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ABSTRACT 

This study assesses the impact that the Integrated Quality Management System (IQMS) 

as a performance management system had on school based educators of rural schools 

of the King Williams Town education district. The Integrated Quality Management 
System, as an educational performance management policy departs from a premise 

that performance management is a process that borrows from business the concept of 
adopting integrated approaches to performance management that have been informed 
by various management approaches such as Strategic Management, Management by 
Objectives, Organisational Development and the Human Relations Approach to 
management where emphasis is not only on meeting institutional objectives but also 
satisfying employees' needs for rewards and development. The purpose of this study 

therefore is to assess whether the policy has had any impact on how performance of 
educators is managed at schools. 

A literature study was undertaken in order to provide a theoretical base upon which the 
study was going to be conducted and at the same time provide tentative answers to the 

research questions posed at the beginning of the study. The nature of data to be 
collected necessitated the use of both the quantitative and qualitative research 
methods in the form of two survey questionnaires designed for educators at post level 
one ( at non-management level) and educators at management level, that is, at School 

Management Teams(SMT) levels. At the qualitative method level, a structured interview 

schedule was prepared and administered only to School Management Teams. 

The main findings of the study reveal that most educators at their schools are 
implementing the new policy as a tool to manage and monitor their performance but 
this does not happen at all schools and all educators because about 33 1/3 % of 

respondents indicated that they did not implement the prescripts of the policy to the 
letter and as a result in these schools there has been no significant improvement in 
overall learner performance across the grades throughout the years after the 

implementation of the policy 
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CHAPTER C>NE: OVERVH:W OF THE RESEARCH 

1.1. INTRODUCTION 

The new .. dernocratic governrnentofSouth Africa carrie to power with a promise ofa better iifefor all, in a cciuritry .·· ' . ·'' ·:,• •.:,. ' ' .. •,' ' ,_., ,·. . . . .••·. . ... '' : . . 

that had been divided right into the middle, '.where one· section tnathad been privileged was comparatively well , ,, ' . . . . ' . .. •, .. ... .. . . ,. . ·, •'' ', 

off and another.which.had been poor as a resu~ ofdeprai,,ity .. ·One oftlte vehicle~ throtigh whjch}he state could 
re::engineer a ~recess ofsocial upliftment of those who w~re previously disadvantaged was to intrciduce an 
education systerrdhatwould bea vehicle of uptiftment. In order for education to fulfill its task of socially uplifting : . ;,,, ,... . . . .. . . . . ·-; .·. . .. ,. .. . . . ' .. . . 

those 'who were previously. disadvantaged, educatio!l lia~ fo be made free and compulsory up ,to a certaitj age· . ·· .. : . . ,·. .· •. . .. · . . .. · .. . ,·. . .. ·.. . : .. 

fc:,r all school gojrig age children. It meant also that the Vqfious learning area curricula contertfs had to .. be revised. 

so thaUhejrcontehtswould provide learners wittUhe knowl~fle and skills that were required to make them . •. 
competitivenot only in ~e South African job ml:lrlcet but'tq :b~ competitive even abroad. 

The realisation of the ideatexpressed above would remain an utopia, if the new democratic government didn't 
pass pieces ofle~islation a~d put policies in place thclt would ensure that this noble intention was re,alised, 
Amongst policles that had to be pt.it in place fo achieve the ideal stated a~ove, government had to. look atthe. 
area of m~naging the performance of school-based educators as they were central to all educati~e activities In 

order for education to fulfill its obligation to the South African masses it meant thatthe area of performance by 
.educator.s and how it was managed had to receive the. attention of th.e stElt~ .. In South Africa, during the years 
preceding democratisation, educational control throug~ the Panel Inspection System had been abandoned as a 

. . 

result of unrelenting pressure from educators. This unrelenting pressure put on the Panel Inspection emanated 
from the theoretical and philosophical foundations of apar:theid egucaUon; The educators. rejected it becamre in 
its nature the Panel Inspection System was regarded as arbitrary, judgmental and did nothing to develop 
educators in areas where they .desperately needed development.As result of the pressure stated above the 
Pa11ei Inspection System was abandoned during the late 1980.'s a situation that created. ·•a 'performance 
management vacuum, a situation that see to go against the Theory X of McGregor, which states that most 
wo.rkers functiori optimally when they are subjected to. strict management of their performance. 

• it was eventually in 2003 that government. and representatives of organised labour finally reached an agreement 
to put in place a poUcy on performance management of school based educators. This was in. the form of 
Collective Agreement No;8 of 2003 wherein an instrument; k11own as • the Integrated Quality Management 
·system (IQMS) .which contained all the principles, methods ,and procedures .to be followed in managing the 

performance of school-based educators. The Integrated Quality Management System (IQMS) was a victory to all 
' ' ' 

as government and unions finally reached an agreement on the introduction of a performance management 
system for educators, The !OMS incorporated into one system three different but complementary systems of 
performance management, namely, Developmental Appraisal (DA), ·Performance Measurement·(PM) and Wh.ole 
School Evaluation (WSE). 
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The. IQMS was supposed to be 'implemented with effect from .January 2004 so that the process of ed1Jcator 
·. . . . .. . 

perforrranCE3 management s~ould be embarked upon as ~matter of urgenc:y. Today it is almost eight years down 
the lihe when perforrnance managementthrough the IQMS started .. Aftet ttie passage of such a long period of 

• time i(h~s becom_e necessary that an assessment be made to determine if the IQMS is achieving the desired 
effect in terms of the performance by sc_hool-based ed0cators:as per stipulations of the Agreement 'Hopefully 
through.this study an attempt will be made to assessifthepc,licy has been able!to impact Where it wasdesired 

• tC> impact the most 

1 ;2 .. RATIONALE 

. policies; whether it's in education orJn the private sector, are formulated in order to achieve specific targets in 

the forrn of specific objectives and goals which are mearifto meet the raeeds of a specific group,Jnthis case of . . . ' . . ' . . . ·. . . ,··· ..... •·,,. .·· ' . . . 

the IClMS, the policy by government is aimed at bringing·about a,spe<::ific change In_ the behavior patterns of 
school based educators in . the way. in. which they perform their educative· and· management dµties. The main 
objective of the policy is that when school-base~ edµcators perform their duties as specified in the policy, wiU 
finally culminate !n: improved performance by learners. When learners perform Well then the government's ideal 
of providing an education thatmeetsthe ne_eds of its recipients will be realised. 

An impact assessment ofthe policy on performance· of duties by school-based educators is therefore a fitting 
exercise after a seven year period of policy implementation. In line with the general claim that policy is made as 
it implemented; and/or implemented as it is made, an assessment at this point in time would provide government 
and stakeholders anii:ivaluable information on where the policy implemeratation_is succeeding, and also on areas 
where the poHcy implementation is falling short achieving its· expected· outcomes. When vital informatiol'l such as 
this is at the disposal of an those concerned with the policy they may take. a decision either to lobby for policy 
change or to lobbyJor policy retention but with minor adjustments in areas where these are really necessary .. 

