across without instant supervisory guidance. As a result, team members sharing in leadership address issues directly affecting their job rather than depend to provide support. It is essential to remember, that shared leadership exhibit shared decision making with members cooperation (Wood, 2005).
2.3.5. Commitment 
Commitment is important tool in shared leadership as they share in setting goals Commitment in shared leadership significantly enhance job performance by fostering trust and collaboration. When team members are committed, they take own ship of their tasks and strive for excellence. Shared leadership empower individuals to contribute ideas and make perfect decisions. It encourages accountability across all levels. Commitment increases accountability and motivates teachers to perform more in a best way. Commitment of professional practice linking leading and learning. And emerging teachers’ skills to achieve optimum objectives of the institution (Alghamdi, 2002; Han et al., 2018).
2.3.6. Support 
Support is another dimension of shared leadership. Every institution needs support to attain its goals. the responsibility of head is to support teachers and motivate them that they perform in a best way. shared leadership, together construct and propose their tasks and equally assist the feedback. Shared leadership is basically mutual support and trust, moving away top to bottom. Shared leadership empower and support the staff by distributing the responsibilities, ensuring that team success is a collective achievement (Morgeson et al., 2010; Dinnocenzo et al., 2016). 
2.4. Job Performance
Performance enables variation to account for different in, characters quantified in selection programs, contribution to physical activity and development, experience to motivational interference and actioning, situational constraints and possibilities. Staff performance is a key element in the growth of an institution. The attainment of performance comes into the realization that it constitutes a central aspect of achieving the institutional goals effectively. The actual performance of teachers is to determine the job commitment. Every institution has a clear vision and omission that is obtained through the actual performance of the staff. Performance involves categorizing and employee’s performance, aligning it with organizational goals and objectives (Amin et al., 2014). Its purposes are to assess job performance, helps teachers improve their efficiency, and thus benefits both individuals and institutions (Dar et al., 2014). The main goal of performance evaluation is to improve individuals’ performance according to approved standards, enhance motivation, identify training needs and foster growth, this is closely linked to job performance (Abutayeh & AI-Qatawneh, 2012).
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 discovered an important impact of head behaviors on job happiness and enactment among school instructors. 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 (Caillier, 2010; Saleem et al., 2020; Sungu et al., 2019).
Occupation performance is defined as the whole predictable value to the institution of the unique behavior happenings by an individual over an average amount of time. Job performance entails the individual’s capability of working while attempting to achieve their goals, finding, and meeting the standard of goals as provided by the institution. Job performance is the teacher’s capability to accomplish their job responsibilities and fulfilling the specified standards of educational institutions. Teaching and learning are the two main primary goal of the schools. Being the foundation of society, they facilitate development. School administrators advise and assist teachers in executing their duties towards meeting this general goal. Job performance reflects teachers’ effectiveness in performing a specific task. Job performance is associated with the level of energy with which a teacher performs designed tasks, which defines behavior, encourage personal to invest more energy to heap appropriate behavior and determine overall job performance.
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. Job performance 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 (Rafiq et al., 2002; Rich et al., 2010; Borman & Motowidlo, 1997).



2.5. Dimensions of Job Performance 
2.5.1 Task performance
Task performance as the efficiency with which job performance complete activities that directly benefits institutions to be able to implement a portion of its activities. Contextual performance plays vital role in the institutions since its assist in the effectiveness of the institutions. Task performance is regarding to the proficiency with which activities are completed therefor, Task performance is differ from institution to institution. Task performance is mainly related to Teacher’s empowerment. The contextual performance is related to the items that explains the role of Teacher’s leadership. 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 (Mahama & Cheng, 2013).
TP covers a person’s contributions to institutional performance, refers to activities that are formal reward systems, and addresses the requirements as specified in job descriptions. TP consists of activities that transform materials into the goods and services by the organizations or to allow for the efficient functioning of the organization. Thus, task performance covers the and fulfill the requirement the that require by employee to the institutions (Edeh et al., 2023).
2.5.2. Contextual performance
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). Contextual performance and task performance are distinct sets of behavior, each contributing separately to organizational success (Van Scotter et al., 2000). Contextual performance enhances organizational efficiency by incorporating psychological and social factors. It includes extra-role behaviors such as volunteering, helping colleagues, and supporting the organization, skin to being a good organizational citizen. These behaviors complement task performance by fostering a positive and collaborative work, ultimately leading to improve workplace outcomes (Edeh et al., 2023). CP contains of conduct that donate to institutional performance but assist the institutional. CP is diverse from TP in actions not properly part of the work explanation. It subsidizes to an institutional performance by serving task performance (Edeh et al., 2023).
 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. 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.
2.6. Theoretical Framework of Shared Leadership 
Shared leadership theory reimagines the concept of leadership as a collective process rather than a singular role. Instead of one person holding all the decision-making power, leadership distributed among team members based on their expertise, contributions, and the evolving needs of the group. This model encourages active participation, mutual trust, and shared responsibility, resulting in higher engagement and creativity. While it fosters collaboration and empowers individuals, it can also present challenges such as role ambiguity and slower decision making. Nonetheless, shared leadership is increasingly valued in dynamic, team-oriented environments where adoptability and diverse perspectives are essential for success (Pearce et al., 2008; Abutayeh & AI-Qatawneh, 2012).
Shared leadership theory significantly influences job performance by fostering a collaborative and empowering work environment. When leadership responsibilities are distributed among team members, individuals feel more valued and engaged, which enhances their innovation and commitment to tasks. This sense of ownership leads to improved problem-solving. However, its success depends on clear role of supportive culture and strong communication. While shared leadership elevate performance, carefully implemented to avoid confusion and inefficiencies that hinder results (Pearce et al., 2008; Lambert, 2002; Sungu et al., 2019).
Shared leadership theory expends the traditional view of leadership by highlighting a cooperative and distributed approach. It suggests that leadership is not limited to a signal individual but is active process shared among team members. This model prospers environment where trust, open communication, and joint respect are present, permitting individuals to contribute their unique skills and perspectives. By distributing leadership responsibilities, team becomes more agile, innovative, and resilient. Members are empowering to take decision and support each other, fostering a sense of ownership and accountability. Although shared leadership introduce complexities in coordination and decision making. Decision making increased engagement stronger team cohesion, and improved performance (Pearce, 2004; Pearce et al., 2008; Lambert, 2002).


