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ABSTRACT 
 

 Mentoring is a valuable activity and considered indispensable for the teachers. 

Mentoring plays an important role in teacher education for professional and academic 

development of the teachers. Because the mentor provides coaching and on-site 

supervision to the mentees, regarding all problems of beginner teachers, during lesson 

presentation. Mentoring is almost a new concept in Pakistan, and no research has been 

conducted so far on this subject. The major objectives of this study were: (1) To ascertain 

the nature of mentoring provided by the heads of institutions to their subordinates.  

(2) To determine the nature of support that teacher mentee, receive from their heads.  

(3) To investigate the role of heads of institutions in professional development of 

teachers. (4) To investigate the role of heads of institutions as coach. (5) To investigate 

the role of heads of institution as counselor. (6) To examine factors that hinder teacher 

mentors from performing their role effectively and efficiently. (7) To investigate the role 

of heads of institutions as effective communicator. Tried to focus to certain research 

questions: This study is descriptive in nature and survey type. All 3355 public sector 

male secondary schools and 63253 male secondary school teachers within the jurisdiction 

of the Punjab province were the target population of the study. The accessible population 

for this study was 152 Public male Secondary Schools and 4090 male Teachers of 

Secondary Schools of Lahore district. Multi stage Purposive sampling technique was 

used. At the first stage of sample selection all head teachers were selected, and at the 

second stage of sample selection 5 subject teachers having teaching experience of less 

than one year from each school were randomly selected from the selected schools. In 

order to collect data, two questionnaires are for heads of institutions and other for 

teachers were used. Researcher collected the data by visiting the selected schools and 

with the support of friends and colleagues. The purpose of the study was explained to the 

subjects of the study and their consent was also taken. To analyze the collected data 

researcher used Mean, Standard Deviation and t-test using SPSS (Statistical Package for 

Social Sciences). On the basis of analysis of data it was concluded that. Head teacher's 

Mentoring helps in developing good skills to manage class and control the students. Head 

teacher provide guidance and counseling to teachers during teaching, consequently they 

learn to improve organizational culture and reputation. The habit of proper lesson 

planning is developed among teachers due to mentoring of head teacher. Head teacher's 

Mentoring indoctrinate good body language in teachers and for better understanding of 

students they learn to maintain good pitch of voice. Head teacher's mentoring makes 

teachers professionally sound, proficient, competent and knowledgeable. Mentoring of 

head teacher improves performance of teachers and they made them confident and 
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become more ready for teaching. Head teacher's mentoring provides emotional, 

psychological, ethical and professional support to teachers as a result they can use 

appropriate methods and approaches in teaching. With the help of head teacher as Mentor 

teachers develop inter-personal skills and the can express themselves vividly and clearly 

and become good at communication. Teachers take mentor as helpful and consequently 

they learn stress management and handling of pressure. 

 

INTRODUCTION 
 

 In all sorts of education systems the preparation of teachers has been of great concern. 

Novice teachers, who become the part of school without or with suitable and adequate 

teaching abilities, all through the direction in their career can directly affect hundreds of 

learners in education sector. Consequently, within the area of education novice teachers 

need right guidance, counseling and mentoring from skilled human beings and 

professionals (Abell & Bryan, 2005). 
 

 Mentoring in education is commonly connected with helping mentees, to enhance 

their performance. Motivating the mentees and keeping them focused on reaching dreams 

are the primary objectives for the mentor. Moreover, aim of mentoring is to help the 

mentee to set up suitable relationship with others, in resolving personality conflict issues; 

and show positive attitude to relevant people. Mentoring is to help the mentees’ in 

growing at competencies, undertaking control and professional improvement as: 

identifying their strengths and weaknesses; looking at the methods of growing skills to 

speak with confidence. Mentoring develops an association with parents, instructors, 

career advisers, social employees and youth in education sector (Iqbal, 2007). 
 

