
VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

 A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

Indexed & Listed at:  
Ulrich's Periodicals Directory ©, ProQuest, U.S.A., EBSCO Publishing, U.S.A., Cabell’s Directories of Publishing Opportunities, U.S.A., 

Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C.)], 
Index Copernicus Publishers Panel, Poland with IC Value of 5.09 & number of libraries all around the world. 

Circulated all over the world & Google has verified that scholars of more than 2255 Cities in 155 countries/territories are visiting our journal on regular basis. 

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI – 135 003, Yamunanagar, Haryana, INDIA 

http://ijrcm.org.in/ 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

ii

CONTENTSCONTENTSCONTENTSCONTENTS    
    

Sr. 
No. TITLE & NAME OF THE AUTHOR (S) Page 

No. 

1. RELATIVE POVERTY AND INEQUALITY – A STUDY OF HIMACHAL PRADESH 

RAMNA 
1 

2. SUSTAINING EMPLOYEE ENGAGEMENT IN THE FACE OF CRISIS – A TEST OF LEADERSHIP AND INTRODUCTION OF A NEW MODEL 

JAYDEEP H GOSWAMI 
8 

3. AN EXPLORATORY STUDY ON CONSUMERS’ ENVIRONMENTAL ATTITUDE ABOUT GREEN ELECTRONIC PRODUCTS IN ANKLESHWAR 

DR. AMIT R. PANDYA & PRATIK M. MAVANI 
13 

4. JPEG IMAGE COMPRESSION ALGORITHM 

CHETAN DUDHAGARA & DR. KISHOR ATKOTIYA 

20 

5. DO EMPLOYEES LACK IN REQUIRED SKILLS: AN ANALYSIS ON SIGNIFICANT SKILLS REPORTED FOR EMPLOYEES IN ORGANIZED RETAIL SECTOR & 

EXISTING GAP WITHIN 

DR. MANOJ VERGHESE & SUSHIL PUNWATKAR 

26 

6. AN ANALYSIS OF INCOME STATEMENT OF A SERVICE SECTOR UNDERTAKING – A CASE STUDY OF INDUSTRIAL FINANCE CORPORATION OF INDIA 

LTD 

DR. SANTOSH GUPTA, SOMA NAG & AMIT NAG 

30 

7. SIZE, AGE AND GROWTH IN INDIAN SELECTED PHARMACEUTICAL C0MPANIES 

N. CHANDRIKA & DR. G. V. CHALAM 

37 

8. VENTURE CAPITAL FIRMS ASSESSMENT CRITERIA’S WHILE FINANCING FOR NEW ENTERPRISES IN KARNATAKA 

SRINIVAS K T & DR. N NAGARAJA 

41 

9. INVESTIGATING STOCK MARKET EFFICIENCY IN INDIA 

SAHANA PRASAD 

45 

10. INNOVATING ICT FOR GENDER SENSITIVE DEVELOPMENT COMMUNICATION IN INDIA 

DR.  SUPARNA DUTTA, CHANDER MOHAN & PARTHO ACHARYA 

49 

11. A STUDY ON IDENTIFYING KEY HUMAN RESOURCE MANAGEMENT PRACTICES AFFECTING ORGANIZATIONAL COMMITMENT OF ENGINEERS OF 

NCR 

SHEVATA SINGHAL, DR. SUNITA DWIVEDI & DR. MITU G. MATTA 

53 

12. IMPACT OF LEADERSHIP ON PERFORMANCE: IN CONTEXT OF SCHOOL LEADERSHIP 

ADIL SOHAIL & RAJA MAZHAR HAMEED 

59 

13. SERVICE QUALITY PERCEPTIONS: AN EMPIRICAL ASSESSMENT OF BANKS IN JAMMU & KASHMIR STATE 

DR. MUSHTAQ AHMAD BHAT, SUHAILA SIKEEN KHAN & AAIJAZ AHMAD BHAT 
65 

14. A STUDY ON INVESTORS’ ATTITUDE TOWARDS STOCK MARKET INVESTMENT 

DR. R. AZHAGAIAH & K. BANUMATHY 

70 

15. A COMPREHENSIVE MODEL TO CHECK THE ADOPTION OF ONLINE SHOPPING IN PAKISTAN 

MUHAMMAD RIZWAN, MUHAMMAD IMRAN, MUHAMMAD SAJID IQBAL, MUHAMMAD SAJID BHATTI, AQSA CHANDA & FOZIA KHANUM 
78 

16. LASER COMMUNICATION SYSTEM 

KARTIKBHAI BALDEVBAHI PATEL 
86 

17. PERCEPTION OF CUSTOMERS TOWARDS SMS MODE OF ADVERTISING: A STUDY AT WEST BENGAL 

DR. RITA BASU 
95 

18. CUSTOMER RELATIONSHIP MANAGEMENT IN BANKING: ISSUES AND CHALLENGES 

DR. SARITA BHATNAGAR 
99 

19. METHOD FOR DESIGN PATTERN SELECTION BASED ON DESIGN PRINCIPLES 

S. S. SURESH, SAGAR. S. JAMBHORKAR & ASHA KIRAN 
103 

20. INVESTMENT OPPORTUNITIES OF SERVICE SECTOR IN INDIA 

DR. SEEMA SINGH & SARIKA AHLLUWALIA 
108 

21. THE IMPACT OF CONTRIBUTORY PENSION SCHEME ON EMPLOYEE STANDARD OF LIVING OF QUOTED FIRMS IN NIGERIA 

SAMUEL IYIOLA KEHINDE OLUWATOYIN & DR. EZUGWU CHRISTIAN IKECHUKWU 
113 

22. DETERMINANTS OF CUSTOMER COMPLAINING BEHAVIOR 

MUHAMMAD RIZWAN, AYESHA KHAN, IRAM SAEED, KAYNAT SHAH, NIDA AZHAR & WAQASIA ANAM 
119 

23. A RELIABLE COMPUTERIZED ACCOUNTING INFORMATION SYSTEM; WHAT SECURITY CONTROLS ARE REQUIRED? 

AMANKWA, ERIC 
125 

24. TRUST IN LEADERS - VITAL FOR EMPLOYEE MOTIVATION AND COMMITMENT: A CASE STUDY IN SELECTED CIVIL SERVICE BUREAUS IN AMHARA 