1.3. STATEMENT QF THE PROBLEM. 

The Panel lnspecticm System as a performance ma_nagerrient ~ystem- employed by apartheid govem111ent to. 
monitor the performance of educators came under increasing pressure towards the late 19801s until the system 
eventually collapsed in the mid 1980's, thus leaving a performance management vacuum in many schools as 
principals struggled .to grapple with the task of maintaining performance management in .their schools without 
any power of government policy to support their efforts. This.: situation led to a state. of near paralysis for some 
1 • ' ' • • . ' • • • • 

schools, a situation which meant that education in general entered a state of near collapse as national and 
provincial figures of a matric pass rate fell below the 60% average while. in provinces like the Eastern Cape the 
provincial matric pass rate fell below the 50% average. Asituation that indicates an education system that is in a 
chronic state. 
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The chronic state into which our education· system had drifted, was threatening .the achievement of the id~als 
that the new democratic order was striving to achieve, hence Collective Agreement (8 of 2003) was signed in .. the 
Edu~tion Labour Rela~ions Council (ELRC). The said Agreement, qetailed all t.he principles, guidelines and 

procedures to be followed in :th~ management of the ~rformance of all school-based educators throughout the 
country. The· poUcy was· supposed to. be .implemented as of January 2004 C?" cycli9. intervals of· between three 

. . 

years for secondary schools and five year intervals for primary schools, 

Almost eight years have passed since the policy was supposed to be implemented. It is the expressed wish of 
the researcher to do: a formal impact assessment on the policy fo determine whether indeed it succeeds to 
_achiev13 :the ·goals and objectives for'.-"hich itwai:;• d13signed to accomplish; The•succe_ss c,f the. poUcy would be 
seen when• it achieves. its targeted objectives that is,· beii:,g. able to• change the. behaviour of .educators in. the 
manner in which they perform their duties so that they are inJine with policy prescripts, When there is a visible 
behc:tviour change on educators in the way in which they perform their duties, it is hoped thatJhere will be a 

. . . 

consequential improvement in the achievement revels ~f learners and finally when this happens the state witl be 
succeeding in its;maintask of providing a quality education to its citizens. 

The intention· of the researcher is to assess.whether the behaviour patterns by educators meet or does not rneet 
With the expected standards set by the policy makers. Where this situation hinders the achievement of the 
expected behavior patterns are highlighted and appropriate .solutions are sought jointly by the state and all the 
relevant stake-:-holders. Lastly, it is the intention of the researcher to identify any portions of the policy which are 
unworkable so that they can be discarded or replaced with more workable ones. 

1.4. RESEARCH QUESTIONS 

The main problem that the researcher intends-to.irwestigate with thls study is to assess the kind of impact that 
the Integrated Quality Management System has had on the performance of duties by school-based educators 
since the introduction of the new policy. 

The main problem can be broken down into a number of smaller sub problems for the purposes of achieving the 
focus and direction to.the· research process. The· given .sub-problems. emanate ·from the main. problem and that 
they are given for the sole purpose of giving ~tructure to the investigation and also make the main problem easy 
to handle. The·sub-problem emanating from tlie big problem which has been used as our research questions are 
following: 

• What kind of impact has the· IQMS had on subject educators· and how they perform their duties? 
• What kind of impact has the IQMS had on Heads of Department on how they manage their 

departments? . 
• What kind of impact has the IQMS had on the Principals of schools in reiation to how they manage their 
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schools? 

, , ' 

An attempt ·wm • be made by the researcher to answer all of these questions -during· the research process as 
questions contained in the questionnaires to be answered by the respondents will be asked based on these 
aspects of the problem under investigation. 

1~5. OBJECTIVES OFTHE STUDY 

Atthe conclusion ofthis _study the researcher will have achieved the following objectives, which are part of the 
reasons_ why the study was undertaken in the very first place: 

• To determine whether cir not the_ iOMS has had any significant impact cin how school-based educators 
• perfoimtheir duties since its inception in 2004. 

• To indicate areas/and or factors if there are any, where educators performance has come short of what 
the IQMS prescripts dictate; 

• To offer recomm.endations onwhatcould be doneto address·areas ofciisjuncture between theory and 
practice ofthe IQMS. 

1~6. RESEARCH METHODOLOGY 

_The research•methodology will now_be _disctissed at.length ih the following su~headings. 

1.6.~.RESEARCH DESIGN 

This is an evaluative research study which seeks to assess the kind of impact that :the. Integrated Quarity 
Management· SystelTI '(IQMS) has had on the performance of duties by •school-based educators, which are; 
subject teachers and SMT members, namely, Heads of Department, t>eputy Prir1cipals arid Principals sin~e its 
inception in January 2004 up to ~fate.; 

The study wiUbe conducted using-both the qualitative and quantitath,e research approaches because the nature 
of the topic and the kind ofdata which is needed to carry the: study to its,_conclusion requires the use of more 
thap one method in order to ce>me up with findings that are valid. and reliable (Bless, & Higson-Smith, 1995'.; 
CressweH, 1998:; LeedY& Ormrod; 2005)~ 

The qll~litative research method has been specifically chosen because some of the information to be gathered -
will be derived frail) .the respondents' rich descriptions and explanatiohs of experiences and processes that occur 
within_ specific localities and that these could be best obtained by qualitative methods (Miles and Hubemlan, 
1984:15). Another compelling factor for the. use of qualitative resear~h method is that it deals with the individual 

' ' . ' ' ,, .. " .. . ' .: '' ... •.· ' ,, .. 
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in .the natural world wherein his.personal views and perceptions are captured. ThJs study exactly.seeks to get the 
. . . . . . •: . ' . , 

views of individual educators within their schopls on how the neyt performance management tool is impacting on 
their everyday practice. 

. . 
The. quantiwtive research .method• has also been specificaily chosen as part of this. study. because.· of tlie • nature • 
of information.to.be·gatherect lJse will be made of.structtifed.arid niixed·questions from a.surveyquestionnaire 

. . 

where some of the •response options required have already been predetermined. Other questions have been 
designed to draw out feelings and views of ed.uCc1to,s af post level one, arid also· Heads of Departments, deputy· 
principals· and princip.3113 c3S 11'.leinbers. of the SMT, about. how the. nevi peifoimance management• system has 
impacted on• l,ow they perform their everydaf duties. For the purposes of this study; thirty posUevel one 
educators will be·required to.answer questions from.the.survey questionnaire,.while four members of the School 
Managen,ent Team (SMTI will also ~~!»Ver questions from a survey qu~stionnafre meantfor SMT members; 
whUe three members ()f the SMTwill be subjected to a structured interview. These respond~nts will. be from z.k 
Matthews High School, Mzontsundu High School and Thyuslla Lower/Higher Primary School. 

1~6.2.SAMPLING 

According to Baker (1988:137).sampling in the social researches is the practice of selecting a limited nuinber of 
the subjects of a research which are also referred to as. respondents because it is imp'!ssible to cover all those 
who are potential. subjects of a research. 

For the, purposes of this study three schools have. been sampled as they are located in the ru.ral villages 
surrounding King Williams Town education district because of their proxim.ity to the researcher. Two. of these 
schools are secondary sche>ols. and one is a primary school. The number and type of schools chosen are 
regarded as representative of the target population and results obtained from this. sample could be safely used. to 
generalize on the situation that pertain to other schools that are not part of this research. 

For the schools chosen, it will be important that an educator at each category will be available to take part In. this 
research. This means that educator$ at post feve, one anc:I rnembers of the SMT will be part of this study. The 
schools' that have been sampled for the study have been purposively selected to ensure that there will be 
maximum participation and co-operatio.n considering the time at which the study takes place that is towards the 
end of the yearwhen educators are busy preparing for the. end of the year examinations . 