2.7.  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 institution place. It describes the relationship between head, staff and their working place. 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; DeConinck, 2010). 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. The institutions where influential individuals are transparent, sincere, and uphold their duties to collaboratively foster strong and genuine connection within the institutions. 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; Whitener et al., 1998; Homans, 1958).


2.8.  Previous Studies Related to Effect of Shared Leadership of School Heads on Teachers’ Job Performance
Samancioglu, Baglibel, and Erwin (2020) explored the effects of distributed leadership on teachers’ job satisfaction, organizational commitment, and organizational citizenship in Turkey. This quantitative study employed multiple regression analysis to measure the impact of distributed leadership and its sub-dimensions on teacher outcomes. The sample included 344 teachers from 15 primary schools in Gaziantep, selected through random school selection and voluntary teacher participation. Data were analyzed using SPSS 16.0, with multiple regression assessing the influence of distributed leadership and its sub-dimensions on job satisfaction, organizational commitment, and organizational citizenship behavior. Results showed that distributed leadership positively influenced all three outcomes, with leadership functions predicting organizational commitment and citizenship behavior, and both sub-dimensions predicting job satisfaction. The study recommended that school leaders distribute leadership roles, support teachers, and foster collaborative teams, while policymakers should integrate distributed leadership training into professional development programs. Overall, the study demonstrated that distributed leadership enhances teacher satisfaction, commitment, and citizenship behaviors.
Bogler (2001) explored the influence of leadership style on teacher job satisfaction in Israel. This quantitative, correlational study aimed to identify the relationship between leadership style and teacher satisfaction. The sample consisted of 450 teachers from public schools, selected through convenience sampling across multiple districts. Data were analyzed using Pearson correlation and regression analysis. Findings indicated that participative and supportive leadership styles positively correlated with teacher job satisfaction. The study recommended that school administrators adopt participative leadership approaches to improve teacher morale and satisfaction. Overall, the study confirmed that supportive leadership positively affects teacher job satisfaction.
Hulpia, HDevos, and Rosseel, (2009) analyzed the relationship between distributed leadership and teachers’ organizational commitment in Belgium. This quantitative study employed correlation and structural modeling to explore the effects of coherent leadership teams and leadership support on teacher commitment. The sample included 372 teachers from 36 secondary schools, selected through stratified sampling by school type and teacher grade level. Data were analyzed using structural equation modeling. Results indicated that distributed leadership positively influenced organizational commitment, with coherent leadership teams strengthening this effect. The study recommended that schools enhance leadership team coherence and provide structured support to teachers to increase organizational commitment. Overall, the study showed that distributed leadership improves teacher commitment.
Nguni, Sleegers, and Denessen, (2006) explored transformational and transactional leadership effects on teachers’ job satisfaction, organizational commitment, and organizational citizenship behavior in South Africa. This quantitative study applied correlation and regression analysis to assess the impact of leadership styles on teacher outcomes. The sample comprised 300 teachers from urban secondary schools, selected through random sampling from multiple districts. Data were analyzed using multiple regression and correlation analysis. Findings revealed that transformational leadership strongly predicted teacher job satisfaction, commitment, and citizenship behaviors, while transactional leadership had weaker effects. The authors recommended that school leaders adopt transformational leadership practices and empower teachers to increase commitment, satisfaction, and engagement. Overall, the study found that transformational leadership enhances teacher satisfaction, commitment, and engagement.
Li, Xue,  and Liu,  (2024) studied the chain mediating role of teachers’ job stress in the influence of distributed school leadership on job satisfaction in China, the United States, England, and Australia. This quantitative study applied structural equation modeling to explore the relationships between distributed leadership, teacher job stress, and job satisfaction. The sample consisted of 12,485 teachers from 759 junior high schools (Shanghai: 3,976 teachers, USA: 2,560, England: 2,376, Australia: 3,573), selected through stratified random sampling from schools participating in the Teaching and Learning International Survey. Data were analyzed using structural equation modeling, with mediation analysis to assess the role of job stress and leadership participation. The study found that distributed school leadership directly increased teacher job satisfaction, with job stress partially mediating the relationship, while time spent in leadership roles did not have a mediating effect. The authors recommended that schools implement distributed leadership strategies to enhance teacher satisfaction and reduce job stress; ensuring leadership responsibilities do not increase the teacher burden. Overall, the study confirmed that distributed leadership increases teacher job satisfaction across multiple countries.

