 In the process of teaching mentoring is deep rooted transition (Hargreaves and Fullan, 

2000). Mentoring may be a responsibility and duty, different duties of senior person to 

prepare the junior. The center of interest is growth for learner and educational 

development within the approaches of transition (Sullivan, 2004). First of all it increases 

learning possibilities and individual student strengthening. As a result, there would be 

uncountable benefits and blessings for novice instructors, pre-service instructors and 

faculty members (Hobson, 2003). 
 

 Different people have elaborated the idea of mentoring in keeping with their belief, 

experience, comprehension, competence, knowledge and vision. To handle tough 

problems and issues it the source of guidance and way to prepare the learner. Christensen 

(2010). He emphasized on pleasant and gracious association. Between mentor and 

mentee. 
 

 In advanced countries some authors have carried out analysis of education system, as 

Christensen (2010) showed the analysis of the educational systems of highly developed 

but dissimilar international countries, as United Kingdom, France, U.S.A., Australia and 

New Zealand. The writer concluded that there are several mentoring programs which 

engross numerous administrative and instructional problems from primary school level to 

the level of university. The mentoring studies have identified mentees in terms of their 

achievement and strong affiliation of students and learners between the quality of 

mentoring services and vivid behavioral changes. Mentoring brings out positive changes 

in mentees and students (Butler, 2001). 
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 Usually, mentoring program pair novice instructors with extra skilled teachers who 

can ably give an explanation for school guidelines and procedures, regulations, 

proportion techniques, substances and other assets, help resolve issues in coaching and 

gaining knowledge and guide novice teacher through collaboration, reflection, shared 

inquiry, provide personal and expert help (Feiman-Nemser and Parker, 2006). 
 

 Educators often use the terms mentoring, modeling, and training. There are some 

overlaps in means amongst these terms and differences in the idea at the same time. 

Manner of serving as a model and a tangible embodiment of an idea or ideal are called 

modeling. Effective and positive role model is the one of the features of a mentor. In the 

context of teaching and coaching, regularly referred to as peer preparation, is the 

assistance to improvement of teaching abilities and techniques that one instructor 

provides to some other. Usually within a formal three-component structure, lesson 

observation, pre-conference and post-conference. In mentoring classroom observation is 

typically used to structure the classroom observation by the mentor. Training via the 

mentor, needed by the novice teacher, may additionally become an essential activity. 

Serving as a mentor, a person who allows and assists some other’s development is the 

procedure of mentoring. The method includes modeling due to the fact that mentor have 

to be able to model and the novice instructor being taught suggestions and messages 

(Gay, 2009). Directorate of Staff Development (DSD) Lahore has started working in 

2002 on continuous profession skills development and mentoring in education sector 

because in Pakistan mentoring is a new concept and DSD is accountable and responsible 

throughout the province of the Punjab for the continuous professional improvement, 

ability constructing and regarding profession of the academics. Afterwards via 

government notification DSD nominated as the exclusive organization for arranging and 

conducting activities that associated with instructor growth, whether in the community or 

personal sectors. Present requirements and professional deficiencies of teachers are the 

main concern of the program. Mentoring and other activities are included in those 

programs, which are important and vital for learners. 
 

 In DSD training, mentoring is based totally on teacher’s educational and professional 

requirements, and to facilitate them so that they can meet the obligations of their 

profession. Additionally, both of the instructors are focused by mentoring, first who are 

having problem with few factors in their service and other who have moved into a new 

program or position. Generally mentoring targets instructors and as well as it is focused 

on administrative workforce to result in systemic reforms in teaching profession. DSD 

presents induction training to novice instructors, and training is given to all in-service 

instructors of all designations (DSD, 2006). In Pakistan, there are numerous expert 

degrees and courses for prospective instructors, which are provided by universities, 

elementary colleges for teacher education and specific other colleges in country. These 

colleges and universities offer B.Ed., M.Ed., and various other diplomas. All of the above 

referred provide pedagogical and expert assist to prospective and novice teachers, in 

teaching. 
 

 Homer (2001) wrote that. Novice instructors want to be prepared with tools for great 

practices in addition to equipment to help their develop the disposition to assume deeply 

about practices which will finally meet the needs of individual students. In helping 
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instructors to think extra deeply, mentors have interaction in training conversations. 