. 1.6.3.DATAANALYSIS 

Bogden and Silken (1982:145} define qualitative data analysis to mean a process ofworking with data, which 
are textual and non-numerical and unstructured in nature, by organising it, breaking it into meaningful units, 

 

 



searcning• fo~ patterns; discovering what. is .to. be. learned• and finally reporting to others.what is important about 
the data. 

For the purposes of this study the gathered data will first be read through and transcribed. The main emphasis of 
this exercise will be ~n .the underlying meaningthat is presented by the data. A li$t of ail the topic:s into Vl.hich the 
transcribed data•fell will be.rriade .• similar topics wm·begrouped.together i:ind to.each·topic will be assigried•an 
abbreviated and. identifiable code. The rrtost clesciiptive wording for topics coded. wm ·be. turned into themes. and 
categories'. Finally, the coded themes and categories will be assembled and a final analysis will be done foUov.ied 
by the interpreta,tion .and reporting of reseal'l:h findings; 

1.7.DELIMITATIONS OF THE STUDY 

This is an evaluative study that seeks, to assess the impact oHhe Integrated Quality. Management System .... ·,. '.':"· " . · .. , •. . . . .·. •. • . ' ' ' ' ·. ,· . 

(IQMSl on school based educators of .the King Williams Town District .in terms of how they perform their 
educative duties since the advent of the new policy on performance management; which came into effect in 
January of 2004. 

• The. study will· be conducted iri two• seconda~ schooi .and one prii;na~ school. All these schools fall within the 
rural.areas of King Williams Town·and are in.Circuit Number 11 in··the·King Williams Town.education district. 

1.8.ETHICAL CONSIDERATIONS 

This study.irwolves working with human beings, therefore ethical issues will be upheld at all times. According to 
Singletcin,J;R. et aL(1988:445), the rnost important ethical considerations to observe during this study will be to 
ensure that no harm whatsoevE!r will befall the respondents as a result of the actions of the researcher; 
Secondly, the principle of voluntary and informed consent will apply .. The information gathered through this study 
will be used solely for the purposes of this study, which is to meet the requirements of the degree Master of 
Public Administration. Lastly, the privacy of thE! respondents and their anonymity will be respected at all times. . 

1.9.A BRIEF OUTLINE OF THE CHAPTERS COMPRISING THIS RESEARCH 

The body of the research will now be briefly outlined in the headings that follow below. 

The researcher will address the research problem.formulate the research questions, state the objectives of the 
research, declare· the rationale for the investigation and state the research design. 
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CHAPTER TWO 
The chapter examines the conceptual.and theoretical framework of the study as derived from the literature 

studied. The chapter unfolds by defining concepts that form the bc1sis upon which theory on performancEj 
management and ~ventually the Integrated Quality Management System (IQMS) and·its applicability in schools 

will be based, 

CHAPTER THREE 

This chapterintrocfuces the methodology to. be used. to collect and select data from responde~ts, Quanti~tive 
.ai:,d qualitative data gathering techniques will bEfused because ofthe nature.of data. needed in,this investigation_. 
This therefore means thafthe survey questionnaires and a structured interview schedule will be the main test 
instrum~nts_used in this study. 

CHAPTER FOUR 

This chapterwill focus on the presentation, analysis and interpretation of data thathas been collected through a . 
questionnaire and the irterview. Di.Iring the process of analysis; the da.ta coUected will' thus be. collated. 
compared and analyzed in a descriptive mariner. 

CHAPTER.FIVE 

This isthe·fi11a1·chapter oftheinvestigatiori, therefore it will conclude the.investigation by stating clearly what the 
. main findings are, followed by a short process of offering recommendations based on what the main findings 
were. 

The next chapter will deal with a literature review in which the conceptual and theoretical frameworks that form 
the basis bf this study will be discussed and argued in great detail. 
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CHAPTER 2: UTERATURE REVIEW 

2~ I. NTRODUCTION 

The first part of tllis chapter wilLd~fine the basic concepts ~at are contained in the topic under investigation in. 

this study. These·. concepts· are,. job performance, qualify service and/or goods; performance appraisal, 

• perfonTJance management, total quality management, integrated quality management system. The second,part 

of·this chapter willJntroduce the theories thatforni .the .bases upon which· this stug{is going to be. built l:>y 

introducing Tot.al Quality Management and tne Integrated Quality Management as theories and why they are 

worth intro~ucing as theories of performance management with reference to the ·school setting. This will be done 

• by outlining the history of performance management anci particularly deal with argunierits in favour of the 

introduction of Total Quality Management and more particularly. the introduction of the Integrated QuaUty 

Managemel"!tsystem as a perforniance.mahagement~ysteITt for school based educators. Finally this study will 

assess how the new policy on performance mam:1gement has been able to impact on practice in the_ rural 

schools ·of the King Williams Town education district. 

2.2. Definition ofterms 

Terms Lisedin this studywill now be defined at length in the headings that follow below. 

2;2.1. Job Performance 

Cascio (1986:274) gives an elementary definition of job performance, that serves to give a very basic platform 

from which stuqents and practitioners in the field may progress in their endeavors to deal with the topic when he 

explains "job performance" as the employee's act of accomplishing tasks that are obligatory to the occupier ofa 

particular job. 

In moving a step further, Cascio (1998:43) cites Campbell, &s!l.. (1990) who posit that "job performance" entails 
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people doing observable things that are relevant for' the goals of an organization. This ~Emnition by 

Campbe11(1990) as cited by Cascio (1998) takes jobpe1onnance a step further becausefromthe initial definition 

by .Cascio(1986). it takes the argurne.nt further by introducing the notion thatin accomplishing tasks th~t are 

obHgatory to a job the performer of a job meets th~ goals of.the organisatio11. This argument clearly puts Cascio 

in· line with traditionat scholarly thinking. on.· the· t~pic because meeting .the goals of ·an. institution· as the• ultimate 

goalof job performance is the main concern of the traditional scholars. 

Cascio (1998) furthe.r argue tl1atjo6 performance is a multi-dimensional act, arid thatit constjtut~s a rnlJltipHcjty 

of behaviors, and that these b~haviors which. c:onstitutes job performance can be scaled in· terms of the. level. of 

performance they represent The notion rai.seci by Cascio (1998} thatjob performance is a multl-:dimensional act, 

indicates that Cascio represents a break from the traditional scholarly thinking that tended to view job 
. ' : . . 

performance only from one dimension that job performance can only be looked at from the organisational 

perspective, thafitis aimed at meeting an organization;s goals. 

