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UNDERSTANDING THE

HEADTEACHER’S ROLE IN PAKISTAN: A

Muhammad Memon, Rana Nazir Ali, Tim Simkins and Viv Garrett

INTRODUCTION

Since 1970 some new policy initia-
tives have been taken to improve
the quality of education in Pakistan.
These initiatives include nationaliza-
tion and denationalization of private
schools, formation of school man-
agement committees, participation
of community,. restructuring the
national curriculum, textbooks and
teacher education programmes etc.
initiated through a ‘centre-periphery’
approach underlying the ‘top-down’
model of change. Literature on
school management and improve-
ment reveals that the quality of edu-
cation in any educational institution
depends on the quality of its leader,
hence educational leadership is of
vital importance (Dalin, 1993).
However, there is the presumption
that, in many developing countries
including Pakistan, the role of the
headteacher is relatively insignificant
(Simkins et al, 1995). This may be
because of the bureaucratic system
of education where all the policy
decisions are taken at the top level
without involving th headteachers.
Thus, in the whole process of edu-
cational innovation, the headteach-
ers as educational leaders have no
say in the policy matters who are
eventually responsible for the imple-
mentation of new policy initiatives.
This may lead them to develop a
sense of frustration. This indicates
that particularly the government
school headteachers simply operate
at a fairly low level within a multi-iay-
ered organizational hierarchy; the
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main levers of changes lie else-
where. Dalin (1993} argues that the
headteachers as educational lead-
ers play a crucial role in the school

. as a social organization and in

changing of its culture, hence the
success or failure of any school is
dependent on the headteachers’
performance.

Selection of government school
headteachers varies from one
province to another, however, in
Sindh province the selection of gov-
ernment school headteachers is
done through two ways. Firstly, 75%
headteachers are selected from
among the working teachers on a
seniority cum merit basis. Secondly,
the remaining 25% are selected
through direct recruitment by the
Public Service Commission,
although this is not a regular prac-
tice. As far as the selection of pri-
vate school headteachers is con-
cerned, it is mostly done on merit
basis through a rigorous selection
process. This seems an encourag-
ing trend that might help develop a
healthy school management system
at least in the private schools. The
government schools may benefit
from this process in order to improve
schools’ performance. Literature on
school improvement alsc suggests
that school improvement requires
effective management at the school
level to grapple with the issue of
quality in education, therefore, head-
teachers should receive a special
attention of the government in order
to strengthen their role in schools.
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Substantive studies have been con-
ducted to understand the role of
headteachers in the context of the
western world but a little research
has been undertaken in the context
of developing countries generally
and particularly in Pakistan. The pre-
sent study may be one of the first
attempts towards understanding the
role of headteachers in Pakistan.
This may be considered as a ‘step-
ping stone’ in the area of school
management and leadership. This
paper reports some of the outcomes
of the study which was jointly con-
ducted by the faculty of two universi-
ties i.e. Instiute for Educational
Development (IED), The Aga Khan
University (AKU), Karachi and the
Centre for Education Management
and Administration (CEMA),
Sheffield Hallam University (SHU),
England under the Higher Education
Link Programme funded by the
British Council, Karachi. The primary
purpose of the study was to develop
an understanding of the role of
headteachers in Pakistan and of the
ways in which the role might vary
across different school systems and
contexts. It was also hoped that the
outcomes of this study might help

policy markers in making informed
decisions that might contribute to the
change process at the school level.
A further purpose was to explore the
implications for school management
training and leadership development
that might also help to improve the
efficiency and effectiveness of head-
teachers in Pakistan.