Mentors can take three stances when coaching, (a) probing to increase the novice 

instructor’s thinking, (b) explicitly teaching or suggesting a specific practice, or  

(c) focusing the teacher on how the lesson is responsible to larger school and state 

standards. As a way to meet the aim of improving the quality of program for new 

teachers and training them for decreasing their frustration and offering them with the 

proper tools, all of these components, in some form, are likely to be included in a 

complete school program. Without adequate help and mentorship, best teachers may not 

emerge. 
 

 Fortunately, it is restructuring which lead us to think and emphasis once again not 

only on the real purpose of schools but also that of teaching and learning. Teachers, alone 

or even with minimal direction, cannot do the job effectively, it is a fact which has 

become very clear with research and practice. As communicator and instructional 

resource has a noticeable presence in the school so the principal must again appear as the 

resource provider and instructional leader. Collaborative working association with 

teachers and sharing their responsibility to develop their abilities can make a principal an 

effective instructional leader through mentoring. The center of interest of the present 

research is head teachers role as mentor and the extent to which they perform that role. 

 

REVIEW OF RELATED LITERATURE 
 

 The concept of mentoring, on which lot of researchers, writers and authors have been 

paying interest for their writings and researches, usually in foreign countries, normally in 

all fields and particularly in education. All of them have identified the value, worth, 

importance and significance of mentoring. The views of researchers, article writers and 

other writers have been quoted and rephrased within the assessment of literature. 

 

Role of Heads of Institutions 

 Historically head of institutions is considered the best and talented person within the 

school. The major responsibilities of the head of institution are to focus on teaching 

learning activities during last few years attention of the heads has shifted and managerial 

duties have appeared as priority (Drake & Roe, 2000). 
 

 During the last few years a movement brought the head back to function as 

instructional leader, mentor or head instructor in the school. Drake and Roe (2000) 

recounted the head’s important task with which they make a difference that should be 

apparent within the mastering in learning of all those who are connected with the school 

like teachers, students and parents. They consider that the primary focus of the heads 

should be to improve teaching and learning. 
 

 Present studies show the heads taking an extra energetic role as a mentor for schools 

to grow to be succeed. Smith in 2008, Andrews and Basom in (2001) cited in their studies 

that the behavior of the head of institution’s related closely with effective progress in 

educational performance and finish that the active head suggests this conduct by way of 

interacting with teachers as an academic resource, communicator, seen presence and 

mentor. 
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 Heads of institutions are in a dilemma (Hirst and Blomquist, 2000). In their position 

they juggle both the instructional leadership and managerial roles. As they fail to see 

association between instructional programs, containing mentoring and that is the reason 

their role as instructional leadership is left behind. Heads enter unenthusiastically and 

provides very little or some time no help in such induction programs. A well-defined 

mentoring program can support the head of the institution to make a difference and help 

in creating a believing environment in which helpfulness and the potential creativity of 

teachers can be explored. His encouragement to develop the collaboration provides a 

supportive atmosphere which works in different ways to help. According to Smith (2008) 

positive growth in quality teaching and academic performance has a strong connection 

with the behavior of head of institution. The mentoring process can be a way that leads 

toward professionalism and quality teaching. 

 

The Importance of Mentoring 

 Mentoring is a very significant topic for writers and researchers. Many researchers 

and article writers have clearly written about mentoring and much literature exists about 

mentoring. First and foremost, mentoring needs effective communication, and its 

association is linked with society and appreciation. In all the national and international 

organizations as well as in many institutions mentoring may get a significant position. 

According to one of the most famous definitions of mentoring, “it is a process in work or 

professional maturity for the informal diffusion of skills, competency and social 

interaction as well as ethical and moral support”. Face-to-face interaction is much 

attractive to measure mentoring, during an unrelenting and continuous age of time, 

between people, one of them is apparent to have higher and suitable understanding, 

occurrence called “mentor” and a person called “mentee”, who is supposed to have not as 

much of awareness, familiarity, knowledge and potential (Cochran, Smith & Paris, 2007). 
 