REGION, ETHIOPIA 

ABEBE KEBIE HUNEGNAW 

132 

25. THE IMPACT OF ADOPTING COMPUTERIZED ACCOUNTING INFORMATION SYSTEMS FOR EFFECTIVE MANAGEMENT OF ACCOUNTING 

TRANSACTIONS IN PUBLIC INSTITUTIONS: CASE OF KENYA SCHOOL OF GOVERNMENT 

DUNCAN MOMANYI NYANGARA, THOMAS MOCHOGE MOTINDI & JAMES KAMAU MWANGI 

138 

26. INCLUSIVE GROWTH THROUGH FINANCIAL INCLUSION: A STUDY OF INDIAN BANKING SECTOR 

SHRI LAXMIKANTA DAS & DR. SANJEEB KUMAR DEY 
144 

27. A CONCEPTUAL MODEL FOR VENDOR SELECTION IN IT OUTSOURCING: AN APPROACH INSPIRED BY THE MONEYBALL THEORY 

DIANA LÓPEZ-ROBLEDO, EDGAR FERRER, MARIA LUGO-SALLS, JOSÉ BEAUCHAMP-COUTO & LEILA VIRELLA-PAGAN 
147 

28. HOME LOAN FRAUDS- BANKER’S NIGHT MARE 

RAJU D 
152 

29. ADVERSE EFFECT OF LOAN SECURITIZATION ON THE STOCK PRICES OF BANKS: EMPIRICAL EVIDENCE FROM EUROPE AND AMERICA 

SHARMIN SHABNAM RAHMAN 
158 

30. ANTECEDENTS OF BRAND LOYALTY: AN EMPIRICAL STUDY FROM PAKISTAN 

MUHAMMAD RIZWAN, TAMOOR RIAZ , NAEEM AKHTER, GULSHER MURTAZA, M.HASNAIN, IMRAN RASHEED & LIAQUAT HUSSAIN 
165 

 REQUEST FOR FEEDBACK 
172 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iii

CHIEF PATRONCHIEF PATRONCHIEF PATRONCHIEF PATRON 
PROF. K. K. AGGARWAL 

Chancellor, Lingaya’s University, Delhi 

Founder Vice-Chancellor, Guru Gobind Singh Indraprastha University, Delhi 

Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar 

    
FOUNDER FOUNDER FOUNDER FOUNDER PATRONPATRONPATRONPATRON    

LATE SH. RAM BHAJAN AGGARWAL 
Former State Minister for Home & Tourism, Government of Haryana 

Former Vice-President, Dadri Education Society, Charkhi Dadri 

Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani 

    
COCOCOCO----ORDINATORORDINATORORDINATORORDINATOR 

DR. SAMBHAV GARG 
Faculty, Shree Ram Institute of Business & Management, Urjani 

    
ADVISORSADVISORSADVISORSADVISORS 

DR. PRIYA RANJAN TRIVEDI 
Chancellor, The Global Open University, Nagaland 

PROF. M. S. SENAM RAJU 
Director A. C. D., School of Management Studies, I.G.N.O.U., New Delhi 

PROF. S. L. MAHANDRU 
Principal (Retd.), MaharajaAgrasenCollege, Jagadhri 

    
EDITOREDITOREDITOREDITOR 

PROF. R. K. SHARMA 
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi 

    
EDITORIAL ADVISORY EDITORIAL ADVISORY EDITORIAL ADVISORY EDITORIAL ADVISORY BOARDBOARDBOARDBOARD    

DR. RAJESH MODI 
Faculty, YanbuIndustrialCollege, Kingdom of Saudi Arabia 

PROF. PARVEEN KUMAR 
Director, M.C.A., Meerut Institute of Engineering & Technology, Meerut, U. P. 

PROF. H. R. SHARMA 
Director, Chhatarpati Shivaji Institute of Technology, Durg, C.G. 

PROF. MANOHAR LAL 
Director & Chairman, School of Information & Computer Sciences, I.G.N.O.U., New Delhi 

PROF. ANIL K. SAINI 
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi 

PROF. R. K. CHOUDHARY 
Director, Asia Pacific Institute of Information Technology, Panipat 

DR. ASHWANI KUSH 
Head, Computer Science, UniversityCollege, KurukshetraUniversity, Kurukshetra 

 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

iv

DR. BHARAT BHUSHAN 
Head, Department of Computer Science & Applications, Guru Nanak Khalsa College, Yamunanagar 

DR. VIJAYPAL SINGH DHAKA 
Dean (Academics), Rajasthan Institute of Engineering & Technology, Jaipur 

DR. SAMBHAVNA 
Faculty, I.I.T.M., Delhi 

DR. MOHINDER CHAND 
Associate Professor, KurukshetraUniversity, Kurukshetra 

DR. MOHENDER KUMAR GUPTA 
Associate Professor, P.J.L.N.GovernmentCollege, Faridabad 

DR. SAMBHAV GARG 
Faculty, Shree Ram Institute of Business & Management, Urjani 

DR. SHIVAKUMAR DEENE 
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga 

DR. BHAVET 
Faculty, Shree Ram Institute of Business & Management, Urjani 

    
ASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORSASSOCIATE EDITORS 

PROF. ABHAY BANSAL 
Head, Department of Information Technology, Amity School of Engineering & Technology, Amity University, Noida 

PROF. NAWAB ALI KHAN 
Department of Commerce, AligarhMuslimUniversity, Aligarh, U.P. 

ASHISH CHOPRA 
Sr. Lecturer, Doon Valley Institute of Engineering & Technology, Karnal 

    
TECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISORTECHNICAL ADVISOR    

AMITA 
Faculty, Government M. S., Mohali 

    
FINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORSFINANCIAL ADVISORS    

DICKIN GOYAL 
Advocate & Tax Adviser, Panchkula 

NEENA 
Investment Consultant, Chambaghat, Solan, Himachal Pradesh 

    
LEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORSLEGAL ADVISORS    

JITENDER S. CHAHAL 

Advocate, Punjab & Haryana High Court, Chandigarh U.T. 