CHAPTER III
RESEARCH METHODOLOGY
Research methodology refers to the systematic approach used to design research, including the methods and procedures involved (Creswell & Tashakkori, 2007). The current research methodology was encompassed several key components: research design, population, sampling and technique, instrumentation, validity and reliability, piloting testing, data collection, ethical consideration and data analysis.
[bookmark: _Toc22111878][bookmark: _Toc12747664][bookmark: _Toc17742634][bookmark: _Toc12747765][bookmark: _Toc12747711][bookmark: _Toc20384852]Research Design
The research design serves as a structured strategy for collecting, and analyzing data, to understand the phenomenon under study (Creswell et al., 2011). Quantitative correlational research design was applied in this study. 
[bookmark: _Toc20384855][bookmark: _Toc22111879][bookmark: _Toc17742637]Population and Sampling
[bookmark: _Hlk184631576][bookmark: _Toc22111882][bookmark: _Toc12747766][bookmark: _Toc20384853][bookmark: _Toc12747712][bookmark: _Toc12747665][bookmark: _Toc445378915][bookmark: _Toc17742635]The population of this study encompasses individuals, objects, or items with specific characteristics that the researcher intends to examine. A subset of population is called sample (Singh & Masuku, 2013). Sampling technique refers to select a representative sample from population to ensure generalizability to the population (Singh & Masuku, 2013). All public sector secondary school teachers were the population of this study. A sample of 300 respondents was selected from district Lahore through a simple random sampling technique to collect data.
Table 3.1 
Sample by Tehsils Wise of Lahore District
	Sr. No
	Tehsils
	Public  
	Private 
	Total 

	[bookmark: _Hlk180445341]1
	Lahore City
	60
	50
	110

	2
	Model Town 
	40
	20
	60

	3
	Raiwind 
	30
	30
	60

	4
	Shalimar 
	20
	15
	35

	5
	Lahore Cantt
	20
	15
	35

	
	Overall 
	170
	 130
	300



Table 3.1 showed the sample by tehsil wise. Researcher used a simple random sampling technique to collect data. The sample of the study was 300 Public teachers of district Lahore.
Instrumentation
[bookmark: _Toc517907400][bookmark: _Toc53584266]Research instrument is important device used for data collection from participants of study (McMillan & Schumacher, 2001). For this study both self-structured and adopted questionnaires were used as an instrument for data collection. The questionnaires were composed of two components (Appendix-B). First component contained demographic variables of the respondents and the second was variables of research. Shared leadership questionnaire was self-structured and idea was taken from the book (Pearce and conger 2003) and Job Performance was adopted from Goodman and Svyantek (1999).
Validity is a degree to measure what it is supposed to be measure (Gray, 2014). Validity on the other hand, concerns whether a measurement accurately reflects what it is intend to measure (Appendix-C). A valid test effectively assesses the concept it claims to evaluate. These are various forms of validity content validity that ensures that test covers all aspects of the concept, and criterion validity, which examines how well the measurement predicts outcomes related to the construct. Validity refers to the accuracy and trustfulness of findings. It ensures that the study truly measures what it intends to measure. Maintaining validity is essential for producing credible and impactful research. If validity is compromised, the conclusions drawn might not be meaningful. External validity assesses whether findings be general to other settings, construct validity examines the study accurately measures the concept, content validity checks whether the research covers all aspects of the research (Cohen et al., (2017). Questionnaire will be validated by educational experts.
Pilot testing helps researchers assess the feasibility of a study before full scale implementation. It allows for identifying weaknesses in research design, refining survey questions and improving data collection methods. By conducting pilot testing researcher able to overcome the drawback. This process strengthens the validity of findings and increases the chance of a successful effective research study (Schroder et al., 2011).
Reliability refers to the consistency and stability of a measurement overtime. A reliable test and instrument produce the same results when applied multiple times in the same conditions. There are different types of tests such as test-retest reliability, which assess consistency across time, and high reliability indicates that a tool is dependable and minimizes random errors in measurement (Cohen et al., (2017; Chin, 2010).  Reliability is necessary for validity, a reliable test still if consistency measure irrelevant. There for both reliability and validity are considered credible for meaningful findings (Kimberlin & Winterstein, 2008).
Table 3.2 
 	Reliability of Shared Leadership of Head and Job Performance
	Participants 
	Variables 
	Dimensions 
	Items
	Cronbach Alpha

	30
	Shared  Leadership of Head 
	05
	32
	.810

	
	Job Performance 
	02
	09
	.982


Data Collection
The researcher personally visited the sample institutions to discuss the study objectives with the respondents. Data were gathered using survey methods (Appendix-B), ensuring confidentiality and solely for academic purposes. Findings were shared after data analysis. For this study five points Likert scale (1-SDA to 5-SA) was used.