CONTEXT OF THE STUDY

Before describing the study, it is
important to establish the context in
which it took place. The IED selects
a group of working teachers from
Pakistan, including the Northern
Areas, and overseas countries
(Bangladesh, Kenya, Tanzania,
Uganda, Tajikstan, Krygistan) in
consultation with school manage-
ment of co-operating schools, and
provides them with a two year rigor-
ous field-based reflective profession-
al development programme in teach-
er education leading to an award of
M.Ed. degree. The programme is
embedded in the philosophy of ‘criti-
cal inquiry' where teachers are
encouraged to question and reflect
on their daily planning, teaching and
assessment practice and share their
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reflections with their tutors and
peers. In order to do this, they are
required to select peers who can act
as ‘critical friends’ to work with them.
There is a general consensus
among the course participants that
this process has helped them to
move way from the transmission
mode of teaching to an inquiry-ori-
ented mode and has further helped
them to begin to develop a collabo-
rative cutlure in their schools. Apart
from this, the programme is dedicat-
ed to the development of these
teachers’ pedagogical content
knowledge, classroom organization
and management skills, unit/lesson
planning, problem solving skills,
mentoring, action research and
mentoring skills in the context of
managing educational change. After
completion of their masters, they are
expected to work as Professional
Development Teachers (PDTs) with
their colleagues in their respective
schools. Another group of working
teachers is provided with a separate
subject-wise eight week in-service
teacher education programme for
both primary and secondary educa-
tion where they acquire relevant
knowledge, skills and competence.
This programme is called a Visiting
Teacher (VT) Programme. Both pro-
grammes blend theory and practice
and are embedded in the philosophy
of reflective and critical inquiry. The
overall aim of the programme is to
develop a critical mass of teachers
who can work as catalysts and
change agents so that the multiplier
effect in their schools can be estab-
lished.

It was decided to focus this study ini-
tially on six secondary schools
(three government and three private
schools) in Karachi. The schools
were selected on the basis that:

a) they were already working with
the IED, AKU, Karachi on the
school improvement agenda
and were therefore identified as
IED’s ‘co-operating schools’

b) the local researchers had good
woking relationships with these
heads and their school man-
agement system; and

c) the headteachers and their
management systems voluntar-
ily offered their participation in
the study.

We were cognizant of the fact that,

due to the small size of our sample
and the lack of representativeness

of schools in the study, we cannot
generalize the findings in the context
of Pakistan nor any other developing
country. On the other hand the small
size of the sample is legitimate in
such an ethnographic study and
allowed us to focus on understand-
ing the perspective of the head-
teachers in relation to their job
demands, constraints and choices
and how they manage their schools.
In spite of already having easy
access to visit the identified schools,
we decided to go through formal
procedures for seeking permission
from the concerned management
system to conduct this study.

THEORETICAL FRAMEWORK OF
THE STUDY

We are convinced by Ribbins (1994)
that headteachers’ management
practices and actions need to be
understood in their specific context,
otherwise legitimate conclusions
cannot be drawn. The headteachers
work in schools as social organiza-
tions where they deal with the differ-
ent aspirations, expectations, atti-
tudes and behaviours of those who
serve as stakeholders and who may
influence their daily management
practice. The main assumption of
this research is that the nature of the
headteachers' role varies across the
school systems and contexts in
Pakistan and has its own impact on
school management practice. This
study is an attempt towards under-
standing the ways in which both sys-
tems and contexts may differ and
how heads operate in the given sce-
narios. We were initially guided by
Stewart's (1982) work that man-
agers’ (headteachers') roles can be
defined in terms of the following
three variables:

i) demands: what anyone in the
job has to do;

i) constraints: the internal or
external factors to the organiza-
tion that limit what the job hold-
er can do;

i) choices: the activities that the
job holder can but does not
have to do.

As mentioned above, the expecta-
tions of the role set or stakeholders
influence the headteachers’ man-
agerial behaviour, practice and style,
moreover, it will also depend upon
the managers’ perceptions about
their role. It might be argued here
that all demands and constraints

determine the actions of the head-
teachers as managers and are fil-
tered through the perceptions of the
individuals. However, within a similar
context, some headteachers as
managers might pay more attention
to formal rules and rituals than oth-
ers. In that case the area of choices
available to managers then depends
on the nature of the demands and
constraints under which they oper-
ate; the managers’ actions will be
strongly influenced by their percep-
tions of these things. The greater the
demands and constraints perceived
by a manager, the smaller the area
of choice. It is pertinent to explore
the choices available to headteach-
ers in a particular school at a partic-
ular time. To do this, it is also neces-
sary to explore how headteachers
perceive the demands and con-
straints upon them and the implica-
tions of these perceptions for the
actions they choose to take. This
study addresses the following
research questions:

i)  What factors in their context
and system do headteachers
see as significant sources of
demands and constraints and
why?

ii) What kinds of actions do the
headteachers feel are required
of them as a result of the
demands and constraints as
they see them?

i) How much freedom of action, in
what areas, do the headteach-
ers feel that they have, and
how do they choose to use
this?

iv) Do the headteachers feel they
can influence any of the
demands and constraints and if
so, how?