Grobler, et al (2006:262} capture the essence of what job performance is When they look at it from a multiple 

dimension by arguing that employee performance of a job related task implies a worker achieving a previously 

agreed upon(between an employee and management) specified quantity and quality of a job output; and that 

thi.s is done at set timeliness, and that job performance also include human attributes such Eis always being 

present at work to• meet the said job quotas and displaying a· high degree of cooperativeness towards fellow 

workers and managememt. • 

The definition as given by Grabler, et al (2006) can be applicable to both the public and private sector; a11d more 

especially to the education sector. It is exactly for this reas_on that the definition by Grobler et al (2006} where 

they view job performance as a multi-dimensional act rather than a one-dimensional act, is going. to be used for 

the purposes of this study. 
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2.2.2. (luanty service. 

lvancevictt (1994:10}argues that "quality" rnea11s differ~nt things to different people. This therefore implies that it 

is going to .be very cfifficult to come up with a single aU:.Snibracirig definition of what quality is all about. Attempts . 

by various scholars on thl3 subject lo define "quality;. have been confined to either the manufacturing based 

perspective,· the ~stoiner,-based •. perspective, · procfucl.,.based. perspective, the value-based perspective and/or 

lastly, the transcerident.:.t>ased perspective. . 

lvaricevich (1994:10) argues thc3t .the purpose .behind the. employee's performance of th~ir• job.s in. their 

organizations or institutions is to achieve and fo deliver ·a. quality service, whether·the organisation is in the 

service sector or in the production sector. Quality goods or service .is what institutions airrj to achieve'if they y,,ant 

· to attract and keep their cusfomer$ wtto are the consumers· of their goods happy. Satisfied customers will ensure 

.their continued support of an institution, and this continued ,support will eventually lead to the continued . . . . . . . 

existence of that institution. This notion 'is equally true when it:corries to education arid schools in particular. 

·Schbols that.previously served certain communities and·were unable to produce good results have seen an 

exodus of learners fr~m such schools to schools that offer quality education to learners. The ~c:hoors results at 

the end of the year, more especially the grade 12 results, are regarded as a yardstick by which to measure the 

·effectiveness of a school; Those schools that are seen to be ineffective and display a high failure rate are those 

schools that are hardest hit by this exodus of learners arid most. are closing dow.n. 

lvancevich (1994:10) explains the notion <>f."quality" goods explicitly well, when. he declares them,, as those 

goods that display a totality of features anc! characteristics which bear on their ability to satisfy stated or implied. 

needs of the customer. The definition by lvancevich (1994) implies that in orderfor services rendered or goods 

produced to be regarded as being of quality, they must be able to conform to clearly stated requirements. These 

will eventually lead to the satisfaction of the needs of the manufacturer or supplier and eventually lead to the 
. . . . ' . 

satisfaction of the needs of the users or anybody who comes into contact with those products or services. In the 

education sector this notion equally holds true. The . learner, parent, tertiary institutions, government and 

organized business as consumers of the·service offered by schools will be satisfied with the quality offered by 
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schools only; if the percentage pass. at grade 12 becomes· a. hi.iridred percent, .whilst.· over above. the· ~undred 
. . . . 

percent pass rate other qualitative factors come irito'play, su~h as, thenumber of students gaining passes that 

allow therri aqceptance at university, the number of distincUons achieved per subject, number of learners who 
pass science and technical subjects with_grades that will not onlyguarantee university entry but will qualify them 

. for bursaries to· pursue these subjects further. 

For the purposes ofthis. study the definition, of· a. quality s~rvice a,s stated by Jvancevich. which views quality 
' . . '"''. . . . ,. . : . 

s13rvice and goods, as the ability· of the product or service offered· in a particular company or- institution to. satisfy 

a plurality of 'feature~ and' • conditions which. will .• i.Jltimately lead • to the satisfaction··· of t!J13 .· cu!rtomer •· as• the 

cbnsumer, comes closesttQ theway an~ manner in which quality. service will be used for the purposesofthis 

study. 

2.2.3~ Management . 

Evans & Lindsay (2002:149) argue thatin order for work~rs to achieve the goals and objectives oftheir 

institutions, and for them to accomplish the tasks that they have been empioyed to do to the satisfaction of their 

companies and the customers of thei.r companies; and the goals that they set for themselves to achieve at the 

end ofthe day; their performance has to be closelfmanaged. 

The notion expres~ed above is . further supported by the McGregor's theory X, which assumes thaf people 

generally dislike worjc, ar1d that. jn order for the.m to achieve their work targets they have to be monitored closely. 

Even th.ose who according to the McGregor theory Y, who are said to have a psychological predisposition within 

themselves to work because they have a psychological need to fulfill and therefore give all their best in the work 

process, their psychological energies need to be channeled in the right direction so that the best comes out of 

their efforts ( Drucker, 1994:23) 

An attempt will be made to give a few definitions of what management is when looked at from the context of 

work performance in both the private and service sectors and particularly in education. 
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Hersey, filJ!!. (2001 :9) J:>artially explain the management of employE!e performance in an appropriate way when 

they view management as both a 11oun ang a verb; In defining manag81llentas a verb they posit that iUs .a 

process thsit involyes working with ·individua.Is and groups. a.nd other resources fluch as technological: equipment 

and capital in order to meet setorganizational goals by.employing activitie.ssuch as administration, copying, and 

maintenance of systems and. structures. As a noun, Hersey et aI(2001), and McFarland(1979), ),iew 
manag~ment as a process by which managers create, direct, maintain and ope~ate purposive organizations . . . . .... ·. . ' . . : ·'.. . . ·. ' ·,· . '' 

• through coordinated, coopen;itive hutna11 effort 

Bennett (1996:123) delivers ail exhaustive explanationofmanagert1entwhenheposits that•managemeilt.is.ari 

. ongoing· process• tha(aims to achieve organizational objectives in· a most efficient wa~. He further argues that the 

management act.deals with the deployment of the material, human and financial resc)Urc~s, while also. dealing 

with the design of organizations, their structure and development, the specification ofobjectives and the choice 

of criteria for the evaluation.of organizational.efficiency. 

For the purposes ofthis study the definit~on by Bennett (1996) which views management as an acti\lity and a 

. process that must be influenced by a mu~ip(icity of theories based on. how these view the management act, the 

purpose of the institution,.· and. the· role of.the. human and • non-hi.Iman resources in the management act C()!lles 

• closest to the manner in which we will use management for the purposes ofthis study. 

2.2.4. EDU.CATIONAL MANAGEMENT 

Van derWesthuizen, (2004:55) describes educational management to mean a specific type of work in education, 

.. guided by the. mission and vision of the school,• goals an.d objectives set by individual educators and those of the 

entire institution set by .those. who are affected by them.. This specific type of work called educational 

management consists of those regulative tas~s or actions such as, planning, organizing, guiding, leading. 
. . 

coaching, .mentoring and evaluating. Van. der Westhuizen (2004} further argue. that.these regulative task~ are 
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ex~cuted by a person or a group of persons that are in a position of authority in .a specific field _or area of 

regulation within .the school setup. 

:rhepeople th.at.are iri a position of authority to exercise·theseregl.ilative tasks in the ed_ucation !;ec:tor are the 

sµbjecttea:chers, the subject heads,· the Heads of Departments, the deputy principals arid th_e principals. All of 

these employees of the education department have a delegated authority to perform duties thatare specificto 
•• • •• • - • ,• ,,. • • _. •,. '• . • . I•, •. 

the particular levels at which .they operate.· Educa.tion Man~gefll_ent ~t the schools the~fore follow an integrated 

approach fo management, where. each of these employees perfonris specif,c duties that impact posith,eiy or 

·negatively for.the entire instituUoncalled a sc~wol . 

. For.the. purpo~es of this study, we will embrace,the definition. of educational management as:given· by Van der 

Westhuizen (?004) above because it captures the essence of whafeducational management within the school 

setting is all about. 