Ethical Consideration
It is the duty of researchers to acknowledge and safeguard the rights, well-being, and dignity of participants, no matter the type of research being conducted. Research plays a crucial role in advancing knowledge for the benefit of humanity, with participants collaborating alongside researchers without compromising their human rights (Gajjar, 2013). The data was collected without giving any compensation and on the willing of the respondents. It was ensured the respondents that collected data were kept confidential and entirely administer for academic purpose and would be kept personal (Arifin, 2018). The researcher also guaranteed the voluntary participation of the respondents, making it clear that they were not forced to take part in the study. Participants were assured that their involvement in the data collection process would not cause them any physical or psychological harm. The researcher confirmed the privacy and confidentiality of the participants, ensuring that their information would not be disclosed to anyone not directly involved in the research (Hasan et al., 2021).
[bookmark: _Hlk196779121]The process of providing individual with all relevant information about the research, and procedure that why conducting the research and purpose of research, it motivates the participant to feel freely to make decision freely without any fare. It ensures, the participants were aware of any potential risk and benefits before agreeing (Hasan et al., 2021).. The standard principle of informed consent demand complete information about the research, typr purpose, procedure and consequences (Bhutta, 2004; Brymam, 2016).
Ensuring that personal information shared by individuals is kept private and not enclosed without permission. It’s essential in healthcare, legal setting and research to protect people’s sensitive data (Arifin, 2018). The researcher ensured the collected not shared nor used anywhere (Brymama, 2016). The researcher ensured the collected data nor shared nor used anywhere in research. The researcher assured the anonymity of participants by avoiding to write their names, schools‟ name on the questionnaire and even did not highlight or quote their identity in any part of research report. 
The practice of an individual’s identity hidden, and their personal details are not recorded nor linked to their responses. This is often used in surveys and research to encourage honest feedback without fear of being identified (Arifin, 2018). Researcher confirmed the privacy and confidentiality of the participants not to disclose their information to anyone except involve and part of this research (Akaranga & Makau 2016; Beebe & Smith, 2008).
Voluntary participation is a key of ethical principal in research and other fields. It means that individuals choose to take part in research and be a part of the research programme. Thus, must be fully informed about the purpose of the research and its significance. This ensures participants fairness and its respect allowing individuals to decide be the part of research or not (Arifin, 2018; Fleming & Zegwaard, 2018).
The researchers personally visited the institutions to collect the data. The researcher completely provided the information about the questionnaire and research. Researcher provided all the necessary details to participants make in inform decision. This process was for the safe guards of the participants rights and promote ethical data (Appendix-C). The standard principle of informed consent demand complete information about the research, type purpose, procedure and consequences. The researcher guaranteed the voluntary participation of the respondents, making it clear that they would not force to take part in the study. Participants assured that their involvement in the data collection process would not cause them any physical or psychological harm.
Data Analysis
After gathering the data, it was entered into the spreadsheets using the Statistical Package for Social Sciences (SPSS). Descriptive statistics, including the mean, standard deviation, and factor loading, were used to summarize the data. Inferential statistics, such as Pearson correlation and regression tests, were applied to analyze the proposed research objects.


















CHAPTER IV
DATA ANALYSIS and INTERPRETATION 
This chapter presents the results of a study that explore how shared leadership impact the job performance of teachers. the data was collected through questionnaires using quantitative approach and analyzed through statistical techniques to draw the conclusion.
Table 4.1
Descriptive Analysis for Team Effectiveness of Shared Leadership 
	Statements
	 M
	SD

	[bookmark: _Hlk180444771]Leadership team members are clear about school goals 
	4.04
	1.02

	The teacher contact colleagues for help when they face a problem in teaching
	3.39
	1.10

	Duties are assigned to team members keeping in mind their competencies
	3.27
	1.08

	The leadership team is functioning well in our school
	3.62
	1.00

	All of our leadership team members are working according to the school objectives 
	3.64
	1.12

	Overall 
	3.59
	1.06



Table 4.1showed that mean of the statements ranged from 3.27 to 4.04 and the overall M=3.59, SD=1.06. Therefore, it was recommended that respondents were agreed with all the statements regarding team effectiveness.






Table 4.2 
Descriptive Analysis for Support of Shared Leadership
	Statements
	M
	SD

	[bookmark: _Hlk208800660]Teachers are encouraged to take leadership roles 
	4.13
	1.05

	Head is always available to help teachers when it is needed 
	3.94
	1.06

	Head teacher give complement to teacher work 
	3.96
	1.06

	Organizational support is provided for interaction with one teacher
	3.46
	.91

	Teachers are encouraged to try new practices according to their own interest 
	3.58
	.96

	Teachers are provided opportunities for their own welfare 
	4.14
	1.06

	Teachers are consulted in the formulation of school plans and policies 
	3.97
	1.02

	Overall 
	3.88 
	1.01



Table 4.3 demonstrated that mean of the statements ranged from 3.46 to 4.13 and the overall M=3.28, SD=1.16. Therefore, it was recommended that respondents were agreed with all the statements regarding Support.