Such exploration would be neces-
sary to explain why headteachers in
similar situations may have very dif-
ferent perceptions of the pressures
under which they operate and hence
chose to enact their role in different
ways. How far are headteachers in
Pakistan able to express their indi-
viduality within their role? Do they
express themselves mainly in terms
of superficial matters such as
appearance and personal style, or
are they able to explore ways which
impact significantly on the character
of their schools?. In order to under-
stand the headteachers’ managerial
actions, the following conceptual
framework of the study was devel-

oped. This guided our actions while
collecting, analyzing and interpreting
data. (See Graph)

RESEARCH METHODOLOGY

The nature of research usually dic-
tates its methodology. The complexi-
ty of factors such as demands, con-
straints and choices which affect the
performance of the headteachers
cannot be understood without cap-
turing the contextual reality which
the headteachers face in their man-
agerial practice. We are convinced
by Ribbins (1994) and Ribbins and
Marland (1995) that the accounts of
headteachers need to be considered
in their specific context in three
ways. First, the views and actions of
the headteachers must be examined
across a representative range of
issues and events to reflect the com-
plexity of the worlds in which they
work. Second, the views of signifi-
cant others should be taken into
account, not just those of the head-
teachers themselves, since roles are
enacted within a context of interac-
tion which generates a variety of
perspectives. Third, the headteach-
ers must be observed in action; we
need to be at least as interested in
what headteachers do as what they
say they believe in or intend. There
are a number of ways of researching
the nature of management roles
Mintzberg (1973) and Stewart
(1988) which include:

@ preliminary discourses and vis-
its to the managers’ work
places.

@® in-depth interviews with the
managers

@ interviews with members of the
managers' role sets

® completion of diaries by the
managers themselves at their
work places

@ observation of the managers at
work

@ post observation meetings for
seeking further information.

It may be noted here that each
method has its advantages and dis-
advantages, therefore, a triangula-
tion approach was used to cross-
check the required information in
order to avoid any problems of relia-
bility and validity. Our initial semi-
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structured discussions with the man-
agers and stakeholders helped us to
establish a quick rapport with them
and allowed them to raise as many
questions as they desired before we
conducted in-depth interviews. This
also served as a familiarization pro-
cess to the members of the research
team from SHU who were relatively
new to the Pakistani system and
these particular schools. The follow-
ing four questions formed the basis
of the interviews:

® What kinds of things do man-
agers do?

® How do they do them?

® Why do they do these things in
these ways?

@® What are the consequénces of
their actions?

DATA ANALYSIS
DISCUSSION

AND

Data gathered for this study has
been analyzed in detail. But, here
we intend to discuss some critical
emerging issues that might help all
of us to understand the contextual
reality of the role of the headteacher
in Pakistan. The remaining issues
have been discussed elsewhere
(see Simkins et al 1997). Many
researchers including Dadey and
Harber, 1991; Harber and Dadey,
1993; Chapman and Burchfield,

SCHOOL CONTEXT
(After Steward, 1982)
1994; and Leithwood et al., 1994

have preferred to classify and cate-
gorize similar data which, in our

“ view, forms a ‘forced classification’

that might not help us to highlight
and portray the contextual reality of
the headteachers’ role. Therefore,
we have deliberately avoided the
classification of data, and have pre-
ferred to use a thematic approach to
report the emerging issues.

We need to clarify the terminology
we have used to avoid confusion
and misunderstandings. In this
paper, the term ‘manager’ is used
for the headteacher; and ‘gover-
nance' is used for the school man-
agement system. When we report
the views and findings of ‘govern-
ment heads’ and ‘private heads’, we
refer to those in our sample only.
The statements are not intended as
a generalization across all govern-
ment and private schools.

MANAGING CURRICULUM AND
INSTRUCTION

Both government and private
schools are subject to accountability
through external management struc-
tures. However, the nature of the
demands and constraints which are
placed on the headteachers by the
systems in which they operate is dif-
ferent. On the one hand, the govern-
ment schools operate within the
complex bureaucratic system that
Handy (1993) calls a ‘club culture’.