CHANDER BHUSHAN SHARMA 
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri 

 
SUPERINTENDENTSUPERINTENDENTSUPERINTENDENTSUPERINTENDENT    

SURENDER KUMAR POONIA 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

v

CALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTSCALL FOR MANUSCRIPTS    
We invite unpublished novel, original, empirical and high quality research work pertaining to recent developments & practices in the area of 

Computer, Business, Finance, Marketing, Human Resource Management, General Management, Banking, Insurance, Corporate Governance 

and emerging paradigms in allied subjects like Accounting Education; Accounting Information Systems; Accounting Theory & Practice; Auditing; 

Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History; 

Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International 

Economics & Trade; International Finance; Macro Economics; Micro Economics; Monetary Policy; Portfolio & Security Analysis; Public Policy 

Economics; Real Estate; Regional Economics; Tax Accounting; Advertising & Promotion Management; Business Education; Management 

Information Systems (MIS); Business Law, Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business; 

Health Care Administration; Labor Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-

Profit Organizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational 

Development; Production/Operations; Public Administration; Purchasing/Materials Management; Retailing; Sales/Selling; Services; Small 

Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism, Hospitality & Leisure; Transportation/Physical 

Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; 

Computer Graphics; Computer Organization & Architecture; Database Structures & Systems; Digital Logic; Discrete Structures; Internet; 

Management Information Systems; Modeling & Simulation; Multimedia; Neural Systems/Neural Networks; Numerical Analysis/Scientific 

Computing; Object Oriented Programming; Operating Systems; Programming Languages; Robotics; Symbolic & Formal Logic and Web Design. 

The above mentioned tracks are only indicative, and not exhaustive. 

Anybody can submit the soft copy of his/her manuscript anytime in M.S. Word format after preparing the same as per our submission 

guidelines duly available on our website under the heading guidelines for submission, at the email address: infoijrcm@gmail.com. 

GUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPTGUIDELINES FOR SUBMISSION OF MANUSCRIPT    

1. COVERING LETTER FOR SUBMISSION: 

DATED: _____________ 

THE EDITOR 

IJRCM 

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF                                                                                                                . 

 (e.g. Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/Engineering/Mathematics/other, please specify) 

DEAR SIR/MADAM 

Please find my submission of manuscript entitled ‘___________________________________________’ for possible publication in your journals. 

I hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published elsewhere in any language fully or partly, nor is it 

under review for publication elsewhere. 

I affirm that all the author (s) have seen and agreed to the submitted version of the manuscript and their inclusion of name (s) as co-author (s). 

Also, if my/our manuscript is accepted, I/We agree to comply with the formalities as given on the website of the journal & you are free to publish our 

contribution in any of your journals. 

NAME OF CORRESPONDING AUTHOR: 

Designation: 

Affiliation with full address, contact numbers & Pin Code: 

Residential address with Pin Code: 

Mobile Number (s): 

Landline Number (s):  

E-mail Address: 

Alternate E-mail Address: 

NOTES: 

a) The whole manuscript is required to be in ONE MS WORD FILE only (pdf. version is liable to be rejected without any consideration), which will start from 

the covering letter, inside the manuscript. 

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:  

New Manuscript for Review in the area of (Finance/Marketing/HRM/General Management/Economics/Psychology/Law/Computer/IT/ 
Engineering/Mathematics/other, please specify) 

c) There is no need to give any text in the body of mail, except the cases where the author wishes to give any specific message w.r.t. to the manuscript. 
d) The total size of the file containing the manuscript is required to be below 500 KB. 

e) Abstract alone will not be considered for review, and the author is required to submit the complete manuscript in the first instance. 

f) The journal gives acknowledgement w.r.t. the receipt of every email and in case of non-receipt of acknowledgment from the journal, w.r.t. the submission 

of manuscript, within two days of submission, the corresponding author is required to demand for the same by sending separate mail to the journal. 

2. MANUSCRIPT TITLE: The title of the paper should be in a 12 point Calibri Font. It should be bold typed, centered and fully capitalised. 

3. AUTHOR NAME (S) & AFFILIATIONS: The author (s) full name, designation, affiliation (s), address, mobile/landline numbers, and email/alternate email 

address should be in italic & 11-point Calibri Font. It must be centered underneath the title. 

4. ABSTRACT: Abstract should be in fully italicized text, not exceeding 250 words. The abstract must be informative and explain the background, aims, methods, 

results & conclusion in a single para. Abbreviations must be mentioned in full. 

 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

vi

5. KEYWORDS: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic order separated by 

commas and full stops at the end. 

6. MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It must be prepared on a single space and 

single column with 1” margin set for top, bottom, left and right. It should be typed in 8 point Calibri Font with page numbers at the bottom and centre of every 

page. It should be free from grammatical, spelling and punctuation errors and must be thoroughly edited. 

7. HEADINGS: All the headings should be in a 10 point Calibri Font. These must be bold-faced, aligned left and fully capitalised. Leave a blank line before each 

heading. 

8. SUB-HEADINGS: All the sub-headings should be in a 8 point Calibri Font. These must be bold-faced, aligned left and fully capitalised.  

9. MAIN TEXT: The main text should follow the following sequence: 

 INTRODUCTION 

 REVIEW OF LITERATURE 

 NEED/IMPORTANCE OF THE STUDY 

 STATEMENT OF THE PROBLEM 

 OBJECTIVES 

 HYPOTHESES 

 RESEARCH METHODOLOGY 

 RESULTS & DISCUSSION 

 FINDINGS 

 RECOMMENDATIONS/SUGGESTIONS 

 CONCLUSIONS 

 SCOPE FOR FURTHER RESEARCH 

 ACKNOWLEDGMENTS 

 REFERENCES 

 APPENDIX/ANNEXURE 

 It should be in a 8 point Calibri Font, single spaced and justified. The manuscript should preferably not exceed 5000 WORDS. 