Table 4.3
Descriptive Analysis for Decision Making of Shared Leadership
	Statements
	M
	SD

	My head involves me in decision making 
	3.76
	1.00

	In decision making, I have my own independent opinion 
	3.65
	1.00

	My head always respect my new ideas 
	3.82
	1.12

	My head treats me in a professional manner 
	3.39
	1.00

	Overall 
	3.65
	1.03



Table 4.3 showed that mean of the statements ranged from 3.39 to 3.82 and the overall M=3.65, SD=1.03. Therefore, it was recommended that respondents were agreed with all the statements regarding decision making.  
















Table 4.4
Descriptive Analysis for Commitment of Shared Leadership
	Statements
	M
	SD

	I am happy at working in this school
	4.20
	1.08

	I take care of the outcomes of my schools 
	4.12
	1.09

	I normally my assigned tasks within given time 
	4.13
	1.17

	I am hopeful to complete my work successfully 
	3.23
	.96

	I am motivated to take responsibility 
	4.22
	1.13

	I get distributed when about new work 
	3.94
	1.04

	I cannot work properly when I am under pressure 
	3.88
	1.14

	I believe that if worked hard, I will achieve my life goals 
	3.86
	1.11

	I am reluctant to learn new skills 
	4.12
	1.09

	I work hard according to the expectation of my head
	3.53
	1.10

	I appreciate the opportunity that enables me to know my strength and weaknesses 
	4.35
	1.11

	I prefer the work that requires my own thinking 
	3.94
	1.04

	I work because this is my duty 
	3.24
	.95

	I prefer easy task than tough ones 
	3.35
	1.02

	Overall 
	3.86 
	 1.08



Table 4.4 declared that mean of the statements ranged from 3.23 to 4.35 and the overall M=3.86, SD=1.08. Therefore, it was recommended that respondents were agreed with all the statements regarding commitment.









Table 4.5 
Descriptive Analysis about Contextual Performance of Job Performance 
	Statement
	M
	SD

	I help other employees with their work when they have been absent 
	3.91
	1.05

	I volunteer to do things not formally required by the job 
	4.18
	1.02

	I take initiative to orient new employees to the school even though not part of my job description 
	3.56
	1.00

	I help others when their workload increases 
	4.71
	1.00

	I make innovative suggestions to improve the overall quality of the school
	4.18
	1.10

	I willingly attend functions not required by the institution, but helps in its overall image
	3.27
	1.00

	Overall 
	3.96
	1.02



Table 4.5 showed that mean of the statements ranged from 3.27 to 4.71 and the overall M=3.96, SD=1.02. Therefore, it was recommended that respondents were agreed with all the statements regarding contextual performance.










Table 4.6
Descriptive Analysis about Task Performance of Job Performance 
	Statements
	M
	SD

	I achieve the objectives of my job 
	4.41
	1.02

	I meet criteria for performance 
	4.28
	1.05

	I demonstrate expertise in all job-related tasks
	4.00
	.98

	I fulfill all the requirements of the job 
	3.27
	.92

	I can manage more responsibility than typically assigned 
	4.41
	1.02

	I appear suitable for a higher-level role 
	4.28
	1.05

	I am competent I all areas of the job, handles tasks with proficiency
	4.00
	.98

	I perform well in the overall job by carrying out tasks as expected 
	4.14
	1.08

	I plan and organize to achieve objectives of the job and meet deadlines 
	3.41
	1.03

	Overall
	4.02
	1.23



Table 4.6 showed that mean of the statements ranged from 3.27 to 4.41 and the overall M=4.02, SD=1.23. Therefore, it was recommended that respondents were agreed with all the statements regarding task performance.









Table 4.7 
Factor Loading for Team Effectiveness of shared leadership of Head
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515409]Team Effectiveness 
	TE 1
	.70

	
	TE 2
	.83

	
	TE 3
	.80

	
	TE 4
	.74

	
	TE 5
	.70



[bookmark: _Hlk208803400]Table 4.7 showed the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of team effectiveness.













Table 4.8 
Factor Loading for Support of shared leadership of Head
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515433]Support
	SP 1
	.84

	
	SP 2
	.71

	
	SP 3
	.72

	
	SP 4
	.71

	
	SP 5
	.75

	
	SP 6
	.82

	
	SP 7
	.85



Table 4.8 declared the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of support. 