2.2~5. PERFORMANCE M_ANAGEMENT 

Cascio {1986:275) views performance management as a·total process of observing employees' performance in 

relation to job.· requirements over a period of time. by clarifying expectations, setting performance • goals, job 

• expectations·ar,id management expectations;. providing.onthejob coaching and mentoring, storing•and recalling 

an information related to the employee performance management proce~ and then making an appraisal of the 

successes of the performance management process~ Cascio (1986) further·argues·that.the information gained 

from the process will be used by management to determine the relevance of the individual .and group 

performance· to the organization so. as to improve the effective11ess of the unit .and of its employees. 

Hopf, et al (2009:5) describe. performance management as the• use of performance measurementi.nformation to 

effect a_ positive change in organizational culture, systems and processes, by helping to set agreed-upon 

performance goals, allocating and prioritizing resources, informing managers to either confirm or change current 

policy or· programme direction to meet goals and thus share the • results of perforrnance in . the pursuance of 

 

 



14 

institutional. goals. 

Hood (2007~7) posits th~t performance management is an integrated strateg~",Vith the goal pf in1proving the, 

performance of organizations and the individuals in th_ose organizations through systematic recording and 
. . 

tracking of performance of public organizations in order to promote a continuous imi:irovement.procass~ In this 

d~finition,. Hood. (2007) stresses the notion that in performance ~anagement, the ultimate objective is to achieve .·.·, · .. : .··· .. · . . . ' .· ,.. • . 

an improvement at both the institutional and individual levels, without ove~mphasizing ,011e aspect at the 

expense ofthe other. 

Grobler, et aL (2006:262) describe· performance management as a broader te!'IP ;than·. p~rformance apprais~I. 
. . . . 

and thatit came into being as a resultofthe advent of the theory of total quality management, arid that it 

.emphasizes the use, of all man~gement tools in managing performance, including performance appraisals, 

reward systems. job design, leadership, coaching, mentoring andtraining. 

Meyer & Botha (2004:363) view performance management as being synonymous with organizational 

development.· when they' describe performance• management .as. ~, ....... a collection of planned.;.change 

iritep113ntions built on humanistic-democratic .values with the aim. of improving organizational effectiveness 

coupled with employee well-being because ttte organizational development paradigm values human and 

org~nizatioilal growth; collaborative and participative processes coupled with a spirit of enquiry.• Out of Meyer & 

Botha's definition of performance management we discover that the notion. of organisational development is 

coupled with the attainment of human development According to these two scholars, the processes of 

organisational.· development and human. development need not be mutually. exclusive·. processes, where one 

process is achieved at the expense of each ·other.· 

Reeves, et al. ·c2002:3) argue that within education there is no single-best definition of performance 

management. They further point out that· a definition of performance·-.management that is _acceptable to all 

experts on education would be a comprehensive .one that include tile three basic notions of institutional . . 

objectives, individual employee satisfaction and ftrtally, satisfaction of the consumers of education service. 
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Reeves, et al.(2002:3) argue that within the education sector, performc1nce management can b~ viewed as a 
particular .s.et of practices implemented by managers, which are .. aimed at influencing the behaviors a~c1· 

. . . : . . " • 

. otJtcomes achieved by individuals and groups In schools as ort1anizations. Reeves et al (2002} further argue that 

performance management at sch0<>ls. can also •~• viewed' as a range. of m~nat1erial. techniques aimed at 

• influencing the outcomes achieved by groups and indiyidtials at both organization~! ,level and across groups 

within schools as organizatiohs'. Lastly; Reeves,.et ai (20()2) posit that a definition of performance management 

rriustinclude the notion that itis·regarded as•anapproach by which.individuals arid groups aim atin,provingtheir . . ..· .• .. ,..., . ,. . . . . .. . ' .. ,' ' ' ' . ·. ,, : . -· ' . ·.: .. 

own practice within their own instiJutions; 

• For the purposes of this study we win accept the notion expres~ed hy Cctscio {1986) that performance 

managementwhether•it be in tt)e private and pu~licsectors,.1s·a·process and not an event, and t_hat the process 

begins with setting of an institutions goals, clarifying ofthe expectatio'ns by management upon all, .those who are 
' • ••• - . • t • ., '. 

employees, and .that during the working process management takes purposive actions such as coaching and 

mentoring, giving constant feedbackto employees oil how the employees are progressing arid thatJastly an • 

appraisal of the .employees performance is made in order to determine the relevance of the individuals and 

groups to the organisation. Tho.se that have been found to perform well are rewarded while those who do i,ot 

perform are either trained or dismissed. 

2.2.6. The Performance Appraisals 

Grabler, et al. (2006) argue that performance appraisals have been viewed by some scholars on the.subject as· 

synonymous with performance management, while other scholars view performance appraisals as totally 

different concepts that fonn a distinct phase within the bigger process of performance management. Grobler, fil 

al (2006) further argues lhatperfonnance appraisals as a phase within the performance management process is 

known by SU(?h terms as performance review, annual appraisals, performance ,evaluations, performance 

measurement; employee evaluation and merit evaluations~ 
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Cascio (1998:58) views performance appraisals as the systemic ~ascription of job relevant strengths Eind 

weaknesses within arid between individuals and groups· in an institution which are recorded. for employment 

decisions, HR resea,rch, determining • training needs, giving feedback to emplgyee's and for facilitating 

organizational diagnosis and develppment. 

According to Grobler, et al .. (2006:262); ·c1 perfonnance appraisal is • ······'.'····•'·: .. ;a •single act of ~valuating and 

managing both the behaviour and outcoml:!s in the Workplace" They further argue that appraising employee's 

performance would have to concenti:ate·on• cletennining. if the;empioyees • have achieved the. appropriate quantity 
... . .. ,. . '. . ·.. ·.. . .. ' ' : . . ' : : ,., ... '·. , .. ,.·. 

and quality otoutput predeteiminecUirrie> line~ of output, regular presence at work,. and a high degree of 

willingness and ·cooperativeness. 

steyn & Vari Niekerk (2002:277} view staff performance appraisals are a managerial ta_sk that]akes place 

continuously arid sys~erriatically, an_d that' it .is c:Jesigned to help individual teachers with their professional 

developmental needs and career planning by helping to ensure thatthe in•service.'training,and deploymentof 

teachers matches the complementary needs of individual teachers and· also those of the. sc~o.ol as an• insUtution: 

The definition by Steyn & Van Niekerk (2002) where,a staff perfonnance appraisal is seen as a sta,ge or phase 

within the performance managementprocess, rather than as being synonymous with performance managemerit 

as some scholars would make us believe comes closest to the manner in which performance _appraisal is. to be 

• understood for the purposes of this study .. 

2.3. The Coristitutlonal and Legal frameworks that form the basis for th~ implementation of perfonnance 

management at publlc institutions and In the Department of EducatJon. 

All public and private institutions and organizations are formed either to produce goods or servic~s and to meet 

the needs of the people as part ofa service delivery strategy of the state. In other words, public_ institutions are • 

delegated by the state lo fulfill some of its duties. In order to ensure that those who man public institutions have 

the necessary authority to doso, the state must pass-certain laws that give public office bearers power to act on 
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its behalf in'fulfilling its mandate .. 

Passing the relevant legislations to give those whos~ task it is to provide services and goods to the public is not • 

enough to ensure that public office bearers meet thei(obligation .. • Performa11ce of duties by public offi~. bearers 

has to be managed if itis to me.et both the Co11stituUonaf a11d Legal requirements imposed upon them by the 

~tate~ The ~rforrnance .of duty by public office bearers therefore is a mandate set out by governm~nHn • the 

following pieces of legislation: 

1. The Republic of South Africa Constitution Act, (108 0(1996) 
2. Educatqrs' Employment Act{138of1994) 

(a) Schedule 1-2, 7. 