 In 2004 Hudson observed, “that the start of service a teacher has to introduce himself 

to his colleagues in a faculty meeting, assigned him a classroom with a group of students 

and predicted to teach that assigned class. In teaching profession the beginner is predicted 

to expect complete duty from the start of the job”. It is discovered, later that authorities 

nevertheless pay little attention to the instructor mentoring manner, often focusing at the 

initial orientation where district procedures, policies, rules and guidelines are whisked 

past the novice teacher with the help of the administrator who feels forced to cover each 

legal liability in much less than an hour. Professional instructors in their districts 

informally welcome new instructors and indicate their availability to facilitate. But unless 

the new instructors are inclined to visit the professional instructors for guidance, the 

experienced teachers retreat into the privacy in their assigned rooms and assume that all 

is going properly because the novice instructor has not asked for counseling. In reality, 

the inexperienced teacher may be buried under an avalanche of latest information and 

paper work while trying to prepare for classes and does not need the skilled teacher to 

assume that he or she is unprepared to teach. 
 

 Some other studies also emphasize the significance of mentoring as a part of the 

induction procedure. In Education Week (2000) it has been stated that “an important 

element of most induction programs is a mentor teacher, who gives suggestion and 

assistance to novice and much less skilled instructors. Moreover, an analysis of Education 



Role of Heads of Institutions as Mentor in Secondary Schools 202 

Week’s information mentioned that teachers who had not participated in mentoring 

programs were twice as likely to leave after their first three years of teaching. Darling-

Hammond (2005) additionally said that “some of districts, like Cincinnati, Columbus, 

and Toledo, Ohio and Rochester, New York, have reduced attrition rates of novice 

instructors by more than two-thirds by presenting expert mentors with release time to 

instruct novices in their first year on the job.” 
 

 It is already known that teaching retention affects the teaching quality on the other 

hand student learning and attainments are directly affected by satisfaction, motivation, 

experience and quality of teaching. It is very clear and evident that new teachers improve 

significantly during their first few years on the job through mentoring. According to 

Education Week (2000) experts states that it is critical to retain teachers for at least five 

or six years so that they can reach their full potential”. Darling-Hammond (2005) state 

that novice teachers with the help of mentoring not only stay in the profession at higher 

rates but also become competent more quickly than those who learn by trial and error. It 

is very important for the heads that they not only focus on the quality of the mentoring 

process but also on professional development of novice teachers if students are to attain 

high levels of achievement. 
 

 Usually, at the start of service all instruction about the institution is received by the 

new teacher Butler, (2001). According to school head the four “Ps” are needed, policies, 

procedures, politics, and paperwork. The belief of novice teachers can be prepared with 

the four “Ps” along with teaching skills, content and pedagogy. If the new teachers have 

some problem because of any reason, in that case it is an assumption of the principal that 

the available teachers in the building will help them. 
 

 Mentoring enhances instructing and learning as well as specialists connections. Once 

new faculty have come to be reflective and are contented with their teaching decisions, 

they may circulate to a level of professionalism that they have got now not known within 

the past. If they have a real collegial affiliation, they can sense cozy taking dangers, 

making errors, learning from the ones errors and reaching professional popularity (Hirst 

and Blomquist, 2000). 
 

 Butler (2001) has defined collegiality as teachers who are working together, debating 

approximately desires and purposes, coordinating lessons, observing and critiquing every 

other’s work, sharing successes and providing solace, with the triumphs of their 

collective efforts ways exceeding the summed accomplishments of their solitary effort. 

Sergiovanni (2006) stated that we must value collegiality as a professional virtue and real 

collegiality is associated to the existence of a fixed set of values and norms that describes 

the faculty as a community of like-minded individuals who are bond together in a same 

commitment. Common work identity and shared work goals are the reason that make 

them feel obligated to work together for same good. As professional instructors are not 

only concerned with their teaching practice but also concerned to act collegially. 