Table 4.9
Factor Loading for Decision Making shared leadership of Head
	Dimension
	Items
	Loading

	[bookmark: _Hlk180515449]Decision Making
	DMK 1
	.79

	
	DMK 2
	.88

	
	DMK 3
	.76

	
	DMK 4
	.82

	
	
	



Table 4.9 showed the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of decision making.
[bookmark: _Hlk208803561]












Table 4.10
Factor Loading for Commitment Shared Leadership of Head
	Dimension
	Items
	Loading

	Commitment
	CM 1
	.81

	
	CM 2
	.77

	
	CM 3
	.91

	
	CM 4
	.86

	
	CM 5
	.98

	
	CM 6
	.93

	
	CM 7
	.91

	
	CM 8
	.77

	
	CM 9
	.91

	
	CM 10
	.91

	
	CM 11
	.65

	
	CM 12
	.96

	
	CM 13
	.91

	
	CM 14
	.97

	
	
	



Table 4.10 showed the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of commitment.









Table 4.11 
Factor Loading for Contextual Performance of Job Performance
	Dimension
	Items
	Loading

	Contextual Performance
	CPR 1
	.89

	
	CPR 2
	.94

	
	CPR 3
	.78

	
	CPR 4
	.91

	
	CPR 5
	.91

	
	CPR 6
	.71



[bookmark: _Hlk208803607]Table 4.11 showed the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of contextual performance. 












Table 4.12 
Factor Loading for Task Performance of Job Performance
	Dimension
	Items
	Loading

	Task Performance
	TSP 1
	.95

	
	TSP 2
	.95

	
	TSP 3
	.92

	
	TSP 4
	.94

	
	TSP 5
	.95

	
	TSP 6
	.95

	
	TSP 7
	.92

	
	TSP 8
	.83

	
	TSP 9
	.93



[bookmark: _Hlk208803674]Table 4.12 showed the factor loadings for all the items were above 0.6. this indicates that the items were reliably measured and are moderately strong indicator of the concept of task performance.











Table 4.13
Relationship between the Dimensions of Shared Leadership of Head with Job Performance
	Variables
	1
	3
	4
	5
	6

	Team Effectiveness
	-
	
	
	
	

	Support
	.383**
	-
	
	
	

	Decision making
	.401**
	.336**
	-
	
	

	Commitment
	..499**
	.349**
	.418**
	.-
	

	Job Performance
	.434**
	.348**
	.379**
	.307**
	. -


** Correlation is significant at the 0.01 level (2-tailed)
Table 4.13 showed Pearson correlation analysis was used to explore the association between the dimensions of shared leadership of head and job performance. The results showed a moderate association across all factors of shared leadership with job performance, evidenced by the correlation coefficients: .434, .348, .379 and .307. These values suggested a consistent strong relationship, highlighting the impact of the dimensions of shared leadership of head on job performance of teachers.








Table 4.14
Relationship of Shared Leadership of Head with Job Performance
	Variables
	1
	2

	Shared leadership of Head
	-
	

	Job Performance 
	.371**
	-


** Correlation is significant at the 0.01 level (2-tailed)
Table 4.14 assessed the correlation of shared leadership of head with job performance, Pearson Correlation was utilized. The statistical findings indicated that there was a moderate relationship of shared leadership of head on job performance, with r value .371 respectively.












Table 4.15
 Effect of Dimensions of Shared Leadership of Head on Job Performance
	DV
	Constructs 
	S.E
	B
	t
	p

	Job Performance 
	(Constant)
	
	
	
	

	
	Team Effectiveness
	.24
	.449
	1.89
	.05*

	
	Support
	.14
	.341
	2.41
	.05*

	
	Decision making
	.18
	.407
	2.16
	.01*

	
	Commitment
	.09
	.302
	3.04
	.00*



Table 4.15 evaluated the consequence of all the dimensions of shared leadership of head on job performance. The results of regression analysis showed the dimensions of shared leadership of head had moderate and significant effect on job performance of teachers with beta values .449, .341, .407 and 3.02 respectively.










Table 4.16
 Effect of Shared Leadership of Head on Job Performance
	DV
	Constructs 
	S.E
	B
	t
	P

	Job Performance
	(Constant)
	
	
	
	

	 
	Shared Leadership of Head
	.17
	.368
	2.23
	.00*


Dependent Variable: JP
Table 4.16 assessed the effect of shared leadership of head on job performance of teachers, the results of regression analysis indicated that to assess had moderate and significant effect on job performance with beta value of .368 respectively.