(b)ChapterC: Sections 1-3, 4. 

3. Collective Agreement No. 28 of 2003(ELRC) .. 

4. Basic Conditions of Employment Act (1997). 

5. Skill~ pevelopmen~A~(97 of1998) 

6 .. White Paper on Pubfic Service Training and Education(Notfce 422 of 1991) 

2.4. The Performance Management Process 

. The petformance management process wiU now be discussed at iength in the following headings and sub-

headings. 

2.4.1. Introductory background 

Before 1994, South Africa's performance management system. in educ:ation followed along the same lines as 

those of the traditionalists, where performance rnanagement was seen as being synonymous with performance 

appraisal. Performance management in education was conducted through a Panel Inspection System. Panels of 
. . 

inspectors •would at the beginning of·. the. year visit· schools .. that h.ave achieved poor results. at the end of the 

previous year. The purpose of these visits. would be to find faults on how educators were doing their daUy 

teaching activities and often nothing· concrete would be done .. by the education department through the 
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Inspectors to develop tne eduCE1tors, .in the areas that had been identified to have contnbute.d to poor • 

performance at those· schools. These. visits by the. inspectorate at schools were .. a once-off affair with J:10 furt~er 

follow-up Visits to assist the teachers in areas ~here they .needed assistance. 

After 1994 representatives of educators coming from organized teacher unions·together with representatives of ' . . . . ·.. . ··. . . : . , . . . .. .. ' . .- ' 

government .held sessions iil the Educatjo11 Labour Relations Council: (ELRC) in ~rder to come up with a new 
. system that was going to. be used to manage. the. performance of, edu~tors: on an. ongoirg basis with• an· aim to 

develap educators in areas where, they ll£leded. development. These sessions.· led: to·. the· signing of Collective 

Agreerrtent · No~8. of 2003. This agreement led to the in~roduction of a tool for. managing. the performance of 
, , 

schoolbased .edu~tors on an ongoing. basis 'Nitll an aim in view to develop them in areas where they needed 

development. 

.2.4.2. The Perfc;>nnance Management Process : The Integrated Quality Management System Perspective. 

Managing performance in education after 1994 meant following a process which had already been in use in the 

business sector but modified to suit the education sector. This. policy integrated a. lot of management approaches 

and· paradigms. in one .. management. system; dnIy· the. main features of these management and how they. were.· 

supposed to impact on education .Performance management will be discussed below. 

2.•t2.1. The Strategy Fonnulafion and the strategic Planning:Process 

The strategy formulation and strategic planning processes tmfold in a series of steps that will be discussed in 

·great detail below. 

2.4.2.2. The Vision 

Meyer & Botha (2004:363) assert that the performance management system is a process that seeks to achieve 

better institutional performance by linking organizational activities, including the behaviour and competencies of 
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. . . . 

all empfoyees,to·the·.orga11izaUonal goals; In explainin~the rititiortof a link.between the organisational ac~ivities 

··i=Jnd humanbehaviour·to organisational goais.they.came upwitn·•c3·goal al!gni-nent model. 

. Meyer &Botha (2()04)argue that according to.the lhteg'r~ted Quality Ma11agemen(Sysfern ~h[chis aproductof 

various managemerittechniques such as. ttle str?tegic management. process, lv1c1nagemeht bt Obje~ives 

iappr9ach CM.BO), a11~ ~he Organisational Developrnent approach JOO}, ar,d the Tot~! Ollality M.;mag~rnent 

~pproach (TOM). me~ffi>l'lllance rn~rtag~nient s~tem begins with ·a ~mpany. orir1stitutiomcrafting a.vision .for 

Ule institUtiC>l1 al~() d~tern,ining a. JTiission statei:nenfforthat particuiarjnstitutioh,.Etllers ~. La:z~nl:>y (2QOf1;48) 

<=0ncurs with· Meyers & Botha (20Q4) .when they state that the.vision definE3sthEf purpose <>f the organization· and 

the direction·• in which .it is going~ they further state fllaf the vision; statement gives an·swer's to the question. of . "'' ·:·. """ .. ·' " '," ',' ..... :,.,-, ',,,:,,,: . __ , .. _ •• ·-·.· .. - :, · .. ·. ' .·. __ ' · .... ,· ··: . ' ,' ' ·, '. 

·-what does a CC>mpariY or institution wants to oecome ill the futllrei·: A vision,therefore serves as a roadmap for 

• the organisatioriand so.metirnes it is regarded as a dreatn wittfan enduring promise. 

According to '.Grobler, et al (~002:265) the detel'lllination of the vision, the mission statement and the clarification 

of. values are critical for a· company succe~. Grobler et al·. (2002) further suggests that c,:afting. a vision by . an 

orgariisationshould be the taskoftopmanagement, middle.managementancl ordimuy workers at operational 
. ' . . 

·1evel.Thepafticipation of everybody in the determination of.the organization's.future.vision is of vital importance 

if aniristituUon ,hopes to succeed in the longer term. Ehle,s.&Lazenby(2004) stre~es.t~atJhe vis.ion crafting 

exercise, moreespeciaUy at school, shQUld give as.marw§takeholders as possible. a chance .to. givetheir inputs 

into thEf exercise if their support is• going•·fo be••needed later on••·in realisatie>n ofthe Vision In j:iract,cal arid 

concrete terms. 

Ehl~rs & Lazenby (2004) concludes that a Vision statement should not be an elaborate document that is 

impossible to achieve otherwise it will lose its value and become just another piece of useless paper document. 

This assertion is totally true when it comes to schools because rnany schools have wen coined. vision statements 

that make good reading but are unrealisable h prabtical terms, When the contents of a vision have been 

realized, it must be constantly reshaped so that it continues giving focus to all thosewho subscribe to it, 
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2.4.2.3. The Mission statement. 

A mission statement is in some caseidormulated by institutions and org~hizations after a .vision for tile Jor a 
-:: .•• : --- ' ··.'' , . • . 

. particular institution · has been craftect • It is worth rioting that some. organizatioris do not• have a. vision but rather a 

mission statement that.serves asbptn~Avision is the statement of purpose ofah institution.Si existence.whereas .. 

a mission statement moves a step further to identify the orgaryization's oyerall strategy i11 ~enns «:>f the 11atore and. 

kind of its• business· ilnd its cornpetitive ;positioning in terms of other organizations and the resources for. its 

competith,e advantage; Lastly,. a· mission ·statemenftalks:to the. organization's behaviour standards and .culture, 

in• terms of hciw the·organisation or institution does its business (Ehlers & L.azenby;. 20b4). 