Quality teaching requires an analysis of how suitable knowledge base, pedagogy and 

pedagogical content are connected to effective professional practice. Lee Shulman 

referred to this as “wisdom of practice” (Brandt, 2009). Without quality instructional 

leadership quality teaching cannot happen. In mentoring programs head must take an 

important and leadership role to ensure stability and continuity of the programs. Faced 
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with the issue of balancing managerial tasks and instructional leadership in the limited 

time available to them, heads will find a most cost effective and timesaving mentoring 

program, valuable ways to support novice teachers. It will provide a threat-free way to 

induct novice teachers into the teaching profession. It will support them in the 

increasingly complex educational system and allow them an opportunity to develop 

cooperative associations as well. 
 

 In all areas of need only a few heads by themselves can provide new instructors with 

assistance. Expert teachers serving as mentors can fulfill this role, but if heads allow 

teachers to take on this obligation, the head can commit more time to overall curriculum 

and oversight of the teaching and learning of all students in the school. 

 

Mentoring in Education 

 In education sector mentoring is typically concerned with helping to improve the 

performance of teachers. The main tasks for the mentor would be: 

 Motivating and keeping new teacher, focused on their teaching goals.  

 Supporting to improve the teacher association with students, e.g. resolving issues 

of personality clashes, working through issues.  

 Supporting to develop the teachers study skills, identifying the teachers strengths 

and weaknesses, and looking at the ways of developing new skills.  

 Task management and discussing how to manage a particular project or task.  

 Working on professional development and working for professional development 

plans for the future. 

 Open space and opportunity for the teachers to let off steam, a sounding board for 

the teacher and a time to talk in confidence.  

 Association with parents, teachers, social workers, careers advisers, youth workers 

etc.  

 Mentoring in education would be done by both paid workers and volunteers 

(Iqbal, 2007). 

 

Mentoring in Pakistan 

 In Pakistan, there may be no long history of formal mentoring in the sector of 

education. There is different process of mentoring in Pakistan. In Punjab province, 

Directorate of Staff Development (DSD) Lahore has begun mentoring program for the 

development of primary school teachers. This program is supportive for the teaching and 

learning improvement of primary school instructors. Directorate of staff development 

Lahore has been operating for years. The primary reason of DSD operating is that 

instructors have to be well equipped, technically sound, and talented in teaching career 

(DSD, 2011). 

 

Mentoring Process 

 The approach and procedure concerning mentoring is taken into consideration very 

confound and impenetrable for the new instructors. It has a lot of traits and 

compensations for the learners and students. It offers co-ordination and co-operation with 
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colleagues. It increases learner’s character power with the help of presenting him 

guidance, which can be moral, logistic and in the form of information (Applebaum, 

2000). Mentoring technique develops awareness in learner to cope up conscientiousness 

and obligations for his or her education by way of availing the probability began in the 

progression of mentoring, which might be very useful and supportive for learners 

(McIntyre & Haggar, 2008). 

 

Feedback in Mentoring Process 

 Feedback plays very vital and important role in mentoring system. It is truly 

significant and essential to provide possibilities for all novices and mentees to be a part of 

educated society. Imparting suitable and correct retort is linked to the innovative goals of 

the pupils and is the most skillful constituent of a mentor’s venture (Fletcher, 2000). The 

system is interlinked and associated with unbutton statement that would be accomplice to 

advanced alliance among the mentor and learner. The usefulness of the reaction is 

predicated on the extent of engagement of the mentee and mentor. It depends on their 

communal discussions and dialogues (Lee, Theoharis, Fitzpatrick, & Kim, 2006) 

 

Objectives of the Study 

 The major objective of this study was “To investigate the role of heads of institutions 

in professional enhancement of teachers”. 

 

METHODOLOGY 
 

Design of Research 

 This study was descriptive in nature. Moreover, it was a survey type study, which 

tried to explore. 

 

Population of the Study 

 As the study intended to study the Role of Heads of Institutions as a Mentor in 

Secondary Schools, all 3355 public sector male secondary schools and 63253 male 

secondary school teachers within the jurisdiction of the Punjab province were the target 

population of the study.  
 