However it has been interesting to
note that the headteachers tend to
develop another culture which
Handy labels a ‘role culture’ perhaps
because of their manner of survival
in the system. On the other hand,
the non-government schools are
responsible to either their boards of
trustees or directors. Although the
system varies from school to school,
this seems very close to the ‘person
culture’ or ‘task oriented culture’ as
identified by Handy (1993). This was
confirmed during a two day work-
shop on managing education
change with twenty one headteach-
ers in the private sector. In the ‘task
culture’ the managers enjoy their
freedom and work as a team and
exhibit a joint responsibility whereas
in the ‘club’ or ‘role’ culture the man-
agers have to rely on the instruc-
tions of the school governance.
Unlike the headteachers of private
schools, the headteachers of gov-
ernment schools reported major
constraints in the management of
the curriculum and instruction. There
seemed a general consensus
among the government headteach-
ers that they are not allowed to devi-
ate from the prescribed curriculum.
For example, one government
school headteacher said that ‘I con-
sider myself only as a chowkidar'
and 'l can't do any thing related to
curriculum’. The government head-
teachers tended to have a
shallow”understanding of curriculum
and instructional issues and they
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seemed to be dependent on the
government's prescribed curriculum
embedded in the philosophy of offi-
cial knowledge (Apple, 1982). The
headteachers of the private schools
tended to have a deeper under-
standing of the curricular issues; in
spite of the pressure from the gov-
ernment side for the adoption of a
national curriculum, they intelligently
maneuver the national curriculum
and enrich it as and when required.

Another example of the rule-bound
nature of the government sector is
the management of resources. The
headteachers of government
schools are given a small budget to
buy science equipment and materi-
als for which they need to have
approval from the relevant education
officers. They also have some funds
collected through tuition fees etc. but
they cannot utilize them without prior
permission of the officers; this per-
mission can take so long that the
particular item loses its importance
and necessity. As one of the govern-
ment school headteachers said ‘(the
funds) are difficult to spend on time
because of a cumbersome proce-
dure...’. In the private sector, how-
ever, the headteachers seem to
have more freedom of choice. They
feel able to spend up to a certain
amount, and even if there is a need
to seek permission, they do not fore-
see too many problems in it being
granted. The private school heads
feel free of the pressures of possible
charges of mishandling of funds
experienced by government heads
who have to operate within the rules
and regulations of their sector.

However, some variations in man-
agement practice were found within
the same context. This indicates
that, even in the same context,
headteachers were operating in dif-
ferent ways because of their differ-
ent perceptions of constraints,
demands and choices.

Managing Teaching Quality

A common concern for all the heads
we interviewed was the issue of
teacher quality. It was noted that
recruitment is managed in different
ways: government headteachers do
not have the choice of recruiting
their own staff, whereas in the pri-
vate schools, if a teacher leaves for
some reason, recruitment becomes
a major headache for the head-
teacher. It seems that both systems
get inefficient or unmotivated teach-
ers which seems a concern of head-
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teachers everywhere. The private
school headteachers thought that
‘the quality is failing...the young
generation is not committed’.
Government heads felt that teachers
were ‘lazy and not dutiful’. One
headteacher mentioned that ‘I can’t
change teachers who are performing
fairly poor’ and, on the issue of con-
trol, another said, ‘l sometimes issue
warning, sometimes do checking,
sometimes write to the school gover-
nance'. In contrast to this, the pri-
vate schools, all of which claimed to
have low teacher turnover, the
emphasis was much on avoiding
disciplinary action and using other
strategies such as staff development
to deal with the issue of teacher
quality. Indeed all the private school
heads in our study demonstrate a
commitment to in-service education
which was not nearly so apparent in
any of the government schools.

Some similarities were found in the
ways in which schools manage their
teaching staff. All have supervisory
processes which are centred around
visits to classrooms and the process
of checking copies. The government
headteachers do these things them-
selves, the private school heads
them to a greater or lesser degree.
This raises another important differ-
ence between government and pri-
vate schools. In the government sys-
tem, teachers receive no extra pay-
ment and they do not seem to have
much delegated power, although
this issue needs further investiga-
tion. In contrast, all the private
schools have organization structures
which, although differing from school
to school, all involve the explicit del-
egation of management tasks which
is reflected in a formal salary differ-
entiation in relation to the levels of
responsibility.