In conclusion, a, mission statement indicates precisely what actions are going fo be ta~en by an individual 

insUtotion in .. order to reaiise the dream stated in a vision; The mission statement is an embodiment of an 

· institution'svision; 

2~4.2.4. The Organisation's culture 

Meyer & Botha {2004) concur with Grabler, et al (2002) and Van der Westhi.Jizen (2003) 'when they argue that 

the crafting of the vision and determination of the mission statement of an organizatio11 .are dependent on the 

organization's culture~ An· organization's culture consists of the values; norms procedures and attitudes of people 

working in · a particular organization. Within · the school setting "culture~ refer..· to • a • specific way . in which things 

have been. dorie an.d continue to be done at a specffic schooL Within a school setting .aspects ofa school's 

culture will include code of conduct by teachers, the way. lessons ~ave been presented to learners over the 

years, the style of management by .the principal and his management team, participation in extra-curricular 

activities, interaction between the school an~ its immediate community and so on; 

Grobler, et ~I. (2006) ~rgue that an institution's culture should be part of an organization's overall performance 

management strategy. The authors cited above, further argue that ,different schools have different cultures and 

because ofthese. different cultures schools. tended to do things differently and th.at is what distinguishes one 
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school·from the other; This .mea.nstherefore.that different·.schoofs.will in.most. cases come· up·with different 

. strategies for success as det~nnine~ by their specific cultur~s~ 

2.4.2.5; Detennination ofan organisation"s customers 

•The strategi<?.Planni11g p~ss•dictatel)·ttlat·an··insfitution must als.o determine·whi:1tthe.core. business of.tile . . 
institution is, and Who. its custom~rs are.· 1.f ari institution is i.n the servi~ s~or, the type of service to be provided 

. is the institution's'C?re busln£:l£;S.)1Vithin the educationsphere,the core business of schools is producing leam'ers 

'Nho are equipped with all the basic·skills .. •thafwill equij:>them•for .lifeJri th~ir'immediate environments. ··11•.is 

therefore·vital that.every single worker or·employe~ in.a·school•should be reminded ofwtjat·is the school's core 
bu.siness is anti th~ir·specific roles within the school's core business .. Both the internal and• external customers as 

consumers of the product or the particular service provided must be known by everyone in 'the institution. Within 

the school sit1:1ation the· internal ·customers are learners. The extemalcustomers are the learners' parents, 

government. and business and the larger community. 

•2;4.2.6. The swot analysis 

According to the .strategic planning pr~cess, it is necessary for a swot analysis to be done on the culture of the 

school at the institutionaUevel, and atindividual level if a schoolwill have any hope of succeeding. According to 

, • Waller (2003:3) a swot analysis is the strategic. planning ,tool that attempts to match the• internal strengths and 

weaknesses of the organization, of au uriits within the organisation .and strengths andweaknesses of individuals 

and. groups.against dangers presented by external threats as well as external opportunities. In a school setting 

this is of vital importance to the success of the teaching and learning programmes. For a school to succeed It is 

vital that strengths of individual educators and lea.mars are maximised whilst areas of weaknesses are 

addressed earty· enough through skills training programmes and workshops in order to counter their negative 

effects.· 

 

 



22 

2.4,2.7. Environmental scan 

Va11 d~r Walt, et al (2002:258) $tale that an ~11vironmental scan is a necessary step after' a swot ~rialysis 

• because it enables an .organisation to prepare for eventualities even. before they man nest the~selves by ce>ming 

upwith8 contingency plan to deal with the envisaged threats w,hen they eventually manifest themselves.Within 

··the schooi setting.the erivi.ronment in whiqh.a school·is situated isvital to t~e ~uccess.or failure of the.school.in 

al( :us teaching and learning· activities~ A school· that·excels ih results excels because 1t• manages to do a pr6per 

scan of its immediate and remote environrnents a.nd put in· place contingency measures to deal With any 

eventualities; 

Anthcmy, et al (1993) agree with Waller (2003} who .. posit that the outside environmentpresents. a set of 

opportunities arid threats to the organi!3ation)n the form of laws, eccmomic conditions, social ~nd demographic 

changes, domestic and international politicalforces, technology and so on; This exercise serves to assist the 

institution in coming up with winning criteria that tend to capitalize on· the· opportunities presented and/or . . . . . . . . . . . . . . . . . . . 

minimizing or deflecting the effects of threats by. introducing strategies in order to deal with envisaged 

shortcomings during the strategy implementation stage (Grobler et al.;.2002:265), 

2.4.2.8; The institution's objectives 

Grobler, et al.(2002) further argue that after the swot analysis has been done an institution. starts to set up clear 

and unambiguous objectives for the individuals at all levels of performance within the institution. Ohe of the 

serious critici~ms leveled at the educationalprocess and its objectives was that educational objectives are more 

often than not, broad and diffuse, which makes it very difficult to examine if they have been achieved or not. 

The practice of determining objectives in the performance managementprocess is a technique that Department 

of Basic Education has been adopted from recent management approaches such as the Strategic Managenierit 

approach, the Managemel'lt by Objectives (MBO) approach, O~ganisational Development (OD) appro~ch and 
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lastly fromthe Outcomes Based fi=ducation theory (OBE). 

According.to Steyn &V~n Niekerk (2002:122), these work objective~ whether it is in the private sector .or in the 

public'.sector; fall.into two categories. Objectives should be of both.short tenn and.long term. Theyfurther.state 

thatbpth short teim ~nd Jong term objecti'-'.es sh()uld be "smart"; "Smart~ is an acronym 1Jsed to indicate that 

objectiyes ·set are SpE!cifiC; Measurable,.Achievable, Realistic, Tirrie bound or Trac:~abf~: Most of the time Ylhen 

objectives are notmet, they are not metbecause workers are I.BZY and ignorant but because at times. objectives 
. . 

set are vague, unrealistic; immeasurable and indefinite in. terins of timefjness; According tc,. Pearce & Robinson, 

JR. (2004:291} short term objectives servE! the purpose of giving breadth arid specificity fo tne long term 

ol:)jeclives~ Sh~rt term objectives are those.that must be. realizable in a time• period of between one day an~iup to 

two years( while long term ones are realizable ~tween. a period of two years and· up to five years. According to 
. . . 

Bolman and Deal (1991:171} the notion otlong range aims and the question oLsimultaneousplanning is the 

contlibution that OD has made to the lnteQrated Quality Management System as a performance management 

system ohchool based educators. 

2.4.2.9~ The critical success factors 

When all the objectives that have to be. met have been determined for all individuals at all levels withi.n an 

institution, the next step is to determine th.e so-called critical success factors. Anthony, et al (1993) referto critical 

success factors or keys to success as all that it iakes to be successfulin a particular organization, These factors 

create a climate for success and that the whole institution must identify with these and co-owns these if it is 

going to experience success; These. so called critical success factors rriean amongst others a shared vision by 

all within the institution, .customer oriented service process, emphasis on team· efficiency and team development, 

inc:reased employee performance through goal setting, and lastly effective management that emphasizes 
. . . 

continuous measurement of employee performance and constant feedback to all employees on hQW they 

progress (Van dei" Westhuizen; 2003:267), 
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2.4.2.10; The Determination of Perfonnance Standards 

Grobler, mt·(2006:269) posit that performance·standards.are usecf primarily to.m~asuretht3 perf'onnance otan 

employee's in an organization be they organizations in the private or public sector. Hersey et al. (2001:345) 

further .argue that performance standards play a .vital role in the performa·n~ managernent process her;ause 

they. serve lo indicate to .the .·individual employee! groups, of employees and .to· the supervisor whether 'the goals 

SE!tfor the organization abthe various levels ofoperaticins in·an institution have been ·accomplished or nol 

Hersey, et al. (2001 :13) further indicate that the perfor.rnance standards are a ~ind <>fa road map· showing how 

the goals of an in~titution are to be accomplished. ltis vital therefore that performance standards should be set 

collectively by management a.nd all the Eimployee;s in an. institution~. 