10. FIGURES & TABLES: These should be simple, crystal clear, centered, separately numbered &self explained, and titles must be above the table/figure. Sources 

of data should be mentioned below the table/figure. It should be ensured that the tables/figures are referred to from the main text. 

11. EQUATIONS:These should be consecutively numbered in parentheses, horizontally centered with equation number placed at the right. 

12. REFERENCES: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised references in the preparation 

of manuscript and they are supposed to follow Harvard Style of Referencing. The author (s) are supposed to follow the references as per the following: 

• All works cited in the text (including sources for tables and figures) should be listed alphabetically.  

• Use (ed.) for one editor, and (ed.s) for multiple editors.  

• When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc, in chronologically ascending order. 

• Indicate (opening and closing) page numbers for articles in journals and for chapters in books.  

• The title of books and journals should be in italics. Double quotation marks are used for titles of journal articles, book chapters, dissertations, reports, working 

papers, unpublished material, etc. 

• For titles in a language other than English, provide an English translation in parentheses.  

• The location of endnotes within the text should be indicated by superscript numbers. 

 

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES: 

BOOKS 

• Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.  

• Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio" Ohio State University, Nigeria.  

CONTRIBUTIONS TO BOOKS 

• Sharma T., Kwatra, G. (2008) Effectiveness of Social Advertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited by David Crowther & 

Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303. 

JOURNAL AND OTHER ARTICLES 

• Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Journal of Urban Economics, 

Vol. 21, No. 1, pp. 83-104. 

CONFERENCE PAPERS 

• Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Association, New Delhi, India, 

19–22 June. 

UNPUBLISHED DISSERTATIONS AND THESES 

• Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, KurukshetraUniversity, Kurukshetra. 

ONLINE RESOURCES 

• Always indicate the date that the source was accessed, as online resources are frequently updated or removed. 

WEBSITES 

• Garg, Bhavet (2011): Towards a New Natural Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.in/user/viewabstract.jsp 



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

59

IMPACT OF LEADERSHIP ON PERFORMANCE: IN CONTEXT OF SCHOOL LEADERSHIP 
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ASSOCIATE PROFESSOR 

IQRA UNIVERSITY  

ISLAMABAD 

 

ABSTRACT 
The purpose of this study is to evaluate the impact on performance in school education due to sudden change in leadership (Principal). The data has been 
gathered through questionnaire, ten factors of school performance have been justified in literature review and same were taken in the questionnaire as well. 
Population sample is 4 provinces of Pakistan and federal area. Our sample is teachers, principals and administrative staff from Pakistan. We have selected 500 
teachers, 50 Principals and 50 Administrative staff for our study. Findings of this study is that, school leader ship has multiple impact on the performance of 
school, without leadership school is direction less. In conclusion a need arises that there should be a process (succession planning) in the system, so that impact 
on performance due to sudden change in the performance should be minimized. Our research have some limitations as well, which are that only ten factors have 
been considered as school performance which could be increased in future. Through analyzing private education in different provinces, which is substantially 
different in their relative emphasis on quality of education.  
 

KEYWORDS 
School leadership; succession planning; performance; Principal’s Role; Education. 

 

INTRODUCTION 
ducation leadership is very important factor to achieve those desired objectives of quality education (Oduro, Dachi, & Fertig, 2008; OECD, 2008) which is 

ignored in third world countries (Cogan, 1982; Zawail, 2002). In developed countries Principals are being treated as a leader of institution (Usdan, 

McCloud, & Podmostko, 2000; Fullan, 2002; Gosmire & Grady, 2007; Mendel, 2012) as it is treated in different corporate setups in western countries 

(Richardson, 1995; Lombardi, 2000) and this position is planned strategically (Fairholm, 2009; Hanna, 2003; Mittenthal, 2002). Institutions without vision and 

leadership in developing countries are very common, that’s why they are unable to bring effective changes in these countries (Iqbal & Iqbal, 2011). Developing 

countries are also facing lack of human capital for their development(Makasa; Miyamoto, 2003; United nations, 2005) which results that key employees 

normally switch one organization to another, which creates serious imbalances for the organization and other bodies in those countries (Aberra, 2007; Masri, 

2009).  

Pakistan is in intermediate level in education sector. More and more new institutions are coming in this sector and providing or try to provide quality education 

to respective pupils. Political intervention and corruption also restrict educational institutions not to make progress and increase their performance. Transfers, 

Recruitment, nepotism and posting have effects this sector drastically. Cheating in examinations is also another phenomenon in this sector.  

A leader provides a direction for the organization and without leader organization is just like a ship in the sea without knowing where it is going. Vision of a 

leader and vision of his organization moves in the same direction. His priorities, interpersonal skills, technical skills, strategic thinking, management skills, 

relationship with internal environment, relationships with external players and environment and approach toward the goals and objectives of the organization 

all are representing the optimum utilization of organization’s resources. He builds a liaison between different departments of the organization, he knows how he 

should deal with different employees and for smooth running of operations he has to match the companies’ objectives and employees’ benefits.  All these 

factors of the leader let him to work for the achievement of vision of the organization.  Simple question in this regard are that; what will happen if a leader 

leaves the door and never came back? What will happen with the company in case of death of a leader? Whether company has also to die with the leader? This 

study will give an evidence that how leadership continuity is necessary for organization’s smooth operations and how organization will response in case of any 

change in the leadership or any other key position. In the same way in education sector leader is the Principal and without its direction and vision any education 

institution cannot complete its voyage. If we build the same scenario in any educational institution then, how such questions can be answered, this would be the 

important for us to answer in this study. There should be a proper planning in the organization, so that due to any uncertain leadership change, reaction can be 

controlled.  

 

STATEMENT OF PROBLEM 
To know the impact of leadership on performance in the context of school education in Pakistan (Jacobson, 2011) 

 

OBJECTIVES  
• To know the role of leadership in educational institutions?  

• How leadership change will effect the performance of the organization in context of educational leadership?  