There also seems to be a greater
emphasis in private schools on facili-
tating teachers meetings, with teach-

ers often using their personal time

for meetings between teachers and
between teachers and parents.
Government schoolteachers, on the
other hand, seem to be reluctant to
give their personal time for meeting
and school development planning.
Finally, private schools are more
likely to have developed a teacher
appraisal system which generally
goes beyond the basic core of class
visitation and checking of copies and
seems to be more rigorous than the
generally discredited 'Annual
Confidential Review' to which all civil
servants including government

teachers are subject. Taken togeth-
er, these dimensions of teacher
management create a picture where
private school heads are more likely
to express a set of positive values in
relaticn to the management of
teachers: ‘We have created a colle-
gial atmosphere’. 'l delegate work
and give it to those people whom |
trust... what we have all decided
together’. Images of control are
much more likely to come from gov-
ernment schools: ‘If | feel there is
something lacking in the
teacher...then | become strict with
teacher not with the students’. The
headteachers of private schools
might use controlling methods with
their teachers but we do not have
sufficient information. But there was
evidence that government head-
teachers do not attempt to establish
collegial relationships.

A clear difference was found
between power granted to govern-
ment and private school headteach-
ers. First, the headteachers are
accountable to different people in
the hierarchy. One government
headteacher recognized that she
may have influence over decisions
which affect her school although the
degree of this influence depends
very much on the approach taken by
the particular education officer to
whom she relates. Second, it was
clear from the interviews that the
management of private schools tend
to give their heads freedom in aca-
demic and curriculum matters, how-
ever, for policy matters they need to
consult them. The private school
heads have relatively easy access to
their management systems whereas
government heads have to go
through bureaucratic channels.
Third, headteachers of private
schools have some freedom to hire
or fire teachers and other staff,
whereas government headteachers
have to approach their superiors for
hiring and firing the concerned staff.
This shows that the headteachers in
the government schools do not have
delegated powers like their counter-
parts in the private sector. As one of
the headteachers of a government
school mentioned ‘I've nothing to do
with the appointment or termination
of staff, sometimes | become wor-
ried about my job if the concerned
officer is unhappy and | might be
transferred’.

Managing Relationships with
School Governance

As has already been stated, different

approaches are taken by the specific
management system to whom the
school is accountable. One head-
teacher of a government school rec-
ognized that she may have some
influence over school policy deci-
sions which affect her school,
although the degree of this influence
depends very much on the extent of
the choice available to her.
However, the remaining two head-
teachers (male and female) felt they
did not have any choice to be able to
influence their governance. Although
it was found that all the manage-
ment of private schools in our sam-
ple tended to give their heads a
good deal of freedom, they did exert
pressures on such things as aca-
demic matters. Each headteacher
manages the relationship with
his/her governors in a unique way
which reflects his/her personal char-
acteristics and history. It is normal
for government headteachers to feel
they are required to be 'yes men': a
perceived necessary condition for
survival. One headteacher of a gov-
ernment school seemed reluctant to
compromise on principles with his
school governance, therefore he
sees his relationships as one of con-
straints and potential conflicts. He
mentioned that ‘in our system the
teachers are not fired; the head-
teacher is fired for everything'.
Another headteacher seems primari-
ly concerned with keeping the books
straight because she is near retire-
ment and any financial mismanage-
ment could affect her pension: ‘| see
my role more as an accountant
rather than administrator or academ-
ic'. It was found that the headteach-
er with a strong personality can chal-
lenge these constraints and take
decisions in the interest of the
school, for example, refusing to
release a teacher or seeking teach-
ers on detailment from other schools
which are overstaffed. However the
general perceptions of government
heads are that they see their boss
as an inspector, unfriendly and over
critical. They generally feel that their
managers are working against them
rather than working with them
whereas their counterparts in private
school saw their boss as ‘friendly’,
‘marvellous’, ‘understanding and
supportive’” who allowed them to
enjoy their professional autonomy in
their daily management practice.