 The accessible population for this study was 152 Public male Secondary Schools and 

4090 male Teachers of Secondary Schools of Lahore distract 

 

Sample of the Study 

 In this study purposive sampling technique was used. At the first stage all 152 head 

teachers were selected and at the second stage of sample selection 5 subject teachers 

teaching experience of less than one year were selected from the selected schools. 

 

Instruments of the Study 

 Two instruments were used for data collection one questionnaire for heads of 

institution and one questionnaire for teachers. 
 

 Questionnaire for heads of institution and teachers consisted of (23) items at five 

point likert scale (agree, strongly agree, undecided, disagree, strongly disagree). 
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Collection of Data 

 Data were collected by the researcher by visiting in person to the selected schools, 

and with the help of some of friends and colleagues, The Head Teachers and Teachers 

were contacted and the purpose of the study was explained and confidentiality was 

ensured. Their consent was also taken for collection of data. 
 

 The respondents were asked not to write their particulars as name, father name etc., 

on the questionnaires if they did not like it. Later on questionnaires were delivered to the 

Head Teachers and Teachers to get their responses. 

 

Data Analysis 

 The response to the tool was designed as per the quartet grading as follows: (1) Agree 

(2) disagree. The analysis of the data computed descriptive and inferential statistics. Such 

as frequencies, mean, and standard deviation, while compared by applying t-test, using 

SPSS 

 

Brief Description of Data Analysis  

 The data collected through research instrument were analyzed using different 

statistical techniques and presented in tables followed by its interpretations. 

 

Table 1 

Head Teachers are Helpful in Solving Professional Problems 

Sr. 

No. 
Respondents 

Percentage 
N Mean 

Std. 

Deviation 

t-test 

(α) Agree Disagree 

1 Head teachers 66% 34% 110 1.40 0.492 0.05 

2 Subjects Teachers 95% 5% 550 1.66 0.711 0.02 

 

 The above table shows that majority of head teacher (66%) were agreed that they are 

helpful in solving professional problems and 34% head teachers disagreed with the 

statement, whereas most of the teachers (95%) opined that their head teachers are helpful 

in solving professional problems while only 5% felt that this was not true for their head 

teachers. The mean score of teachers (1.66) was slightly greater than that of head teachers 

(1.40). On applying t-test both of the head teacher’s response (0.05) and teachers’ 

response (0.02) were significant at 0.05 level of significance showing that head teachers 

are helpful in solving professional problems. 
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Table 2 

Teacher can Present Problems in Front of Head Teachers without any Hesitation 

Sr. 

No. 
Respondents 

Percentage 
N Mean 

Std. 

Deviation 

t-test 

(α) Agree Disagree 

1 Head teachers 98% 2% 110 1.89 0.492 0.13 

2 Subjects Teachers 89% 11% 550 1.71 0.711 0.09 

 

 The above table shows that majority of head teachers (98%) were agreed that teacher 

can present their problems in front of them without any hesitation only 2% head teachers 

disagreed with the statement, on the other hand (89%) teachers’ opinions about their head 

teachers that they can present problems in front of head teachers without any hesitation 

while only 11% felt that this was not true in their case. The mean score of head teachers 

(1.89) was slightly greater than that of teachers (1.71). On applying t-test both of the head 

teachers response (0.13) and teachers’ response (0.09) significant at 0.05 level of 

significance showing in front of head teachers without any hesitation. 

 

Table 3 

Guidance of Head Teacher on Setting the Time Table 

Sr. 

No. 
Respondents 

Percentage 
N Mean 

Std. 

Deviation 

t-test 

(α) Agree Disagree 

1 Head teachers 96% 4% 110 1.50 0.492 0.42 

2 Subjects Teachers 56% 44% 550 2.56 0.711 0.55 

 

 The above table shows that majority of head teacher (96%) were agreed that they 

guide on “how to set the time table. Only 4% of head teachers disagreed, on the other 

hand most of the teachers (56%) opined that their head teachers provide guidelines about 

“how to set the time table while 44% felt that this was not true for their head teachers. 