This study is important for education sector in developing countries like Pakistan, India, Bangladesh and other African countries. Where there is a need of 

educational leadership to increase the quality of education. As there is a lack of skill full and experienced educational leader, though they can switch their 

organization with minimum additional benefits. This study will help them to plan proactively in case of any future leadership replacement. In the same way this 

study is also helpful for organization, so that they can develop a mechanism in their organization that, successful leaders can transfer their expertise for future 

leaders. In addition to this, study findings of this study also helpful for organization and specifically for schools that they can continue to work for their vision, in 

case of leader leaves the organization. Today most institutions are focusing on manager ship rather then leadership.  

This study also helpful to enhance leadership skills and to create a benchmark for future as per changing environment. Study will also give an idea about the 

technology skills prevailing with the employees and the training which employees need in future. The study will create a pool of potential candidates in the 

organization, which is helpful for the organization in terms of knowledge management. And finally this study will also evaluate the current structure of the 

organization, and how it fit between organization’s grand strategy.  

 

 

 

E



VOLUME NO. 3 (2013), ISSUE NO. 03 (MARCH)  ISSN 2231-1009 

INTERNATIONAL JOURNAL OF RESEARCH IN COMPUTER APPLICATION & MANAGEMENT 
A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories 

http://ijrcm.org.in/ 

60

REVIEW OF LITERATURE 
Categorization of leadership theories which is developed by Bolden, Gosling, Marturano, & Dennison in (2003), which is given as under:  

 

TABLE 1 

Great Man Theories Based on the perception that leaders are born with innate qualities, destined to lead and are exceptional people.  

Trait Theories Based on the positive human attributes and qualities which are necessary for leadership.  

Behaviorist Theories In these theories different patterns of behaviour are observed and categorized as 'styles of leadership'.   

Situational Leadership This approach sees leadership as specific to the situation in which it is  being exercised.  

Contingency Theories After extending the situational leadership theories these theories focuses on identifying the situational variables which best predict 

the most appropriate or effective leadership style to fit the particular circumstances. 

Transactional Theories Under this approach leader promotes compliance of his followers through both rewards and punishments 

Transformational  

Theories 

Through the strength of their vision and personality, transformational leaders are able to inspire followers to change expectations, 

perceptions and motivations to work towards common goals 

Effective leadership can lead the whole humanity on earth; it can help the nations through times of peril. In corporate world it enables the organization to 

achieve their missions and even in family parents are leading their children for productivity in their life. Without decision making it is difficult for the nation to 

make progress, when we vote for our leaders, we are fully aware the importance of the leadership, and their visions which they presented during the election 

campaigns. Organizations cannot achieve their vision, timely, complete, correct decision and implementation of decisions is very difficult for the organizations. 

Leaders are basically influencing the behavior of the followers in various ways, for change the course of event, to implement change and to overcome resistance 

for change.  Investors are also fully aware the fact that good leader can make best business plan, however a bad leader can ruin the existing status of the 

business (Mills, 2006).  The significance of leadership cannot be ignored while achieving quality in the management (Saraph, Benson and Schroeder, 1989; 

Anderson, Rungtusanatham, and Schroeder, 1994). 

Vision and leader has very close relationship with one another, where there is a leader in any context, he also have a vision for the accomplishment of specific 

objectives. Leaders always have thinking in their mind for the future, where he will lead his followers, which is basically a vision, so we can say that leadership 

without any vision is not possible, vision basically provides direction to the leadership. There are as many definitions of leadership available in the literature as 

there are leaders in the history, and as many leadership models are available in books as leadership authors. Leadership definition is just a statement which 

accommodates the values, attitudes and core beliefs of a person. According to Fred Kofman in (2006)   “Leadership is a process by which a person sets a purpose 

for others to follow and motivates them to pursue it with effectiveness and full commitment”. This definition gives the leader some characteristics that, leader 

has a vision, he can motivate and pursue, and he can bring effectiveness and commitment for the followers. Leadership is just to influence other to achieve goals 

and objectives (Maxwell, 2006). Another approach to understand the role of leader in any context is that “if the organization is a ship then the leader is not the 

captain, nor the navigator but rather the designer of that ship”. This definition is of the view, that leader is not the person who is just giving orders by his 

authority or vision, but leader is a person who influences the whole environment in a positive direction. While talking in a corporate environment Jim Collins in 

(2001) has given some characteristics of leader in organization. As per his definition leader is a person, who maintains persistence, attracts dedicated people, 

influence people for the accomplishment of goals, overcome obstacles, and lead the company in rainy days.  In above four definition different factors have been 

noted – leadership as influencing factor, leadership as an activity, leadership as design, and leadership as a process so it is clear that there is no general 

definition of leader which can encapsulate all dimensions of leadership. Leadership is defined by the behaviours, qualities and traits of a leader. Vision, 

determination and emotional intelligence are the qualities which distinguishes the leader from followers. However, emotional intelligence includes self-

awareness, self-regulation, Motivation, empathy and social skills (Daniel, 1998).   

Specifically speaking the role of school leader is quite much different from the role of different organization but overall perspective of the leadership is same 

that leader have to achieve goals and objectives of the organization. CPA Australia in 2002 has given key attributes and competencies of the principal, which are 

as under:  

• Principal should have school leadership skills.  

• Principal should be a strategic thinker. 

• Sound ethics and values for Principal is also necessary 

• Principal must have the capacity of decision making, so that he can make right decision at right time.  

• Leaders who don’t have knowledge about the industry is not effective, so principal should have knowledge for the education industry.  

• Principal have to interact with teachers and principals so their communication skills should be sound enough.  

• Level of intelligence of principal should be ample as per his profession.  

• He should have relevant experience of this field.  

• Principal should have leadership qualities to lead others.  

• Lack of co-ordination and team building skills may also effect the leader’s caliber.  

• Their must be personal chemistry of the individual with the board.  

Schools have also to decide about the compensation package of the Principals; hence it is a great challenge for schools to decide upon the fair compensation 

package for the school leaders. Financial package should be affordable for the school and acceptable for the principal, and it should be aligned with the goals 

and objectives of the school, which are to achieve prosperity and productivity for all the stakeholders (Corban, 2002). Leadership should be compensated 

accordingly, so that a sense of ownership can be embodied in the culture of a school.  