Relationships with Parents-
Community

The relationship of school head-
teachers with parents tended to vary

between and within the government
and private schools. For example,
the government headteachers found
parents’ involvement in school man-
agement matters as ‘interruption’
which can be exemplified from the
quote ‘the parents have their vested
interests and they want to politicize
the school environment and as a
head of school it is eventually prob-
lematic for me’. Another headteach-
er mentioned that ‘I respect the par-
ents’ opinions and views but they
demand too much from the school
without providing any financial or
moral support which | and my teach-
ers don't like'. On the other hand,
the headteachers of private schools
seemed positive and appreciative of
their parents’ interest and contribu-
tion. One head mentioned that ‘I
welcome parents’ suggestions and
involve them as much as |
can...they have helped us in estab-
lishing a computer lab which is not
an easy job...parents’ contribution
helps us to understand each others’
problems...”. Another headteacher
said that ‘parents are our great
asset, they guide us in many ways
and they give us constructive feed-
back that help us to correct our way
of actions... Our whole effort is aim-
ing at for coming up to their expecta-
tions since they have chosen this
school for their children in spite of
going through the tough process of
admission...". The research conduct-
ed in this area shows that school
performance has improved where
parents have participated in the
affairs of the school. Keeping in view
the importance of the parents’ partic-
ipation, the Sindh Education
Department has asked its schools to
establish Parent-Teacher
Associations (PTAs) in order to
shoulder the responsibility of man-
aging schools effectively. Although
PTAs have now been established in
each government school, head-
teachers have difficulty in finding
parents who can serve as members
since the majority of them are illiter-
ate and work on a daily wage basis.

CONCLUSION
IMPLICATIONS

AND

In this paper, an attempt is made to
share our perspective and under-
standing on the headteachers’ role
in Pakistan with the professionals,
educational managers, leaders and
policy makers who might benefit
from it. As we mentioned earlier, this
study does not intend to generalize
the situation across Pakistan nor to
recommend any radical changes in



the role of headteachers. The nature
and small size of its sample means
that it can only report the percep-
tions of those headteachers included
in it. However, we found a great vari-
ation in the headteachers’ role within
and between the school systems
and contexts. Within the government
and private schools, every head-
teacher tends to behave in his/her
own preferred way keeping in view
his or her perceptions of the role.

We can conclude that there are
some important differences among
the school systems in their regulato-
ry frameworks and these will
undoubtedly have implications for
the ways in which headteachers
carry out their roles. These differ-
ences will influence the heads’ per-
ceptions of the demands and con-
straints under which they work.
Although these regulatory frame-
works impose particular demands
and constraints, we have noted that
headteachers are also limited by
their perceptions of the expectations
of others. Thus, the government
headteachers felt they had no room
for exercising their choices and initi-
ating any personal plan because
they had to be approved by their
superiors. Dalin (1993) has rightly
mentioned that school leaders in the
government sector are acting as civil
servants rather than as managers
and they have difficulty in finding
room for maneuver. On the other
hand, the private school heads were
encouraged by their governance to
take a leading role as school man-
agers and reported that their jobs
sometimes became too challenging
and demanding of their time. It can
therefore be seen that while heads
from the government sector feel lim-
ited in their areas of choice by per-
ceived constraints imposed on them
by their school management system,
private school heads feel that the
demands of their jobs may limit their
choices.

These perceptions of constraints
and demands, along with the regula-
tory frameworks of their governance,
also have an effect on the manageri-
al style of the headteachers. For
example, there is a noticeable differ-
ence in the way government and pri-
vate school heads manage teaching
quality. The government heads do
not go beyond the controlling mind-
set of checking copies and monitor-
ing teachers’' marking and adher-
ence to the curriculum. The private
school heads in our sample, howev-
er, showed that they were more pre-

pared to think beyond that traditional
mindset and consider teachers’
meetings and school development
planning in a more collegial atmo-
sphere. There was also evidence of
the positive use of teacher appraisal.