CHAPTER V
SUMMARY, FINDINGS, CONCLUSIONS, DISCUSSION, AND RECOMMENDATION
5.1 Summary
[bookmark: _GoBack]Shared leadership of heads had a favorable effect for the elevation of job performance of secondary school teachers. This study was quantitative based on correlational survey design. The sample of the study consist of 300 teachers of district Lahore. The data was collected using tools such as shared leadership of head and job performance questionnaire for teachers were used to explore the consequence of the study. Shared leadership intricate 5 components with team effectiveness, satisfaction, support, decision making leadership, commitment with 32-items and job performance involved 2 components contextual performance, task performance outcomes with 15-items. The data were collected through a simple random sampling technique. Content validity of instrument was maintained with 5 educational experts (appendix-c). The reliability of Shared leadership .829, and job performance; .982 were calculated by applying Cronbach Alpha’s score respectively. The calculated data were examined applying means, standard deviation, Pearson correlation and linear regression techniques. The results of the study indicated a moderate relation between shared leadership and job performance. Moreover, the findings presented a positive and significant consequence of shared leadership on job performance of teachers.
5.2. Findings
1. It indicated that the respondents were agree about all the statement about team effectiveness of shared leadership.  
1. It indicated that the respondents were agree about all the statement about support of shared leadership.  
1. It indicated that the respondents were agree about all the statement about   decision making of shared leadership.  
1. It indicated that the respondents were agree about all the statement about commitment of shared leadership.  
1. It indicated that the respondents were agree about all the statement about contextual performance of job performance. 
1. It indicated that the respondents were agree about all the statement about task performance of job performance. 
1. It found that all the dimensions of shared leadership had moderate and significant correlation with job performance.
1. It found that shared leadership had moderate and significant correlation with job performance.
1. It found that all the dimensions of shared leadership had moderate and significant effect on job performance.
1. It found that shared leadership had moderate and significant effect on job performance.
5.3. Conclusion
This study concluded on the grounds of the results that the shared leadership of head are necessary to attain job performance (JP) goals. The findings revealed that respondents were agreed about the variables of this study such as; shared leadership and job performance. Moreover, there was a moderate relationship of all the dimensions of shared leadership with job performance. Moreover, there was a moderate relationship of shared leadership with job performance. There was a moderate effect of all the dimensions of shared leadership of head on job performance. Additionally, shared leadership of head had moderate and significant effect on job performance of teachers. Finally, shared leadership of head had moderate and significant effect on job performance.
5.4 Discissions 
This research highlights the importance of shared leadership of head in improving the job performance of teachers. By creating a supportive and optimistic environment, their factors greatly improve employee’s performance and donate to the overall success of the educational institution. This study is useful for new researchers looking to develop deeper into this topic, providing a solid reference for future investigations. Additionally, it suggestions insights into how shared leadership of head be adjusted and refined in response to evolving circumstances, ensuring they remain relevant and effective.
5.5 Recommendations
The study recommended the following recommendations.
· The researchers conduct micro level studied to improve shared leadership of head and teachers job performance 
· Analyze shared leadership at school level regularly to improve the job performance of teachers 
· Training session must be done to aware both heads and teachers of shared leadership  
· The head and teachers use online learning skills to improve their performance 
· The policy makers may arrange sessions both for heads and teachers to refresh their educational and leadership skills.
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Appendix-A
Consent Letter 
Letter regarding data collection National College of Business Administration & Economics (NCBAE); 40 E1 Shahrah-e-Hazrat Imam Hussain, Gulberg III, Lahore.
Subject:  
Data collection from elementary schools of the Lahore for M. Phil education thesis under the NCBA&E, Lahore
Respected Sir/Madam,   
                                    Assalam-o-Alaikum! I am pleased to write for Aniqa Arshad M. Phil Education scholar NCBA&E, is conducting experimental research under my supervision. The title of his research is “Effect of Shared Leadership of School Heads on Teachers Job Performance”.  It is requested to facilitate him for conducting experiment for data collection in this regard. All information related to research will be confidential and will be used only for research purposes. 

Thanks
Dr Haq Nawaz    
Supervisor





 

Appendix-B
QUESTIONNAIRE
Dear Sir/Madam, I am 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. 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        	                   M. 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


    
Shared leadership 
	Sr.
	Statements
	Options

	
	Team Effectiveness
	SDA
	DA
	N
	A
	SA

	1
	Leadership team members are clear about school goals 
لیڈرشپ ٹیم کے اراکین اسکول کے اہداف کے بارے میں واضح ہیں۔ 
	1
	2
	3
	4
	5

	2
	The teacher contact colleagues for help when they face a problem in teaching
استاد اپنے ساتھیوں سے مدد کے لیے رابطہ کرتا ہے جب انہیں تدریس میں کوئی مسئلہ درپیش ہوتا ہے۔
	1
	2
	3
	4
	5

	3
	Duties are assigned to team members keeping in mind their competencies. ٹیم کے ارکان کو ان کی قابلیت کو مدنظر رکھتے ہوئے فرائض تفویض کیے جاتے ہیں۔
	1
	2
	3
	4
	5

	4
	The leadership team is functioning well in our school
ہمارے اسکول میں قیادت کی ٹیم اچھی طرح سے کام کر رہی ہے۔
	1
	2
	3
	4
	5

	5
	All of our leadership team members are working according to the school objectives
ہماری قیادت کی ٹیم کے تمام اراکین اسکول کے مقاصد کے مطابق کام کر رہے ہیں۔
	1
	2
	3
	4
	5

	
	Support
	
	
	
	
	

	8
	Teachers are encouraged to take leadership roles
اساتذہ کو قائدانہ کردار ادا کرنے کی ترغیب دی جاتی ہے۔
	1
	2
	3
	4
	5

	9
	Head is always available to help teachers when it is needed 
جب ضرورت ہو تو اساتذہ کی مدد کے لیے ہیڈ ہمیشہ موجود رہتا ہے۔
	1
	2
	3
	4
	5