Above strategies are contributing the performance of any organization, so it is very necessary that there is a need of proper school leadership which guide its 

followers (AISQ Briefing, 2003). Obama administration has introduced many education reforms in education sector and investment in the development of 

principals is on of its top priorities. The administration has acknowledged that school leadership is directly involved for quality of education and federal 

government has ignored this area of school reforms in the past, by announcing budget of tens of billions dollars and considered this amount as peanuts into 

principal leadership. All these performs are considered important and its fruit only came out “only if we have great principals in our schools” a government 

official said. During the panel discussion on leadership, innovation and Change, New York City school chancellor Klein said “If you don’t solve the school 

leadership problem, you cannot solve the teaching problem”. Obama administration is the ruling party in the US, is giving much importance to principal 

leadership, because principal leadership is playing a key role in the quality of education of a country (Wallace Foundation, 2009). The vision should be such which 

is acceptable to all the members of the school and communication and collaboration of the vision is also important, principal should act as promoter and chief 

investigator the implementation of the vision. The Principal must lead actively, in order to validate the creditability of the performance, so that it can remain 

with vital importance (Weiss, 1995). While relating the vision with the environment of the class room, role of instructional leadership by the principal cannot be 

ignored because teachers are only backed by the narrow part of the performance. 

Board of Loss Angeles schools has defined School Performance Framework (SPF) to evaluate the performance of the school, in which the overall goal of the 

system is to maximize the performance of the students. Further training of teachers and other school leaders is also necessary to remain in the Performance 

Framework. Involvement of parents in school has a positive effect on the achievement of the child. In absolute words, a school have to spend $1000 more per 

child in order to achieve same results, which can be achieved through involvement of the parents. Parents are also interested in the performance of their child, 

so it has a multiple effect on the performance of the child, and the ultimate effect would be on the performance of the schools (Andrew and Conwey, 2008). 

Another study giving the role of parents is that, parents should be aware that homework checking, attending PTMs is very important. Family social capital and 

school social capital, both are contributing towards the performance of the student. Bonds between parents and children like trust, open communication and 
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active engagement with academic life of child is family social capital. School social capital is learning environment of school, teacher’s morale dealings of teacher 

with that particular individual. Researchers found that student having high family social capital and low school social capital are performing better than the 

students which have high school social capital and low family social capital (Mikaela, Toby and Kelly, 2012). School discipline is also another factor which have 

contributed towards the performance of the school. Student which are active in discipline cases have low grades in the school and ultimate school role in such 

situation is a key to overcome, because it has an ultimate impact on the performance of the school (David, Milne, Baker and Ginsburg, 1987). Evaluation policies 

of the teachers and principals is very important for the performance of the institutions. While hiring a new principal it is also important to see that how effective 

the new evaluation system is, for the school. Evaluation system has a positive impact on the professional growth of the pupils and is beneficial to assess the 

strength and weaknesses of the staff members and the students as well (Laura, 2012). An effective school leader’s job is to utilize the financial, human and 

physical resources of the school in an optimum way. Planning and strategic thinking, alignment of resources with desired outcomes are the skills which are 

required to achieve the vision and goals of the schools. As if there is change in the leadership, school has also sacricfice all his intellectual abilities to develop and 

implement strategies. Although, development and implementation of the strategies have also key role in the performance of the school (Methew, 2007). 

Changes in schedules will result in high achievement of the student and the ultimate effect goes to the better performance of the institution (Wahlstrom, 2002). 

Evidence is there that if we increase the autonomy of the educational institutions in terms of hiring and firing of teacher’s student discipline then school is in 

better way to utilize the local information, this has the potential to yield better educational outcomes. This can only be achieved through empowerment of 

principals and teachers by the higher management, the study has been conducted in Flemish school system Belgium and is achieving result practically. Our point 

in this study is that hiring, firing, school discipline and accounting the local priorities will also contribute towards the performance of the school (Jen, Marijin, 

Glenn and Koen, 2010). Relationships with district bodies or other groups in the community can energize the institutions by utilizing from diverse talent and 

skills. Empowerment of staff as per local requirement also predicts the impact of external relation on the performance of the school. External relationships will 

also improvise the teaching techniques and develop new capacities as per changing needs of the region, especially in case of imported institutions (Robert and 

Claire, 2003). Institutes are achieving new models and procedures of educational leadership by facilitating new knowledge and skills through training and 

development. New framework to achieve new trends and demands has been developed, in which growth oriented training and development is the key 

component of this framework (Mohamad). Different nations are reforming their education systems, curriculum assessment in order to cope the change in 

education sector. Demands for teachers and principals is going high, so that they would be well-versed in subject, their teaching techniques, and administration 

skills in order to optimize learning. Strategies such as personalize feedback, guided discovery, whole teachings and should have deep understanding how 

learning happens. In other words teachers need to be able to work with collaboration with other staff members, to be in the network of professional 

communities, strong skills of technology and effective use of technology is necessary to increase their performance. Training and development is a very 

important factor to cope these changes, only then teachers can optimize the use of digital resources and information management systems. Another issue is the 

demand and supply of qualified teachers for schools, many school hires fresh graduates and train them as per their requirement.  Hence high quality of 

developmental strategies are necessary to meet the demand of qualified teachers of diverse students, use of technology(OECD, 2012). Performance of any 

organization directly related to the development and motivation level of its staff members. The primary responsibility of the HR department in the school is to 

maximize the human resources, human resource function is the primary responsibility of all personnel’s of the education system. School is a social system its 

expectation and individuals’ personal need disposition will directly influence the behavior of individuals. The performance of each staff members is directly or 

indirectly contributing towards the performance of the institution. Every institutions have financial resources it is the Human resource which makes difference.  
 