One underlying factor, which was
evident throughout our visits and
interviews, was the lack of profes-
sional development opportunities for
the headteachers, whether govern-
ment or private. If we can accept
that it is the heads who should serve-
as levers of change to improve the
quality of education being offered,
they need to develop their manageri-
al and leadership qualities. The
research findings suggest that the
heads, particularly from the govern-
ment schools, tend to be more
involved in administration than aca-
demic or curriculum matters. The
government and private school
headteachers need to be able to bal-
ance their involvement in all areas
and lead the way towards school
improvement. That road to school
improvement starts with the head-
teacher but is closely related to the
professional development of all
teachers. Once the headteacher has
undergone a programme in manage-
ment training and development, they
will be better prepared to develop

their own resources for ‘on-the-job’
training for teachers in their schools.
A field-based professional manage-
ment and leadership training pro-
gramme will expose them to knowl-
edge and reflection about school
improvement, enable them to under-
stand the practical issues involved in
improvement and change, and intro-
duce them to strategies of effective
management. We hope that will be
the start of a widespread profession-
al development programme for
headteachers, which will benefit
those from both government and pri-
vate sectors, and lead to an
improvement in the quality of educa-
tion on offer.

ACKNOWLEDGEMENTS

The authors wish to thank the British
Council, Karachi for providing finan-
cial assistance for the Academic
Link which supperted this research
work. The authors are also indebted
to the support from their organiza-
tions i.e. The Aga Khan University,
Institute for Educational
Development, Karachi and Sheffield
Hallam University, School of
Education, England.

REFERENCES

Apple, M. (1982). Education and Power. London

EDUCATION 2000

Routledge and Kegan Paul.

Chapman, D. & Burchfield. S. (1994). ‘How
Headmasters Perceive their Role: A Case Study
in Botswana'. International Review of Education
Vol. 40. No. 6, pp. 401-419,

Dadey, A. & Harber, C. (1991) Training and
Professional Supprt for Headship in Africa,
London: Commonwealth Secretariat.

Dalin, P. (1993) Changing the School Culture.
London: Cassell

Handy, C. (1993). Understanding QOrganizations.
4th edition, London: Penguin.

Harber, C. & Dadey, A. (1993) ‘The Job of the
Head Teacher in Africa: Research and Reality’.
International rnal f E ional
Development, Vol. 13, No. 2, pp. 147-60.
Leithwood, K., Begley, P. & Cousins, J. (1994).
‘The Nature, Causes, and Consequences of
Principals’ Practices: An Agenda for Future
Research”.  Journal of Eduycational
Administration, Vol. 28, No. 4, pp. 5-31.
Mintzberg, H. (1973) The Nature of Managerial
Work. London: Harper and Row.

Ribbins, P. (1994) New Directions in the Study of
Headship. Unpublished Paper.

Ribbins, P. And Marland, M. (1995) Headship
Matters, London: Pitman.

Simkins, T., Garrett, V., Memon, M. & Nazir Ali,
R. (1995). ‘Researching the Role of
Headteachers in Pakistan'. Paper presented to
the British Educational Management and
Administration Society (BEMAS) Annual
Conference, Oxford University, September,
1995.

Simkins, T., Garrett, V. Memon, M. & Nazir Alj,
R. {1997) ‘The Headteachers’ Perception of the
Demands, Choices and Constraints related to
their Role: A Case of Pakistan'. Paper to be pre-
sented to the British Educational Research
Association (BERA) Annual Conference, York
University, September, 1997.

Stewart, R. (1982) Choices for the Manager: A
Guide to Managerial Work and Behaviour.
London: McGraw-Hill.

Stewart, R. (1988). Managers and their Jobs.
2nd edition, London: Macmillan.

EDUC

ADVERTISEMENT RATES

2000

ATIO

Particulars Casual Contract (Six months)
Full page — Colour Rs. 10,000 Rs. 8,000
Full page — B/W Rs. 5,000 Rs. 4,500
2nd/3rd Cover — Colour ‘Rs. 12,500 Rs. 10,000
2nd/3rd Cover — B/W Rs. 8,000 Rs. 7,500
Back Cover — Colour Rs. 15,000 Rs. 12,500

Note: Advertisers desiring to place their ad insertions on per col. cm. basis may
also send their ad materials but such ads (subject to a minimum size of 10
cm. x 2 col.) will be printed in black & white only at Rs. 60 per col. cm.
(casual) and Rs. 50 per col. cm. (contract).




	eCommons@AKU
	January 1998

	Understanding headteachers’ role in Pakistan: A case study
	Muhammad Memon
	Rana Nazir Ali
	Tim Simkins
	Viv Garret
	Recommended Citation