The mean score of teachers (2.56) was slightly greater than that of head teachers (1.50). 

On applying t-test both of the head teachers response (0.42) and teachers’ response (0.55) 

were beneficial at 0.05 level of significance showing that head teachers provide guidance 

on setting the time table. 
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Table 4 

The Head Teacher Assigns Different Responsibilities to the Teachers 

Sr. 

No. 
Respondents 

Percentage 
N Mean 

Std. 

Deviation 

t-test 

(α) Agree Disagree 

1 Head teachers 89% 11% 110 1.76 0.492 0.61 

2 Subjects Teachers 54% 46% 550 2.32 0.711 0.85 

 

 The above table shows that majority of head teachers (89%) were agreed and only 

11% were disagreed that they assign different responsibilities to the teachers, while most 

of the teachers (54%) also agreed that their head teachers assign different responsibilities 

while 46% felt that this was not true in their case. The mean score of teachers (2.32) was 

greater than that of head teachers (1.76). On applying t-test both of the head teachers’ 

response (0.61) and teachers’ response (0.85) were significant at 0.05 level of 

significance showing that head teachers assign different responsibilities to the teachers. 

 

 

Table 5 

The Head Teachers Help the Teachers in Fulfilling their Responsibilities 

Sr. 

No. 
Respondents 

Percentage 
N Mean 

Std. 

Deviation 

t-test 

(α) Agree Disagree 

1 Head teachers 96% 4% 110 1.40 0.492 0.27 

2 Subjects Teachers 63% 37% 550 2.31 0.711 0.82 

 

 The above table shows that majority of head teacher (96%) were agreed and (4%) 

were disagreed that they help the teachers in fulfilling their responsibilities, and most of 

the teachers (63%) indicated that their head teachers help them in fulfilling their 

responsibilities while 37% felt that this was not true in their case. The mean score of 

teachers (2.31) was greater than that of head teachers (1.40). On applying t-test both of 

the head teachers’ response (0.61) and teachers’ response (0.85) were significant at 0.05 

level of significance showing that head teachers help the teachers in fulfilling their 

responsibilities. 

 

FINDINGS 

 Majority of head teacher (66%) were agreed that they are helpful in solving 

professional problems and 34% head teachers disagreed with the statement, 

whereas most of the teachers (95%) opined that their head teachers are helpful in 

solving professional problems and only 5% felt that this was not true for their 

head teachers (Table 1). 
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 Majority of head teachers (98%) were agreed that teachers can present their 

problems in front of them without any hesitation only 2% head teachers disagreed 

with the statement, on the other hand teachers’ opinions about their head teachers 

is that most of them (89%) can present problems in front of head teacher without 

any hesitation while only 11% felt that this was not true for their head teachers 

(Table 2). 

 Majority of head teacher (96%) were agreed that they are giving guideline “how 

to set the time table only 4% of head teachers disagreed, on the other hand most of 

the teachers (56%) opined that their head teachers gave them guideline “how to 

set the time table while 44% felt that this was not true for their head teachers 

(Table 3). 

 Majority of head teachers (89%) were agreed and only 11% were disagreed that 

they assign different responsibilities to the teachers, while most of the teachers 

(54%) also agreed that their head teachers assign different responsibilities while 

46% felt that this was not true for their head teachers (Table 4). 

 Majority of head teacher (96%) were agreed and (4%) were disagreed that they 

help the teachers in fulfilling their responsibilities, and most of the teachers (63%) 

concluded that their head teachers help them in fulfilling their responsibilities 

while 37% felt that this was not true for their head teachers (Table 5). 

 

CONCLUSIONS 
 

 In the light of the analyzed data, these conclusions were drawn that: 
 

 Head teachers are helpful in solving your teacher’s professional problems. Teachers 

present their problems in front of Head teachers without any hesitation. Head teachers 

guide teachers “how to set the time table. Head teachers assign different responsibilities 

to the teachers. Head teachers help the teachers in fulfilling their responsibilities.  
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