RESEARCH METHODOLOGY 
TABLE 2 

Description Used in this study 

Type and Selection Method Applied 

Method of contact Through questionnaire 

Sponsorship Air Foundation School System 

Incentives provided to participants None 

Number of sampling frame 500 (400 teachers, 50 Admins, 50 Principals) 

Response rate 68% (71% teachers, 30% Admins, 80% Principals) 

Sector from which the sample drawn Education sector 

Company characteristics Independent education system 

Geographic scope Islamabad, Punjab, Sindh, KPK and Gilgit Baluchistan 

Job responsibilities of the sample 400 (Teachers), 50 (Admin), 50(Principals) 

Age of respondents 18 to 60 years 

Gender of respondents Mixed 

Experience of respondents 1 year to 30 years 

Here in this study population schools (institutions which are operating up to matric in school chains) in Pakistan’s education sector. This study is targeting 

institutions which are registered with school systems and are operating in three provinces (Sindh, Punjab and KPK) and capital of Pakistan, Islamabad. 

Administration staff from different institutions which are linked through and education system.. A questionnaire has been developed to get their opinion about 

the subject matter and their role. They are selected because they are directly contributing towards the vision of school. Any group of such staff can play a vital 

role towards the achievement of vision.  In this study research questionnaire is developed to collect the data to achieve the objectives of our research. This study 

is targeting the whole country (except Baluchistan province) so it is easy for us to collect data through questionnaire, then a large population throughout 

Pakistan has been targeted, which is only possible through questionnaire. 

HYPOTHESIS 

H0: When a leader leaves the school there would be no effect on its performance.  

H1: There is a great impact on the performance of the school if there is a sudden change in leadership.  

As per details given in table 1 this study has discussed such situation when the Principal in school leave the organization. The structure and the factors of the 

questionnaire which are taken is as follows:  

TABLE 3 

S#  Theme of question Weightage given 

Student progress 10% 

Communication with parents 10% 

Discipline  10% 

Evaluation criteria 10% 

Development and implementation 10% 

School schedules 10% 

Recruitment 10% 

External communication 10% 

Staff development 10% 

Performance of staff 10% 
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DISCUSSION 
Reliability is the extent to which any questionnaire gives the same results, if it is used in different trials or consistency

Cronbach’s alpha is a tool to test the reliability of the data (Brown, 1997). Table 1 shows th

Reliability Statistics

Cronbach's Alpha

.860 

Following are the descriptive statistics of the data, mean value is 3.91 which depicts that average response of the populatio

scale. Mean value tells us when a leader leave the organization it effect, this also rejects

that data is normally distributed and 2/3 responses are lies between 3.3 to 4.6, clearly rejects our H0. 

 

In table 4 frequency of the responses on 5 point likert scale and its percentage has been taken. As in table 1 different fact

study, all factors are effected due to change in the leadership to positive direction. If we t

“strongly agree” then we can say that, from our sample 75% of the respondents are agree/strongly agree that change in leaders

Then 84% are agree that due to change in leadership, there will be effect on the performance of staff. Effect on all factors is above 50% and lies between 54% 

84%, these results are also rejecting our null hypothesis. 

 

LOA  1 2 3 

Strongly disagree 18 5% 8 2% 6 2% 

Disagree 27 8% 26 8% 34 10%

Neutral 39 12% 30 9% 30 9% 

Agree 156 46% 167 50% 133 40%

Strongly disagree 97 29% 106 31% 132 39%

Total 337 100% 337 100% 335 100%
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Reliability is the extent to which any questionnaire gives the same results, if it is used in different trials or consistency

Cronbach’s alpha is a tool to test the reliability of the data (Brown, 1997). Table 1 shows the results of cronbach’salpha as 0.860, which are clearly acceptable. 

 

TABLE 4 

Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on Standardized ItemsN of Items 

.862 10 

Following are the descriptive statistics of the data, mean value is 3.91 which depicts that average response of the populatio

scale. Mean value tells us when a leader leave the organization it effect, this also rejects our null hypothesis. Then value of standard deviation is .65 which states 

that data is normally distributed and 2/3 responses are lies between 3.3 to 4.6, clearly rejects our H0.  

 

TABLE 5 

Statistics 

N Valid 340 

Missing 1 

Mean 3.9145

Std. Deviation .65212

Range 4.00 

Minimum 1.00 

Maximum 5.00 

FIGURE 1 

In table 4 frequency of the responses on 5 point likert scale and its percentage has been taken. As in table 1 different fact

study, all factors are effected due to change in the leadership to positive direction. If we take those responses in which respondents are either “agree” or 

“strongly agree” then we can say that, from our sample 75% of the respondents are agree/strongly agree that change in leaders

nge in leadership, there will be effect on the performance of staff. Effect on all factors is above 50% and lies between 54% 

84%, these results are also rejecting our null hypothesis.  

TABLE 6 

4 5 6 7 8 

 10 3% 4 1% 10 3% 4 1% 2 

10% 46 14% 26 8% 94 28% 26 8% 46 

 30 9% 24 7% 35 10% 42 13% 43 

40% 157 47% 161 49% 129 39% 172 52% 174 

39% 92 27% 116 35% 67 20% 87 26% 71 

100% 335 100% 331 100% 335 100% 331 100% 336 

ISSN 2231-1009 

PUTER APPLICATION & MANAGEMENT 
Included in the International Serial Directories 

62

Reliability is the extent to which any questionnaire gives the same results, if it is used in different trials or consistency of outputs over time (Miller,    ). 

e results of cronbach’salpha as 0.860, which are clearly acceptable.  

Following are the descriptive statistics of the data, mean value is 3.91 which depicts that average response of the population sample is almost 4 on 5 point likert 

our null hypothesis. Then value of standard deviation is .65 which states 

 
In table 4 frequency of the responses on 5 point likert scale and its percentage has been taken. As in table 1 different factors are given which are taken in the 

ake those responses in which respondents are either “agree” or 

“strongly agree” then we can say that, from our sample 75% of the respondents are agree/strongly agree that change in leadership will effect student progress. 

nge in leadership, there will be effect on the performance of staff. Effect on all factors is above 50% and lies between 54% to 

9 10 

1% 2 1% 2 1% 

14% 25 7% 29 9% 

13% 39 12% 23 7% 

52% 194 58% 138 41% 

21% 75 22% 144 43% 

100% 335 100% 336 100% 
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When we analyze the graphical representation of the data then we came to a conclusion that major area is dealt on the respons

will be an effect when a successful leader leaves the school, as shown in figure 2 below. 