	10
	Head teachers give complement to teachers work
ہیڈ ٹیچر اساتذہ کے کام کی تکمیل کرتے ہیں۔
	1
	2
	3
	4
	5

	11
	Organizational support is provided to for interaction with one another. ایک دوسرے کے ساتھ بات چیت کے لیے تنظیمی مدد فراہم کی جاتی ہے۔
	1
	2
	3
	4
	5

	12
	Teachers are encouraged to try new practices according to their own interests
اساتذہ کی حوصلہ افزائی کی جاتی ہے کہ وہ اپنے مفادات کے مطابق نئے طریقوں کو آزمائیں
	1
	2
	3
	4
	5

	13
	Teachers are provided opportunities for their own welfare
اساتذہ کو اپنی فلاح و بہبود کے مواقع فراہم کیے جاتے ہیں۔
	1
	2
	3
	4
	5

	14
	Teachers are consulted in the formulation of school plans and policies.                   اسکول کے منصوبوں اور پالیسیوں کی تشکیل میں اساتذہ سے مشاورت کی جاتی ہے۔       
	1
	2
	3
	4
	5

	
	Decision-Making 
	
	
	
	
	

	15
	My head involves me in decision making
میرا سر مجھے فیصلہ سازی میں شامل کرتا ہے۔
	1
	2
	3
	4
	5

	16
	In decision making, I have my own independent opinion
فیصلہ سازی میں، میری اپنی آزاد رائے ہے۔
	1
	2
	3
	4
	5

	17
	My head always respect my new ideas
میرا سر ہمیشہ میرے نئے خیالات کا احترام کرتا ہے۔
	1
	2
	3
	4
	5

	18
	My head treats me in a professional manner
میرا سر میرے ساتھ پیشہ ورانہ انداز میں سلوک کرتا ہے۔
	1
	2
	3
	4
	5

	
	Commitment 
	
	
	
	
	

	19
	I am happy at working in this school.
میں اس سکول میں کام کر کے خوش ہوں۔
	1
	2
	3
	4
	5

	20
	I take care of the outcomes of my school. 
میں اپنے اسکول کے نتائج کا خیال رکھتا ہوں۔ 
	1
	2
	3
	4
	5

	21
	I normally my assigned tasks within given time 
میں عام طور پر مقررہ وقت کے اندر اپنے تفویض کردہ کام کرتا ہوں۔
	1
	2
	3
	4
	5

	22
	I am hopeful to complete my work successfully
میں اپنے کام کو کامیابی سے مکمل کرنے کے لیے پر امید ہوں۔
	1
	2
	3
	4
	5

	23
	I am motivated to take responsibility 
میں ذمہ داری لینے کے لیے حوصلہ افزائی کر رہا ہوں۔ 
	1
	2
	3
	4
	5

	24
	I get disturbed when about new work 
نئے کام کے بارے میں میں پریشان ہو جاتا ہوں۔ 
	1
	2
	3
	4
	5

	25
	I cannot work properly when I am under pressure 
جب میں دباؤ میں ہوں تو میں ٹھیک سے کام نہیں کر سکتا۔ 
	1
	2
	3
	4
	5

	26
	I believe that if worked hard, I will achieve my life goals
مجھے یقین ہے کہ اگر محنت کی جائے تو میں اپنی زندگی کے مقاصد کو حاصل کروں گا۔
	1
	2
	3
	4
	5

	27
	I am reluctant to learn new skills 
میں نئے ہنر سیکھنے سے گریزاں ہوں۔ 
	1
	2
	3
	4
	5

	28
	I work hard according to the expectation of my head 
میں اپنے سر کی توقع کے مطابق محنت کرتا ہوں۔ 
	1
	2
	3
	4
	5

	29
	I appreciate the opportunity that enables me to know my strength and weaknesses
میں اس موقع کی تعریف کرتا ہوں جو مجھے اپنی طاقت اور کمزوریوں کو جاننے کے قابل بناتا ہے۔
	1
	2
	3
	4
	5

	30
	I prefer the work that requires my own thinking 
میں اس کام کو ترجیح دیتا ہوں جس کے لیے میری اپنی سوچ کی ضرورت ہو۔ 
	1
	2
	3
	4
	5

	31
	I work because this is my duty.                میں کام کرتا ہوں کیونکہ یہ میرا فرض ہے۔ 
	1
	2
	3
	4
	5

	32
	I prefer easy tasks than tough ones. میں مشکل کاموں سے آسان کاموں کو ترجیح دیتا ہوں۔
	1
	2
	3
	4
	5




	
	Job Performance
	
	
	
	
	

	
	1. Contextual Performance
	SDA
	DA
	N
	A
	SA

	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

	1. 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 Tools
	Name
	Designation
	Institution

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

	Prof. Dr Rizwan Akram
	Chairperson, Department of Education
	UMT, School of Social Sciences and Humanities

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

	Dr. Misbah Malik
	Assistant Professor of Education 
	Institute of Education and Research (IER), Punjab University, Lahore 
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