 

FINDINGS 
As in our discussion we have rejected our null hypothesis that there would be no effect when a successful leader leaves the s

be accepted which is that there is an effect on the performance of the school. This study has

of research our findings are that, when a successful leader leaves the school student progress will be greatly effected in a 

conscious about the studies of their child, timely information to the parents about studies matters a lot for the repo of the school. Our study also p

quitting of leader will also effect this aspect of the performance. Then discipline acts as a lubricant in the education

of the school. Our findings also supports that when a leader quits it will also effect the discipline of the school. There ar

applicable throughout the education system i.e. examination marks. But while we discuss their evaluation this may also change from school to school. Some 

schools give high weightage to class participation, however others are giving toward annual examination, our study also finds

effected by leader. Principals have to develop different short and long term strategies to achieve goals of their institution

when a successful leaders leaves the institution. As per findings of our stud

which is 59 percent. Then other important factors like, hiring and firing approach of the staff, relationship will community 

same jurisdiction, training and development and performance of the staff members are greatly effected in such situation.
 

CONCLUSION 
The review of the literature and findings indicate that the management of the schools have to account for the leader for the

Our findings support that leader is a very key position in the school and have a drastic impact on the performance of the sch

sure that the continuity in the service of leader must be given hi

way. But here another question arises that with all efforts we can minimize the chances that a principal can leave the instit

there, which can be accounted for the future research. 
 

FUTURE RESEARCH AND LIMITATIONS 
These chances can be overcame through succession planning in the schools. Future research could be conducted by accounting fo

study has been conducted with the sample which is linked with a system, this could be a limitation of the study. Research from independ

public sector institution is also a direction for future research. The study also limits upto ten different fac

are important for performance of the school. Researchers can also include these factors for their future studies. 
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When we analyze the graphical representation of the data then we came to a conclusion that major area is dealt on the respons

will be an effect when a successful leader leaves the school, as shown in figure 2 below.  

As in our discussion we have rejected our null hypothesis that there would be no effect when a successful leader leaves the s

be accepted which is that there is an effect on the performance of the school. This study has taken 10 different factors for the purpose of research, on the basis 

of research our findings are that, when a successful leader leaves the school student progress will be greatly effected in a 

es of their child, timely information to the parents about studies matters a lot for the repo of the school. Our study also p

quitting of leader will also effect this aspect of the performance. Then discipline acts as a lubricant in the education sector, to stream line the learning structure 

of the school. Our findings also supports that when a leader quits it will also effect the discipline of the school. There ar

examination marks. But while we discuss their evaluation this may also change from school to school. Some 

schools give high weightage to class participation, however others are giving toward annual examination, our study also finds

effected by leader. Principals have to develop different short and long term strategies to achieve goals of their institution

when a successful leaders leaves the institution. As per findings of our study, this situation will have least effect on schedule of school, but still it is acceptable 

which is 59 percent. Then other important factors like, hiring and firing approach of the staff, relationship will community 

ame jurisdiction, training and development and performance of the staff members are greatly effected in such situation.

The review of the literature and findings indicate that the management of the schools have to account for the leader for the

Our findings support that leader is a very key position in the school and have a drastic impact on the performance of the sch

sure that the continuity in the service of leader must be given high importance, otherwise overall strategic performance the school will be effected in a negative 

way. But here another question arises that with all efforts we can minimize the chances that a principal can leave the instit

there, which can be accounted for the future research.  

These chances can be overcame through succession planning in the schools. Future research could be conducted by accounting fo

been conducted with the sample which is linked with a system, this could be a limitation of the study. Research from independ

public sector institution is also a direction for future research. The study also limits upto ten different factors of performance, there are still many more which 

are important for performance of the school. Researchers can also include these factors for their future studies.  

First of all we would like to say thanks to Allah who made all things possible. Then we would like to acknowledge and extend our heartfelt gratitude to all other 

Islamabad. We are also thank full to Mr. Abdul WaheedBurdi and Com (R) Shah Salim who assist us in the 

data for this study and to my friend. Mr. SulemanSabir for his constant reminders and much needed motivation and finally our 

have encouraged, support and assist us in completing this Study.  
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When we analyze the graphical representation of the data then we came to a conclusion that major area is dealt on the responses which are agreed that there 

As in our discussion we have rejected our null hypothesis that there would be no effect when a successful leader leaves the school. So, alternate hypothesis will 

taken 10 different factors for the purpose of research, on the basis 

of research our findings are that, when a successful leader leaves the school student progress will be greatly effected in a negative way. Then parents are very 

es of their child, timely information to the parents about studies matters a lot for the repo of the school. Our study also proves that 

sector, to stream line the learning structure 

of the school. Our findings also supports that when a leader quits it will also effect the discipline of the school. There are some general criteria’s, which are 

examination marks. But while we discuss their evaluation this may also change from school to school. Some 

schools give high weightage to class participation, however others are giving toward annual examination, our study also finds that evaluation criteria will be 

effected by leader. Principals have to develop different short and long term strategies to achieve goals of their institution, this will also be effected in a situation 

y, this situation will have least effect on schedule of school, but still it is acceptable 

which is 59 percent. Then other important factors like, hiring and firing approach of the staff, relationship will community and other institution operating in the 

 

The review of the literature and findings indicate that the management of the schools have to account for the leader for the better performance of the school. 

Our findings support that leader is a very key position in the school and have a drastic impact on the performance of the schools. Management have to make 

gh importance, otherwise overall strategic performance the school will be effected in a negative 

way. But here another question arises that with all efforts we can minimize the chances that a principal can leave the institution, but some chances are still 

These chances can be overcame through succession planning in the schools. Future research could be conducted by accounting for the succession planning. This 

been conducted with the sample which is linked with a system, this could be a limitation of the study. Research from independent institutions or 

tors of performance, there are still many more which 

ossible. Then we would like to acknowledge and extend our heartfelt gratitude to all other 

Islamabad. We are also thank full to Mr. Abdul WaheedBurdi and Com (R) Shah Salim who assist us in the 
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