The. Departrrient of Education has atJo adapted the example set by the Industry and the private secte>r by 

, introducing. performance standards in the process of, managing the performance of e.ducators. This practice has 

largely been influenced by the widespread. use of the Strategic Management processes,. Management By 
. . . 

Objectives(MBO) 'and the Organizational De11elopment .·management_ techniques in the public. sector, and • its 

subsequent· introduction into the education sector by the. Integrated Quality Management System contained in 

Collective Agreement (8 of2003). 

In Collective Agreement (8 of 2003), the performance standards :that are to form a basis for evaluating the 

performance of sctlool • based educators• have been. clElarly tabulated. In total, these· performance standards for 

educators are twelve in number. For an educator in post level 1,. Performance Standard One upJo Twelve will 

form the basis for evaluating the performance of educators at this particular levet Total scores of all points 

contained in these performance standards are 112 (One'hundrecfand Twelve). Minimum points that an educator 

must get in order for an educator to receive a satisfactory ranking is 56 (Fifty six) which is equal· to Jevel 2 and 

thus qualify for pay progression. Educators in Post Level 2 will be evaluated using Performance Standard One 

up to Ten. Total points that an educator can obtain is One hundred and Sixty eight The minimum number of 

points needed by an educator in order. to obtairi a sati_sfactory ranking is (Eighty four) which is equal to level two 

and also qualify for. pay progression .. Educators at Post Level 3 and 4 would be evaluated using Performance 
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standarqs 1 up to 12 with a total score_ of Two hundred and eight; and a minin,um score of a (Hundred anc:1 

four)which is equal .to a level two, whic;h qualifies an edu~tor for a satisfactory·· ranking and also .for . pay 

• • pre>gr~ssion: 

According to Collective Agreement (8 of-2003)i the raters.of the performance ofan. educator were to rate 

educators in terms of scores. that have been supplied next to the. various performance standards and their . - . . . : • "' .. · .. ·•·' .'' . .·. ,, . : . 

criteria; The rating ·in terms of scores given for a particular performance standard.were·fixed as.follows: A score 

of· 1· meant the ·performance of an educatorin•aparticulaf perfonnarice stc:lndard wa~ • unacceptable, A score of 2 

.meant an educator's perfonnance c:>nly satisfies minimum expectations. A score of'3 meant good performance, 

whi.le a score of4 meant outstanding performance. • 

2;4;2.11. The Action Plans 

Waller (2003:3) posits that the main purpose of having action plans in place, is to achieve the objectives that. the 

entire institution and its groups and tndivldual employees have set for themselves. Like objectives, action plans 

are either aimed at achi1:3ving short term or long range objectives. Long range plans are done at top 

management level and they aim to achieve long-term or future obJectives. Within a schoolsetting long term 

plans are a competency of the principal, deputy principal and Heads of departments as they.are all members of 

the school management teams 

waller (2003:3) further asserts .that Short term plans deals with the daily operational. activities of the individuals 

and groups within an institution as they go about with their day to day activities. These plans at the school level· 

are carried on by the Heads of departments·and individua1·subject teacti~rs under their control. Short term plans 

include indivi.dual educator's teaching time tables, individual educators daily preparation of lessons, 

departmental timetables of daily; monthly, quarterly and annual class visits and control of the work of educators. 

Action plans that are of a long term within· a school setting would be the achievement of departments thatare 

fully functional and .are manned by edlJca~ors who are dedicated and fully·motivated. The achievement of.this 
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objectiye would mean tl]af~e school is on its way to achieving fully functional departments that wiH contribute to. 

their school being a l~ading school in the circuit. district. province and in South Africa. as a whole. 

2.4;3. Strategy tmplementatio'n: The ongoing an~ cycUc process . 

The. strategy implementation process of l?erformance management will now be discussed 

2.4;3.1. Organisi11g 

Van der Westhuizen (2004:451} views organising as· that managernen( task which is involved with making• 

available and also arranging the activities and resources ofan ·institution. towards the purposeful achievement of 

a.JI 'the goals and objectives set earlier during the strategic planning process. Resources in this case includes 

educators,. learning. and teaching enhancing· tools· such as. prescribed ·textbooks; writing· stationery, to teaching . . . . . , . . - .·: .. ·. . . ... ' '· . 

• and. learning ,aids in . order to support the teaching and teaming activities. Lastly finance as one of the vital 

resou~s is .~lso organis~d to purchase all the necessary equipment. Hersey, et at (2001:12) concludes the 

description. of' organizing as a management activity when they state. that it involves an integration. of resources; 

With regard to support. services for· educators, Van der Westhuizen (2004:45} a~ues that they are a kind of 

gpecialised services that. are needed by edu~tors across. ali levels within the teaching fraternity in order for them 

to deliver quality education service. Specialised services needed by educators include psychologists, subject 

advisory services and education development officers.· The purpose of these specialised services is to• help 

educators to deal with educators' and learners' personality problems, socio-politico-economic problems, 

vocational and professional problems. 

When organising is • taking place· within the strategic management process, a~d in the context of quality 

management, it is imperative that management takes·the leadership role in the process of organising all the 

support services and resources necessary to put the action plans into operation. Van der Westhuizen (2004: 11) 

states that when all the resources that are required by all educators to puttheir operational plans into action. are 
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available and distributed amongst. educators, management in· the form· of departrnental heads ahd the School 

Managemen!Teams(SMT)ensure that action plans and operational plans are put into action, 

2.4;3.2. Leadlhg 

tvancevich, et aL (1994:12) posit that leading in management circles. is also ~~own as directi~g becaus.3 it 

involves directlng·th~·pE!r~onnel··within a particufar i~stitution to·perform,in·.certain ways thatwill·tesuit in the 

accomplishment of all organizational objectives: Leading as .a. management function seeks to direct. the 

errtployees of an organization to perform towards the realisation of set objectives. 

During the leading and directing activities of ri1ariagerilent, a I.eader. must also· motivate· the ernployee's •· so that 

they perform at the highest possible level that they could reac~. Hersey, et al.(2001:12). further argue 'that 

according to a research that was conducted by James (2000) in th.a µnited statesi workers who were less 

motivated were found to operate atabout20 percent of their true. pot~ntial, whereas workers who were highly 

motivated were found to be operating at between 80. to 90 percent oftheir true potential. The· situation depicted 

by James (2000) in I-Jersey, et aL (2001:12) Js equally true in the education settings.as well. 

2.4.3.3;. Coa_ching. and Mentoring 

According to the State of Oklahama's Performance Ma~agement Handbook(March, 1999:31) coaching means all 

.the activities that are involved Wh'3n a supervisor on a regular basis helps an employee to improve his/her 

performance through short discussions and sometimes longer interactions so. that the employee is able to. meet 
, , ' 

or exceeds the set standards of performance in his/her institution. 

The State of Okl.ahoma's Performance Management Handbook. (1999) further states that coaching is a process 

th.at takes place over a longer period of time, for example; it may take place throughout the year, with sessions 

that are frequent and often very close to one another: When these are close to one another they allow regular 

feedback between the.supervisor and the one being coached. 
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\tVlthin the schooi · s~tting, t_he · co~ching • actiyity · is ·.the· responsibility of all rnernbt¼rs of ttie School . Management . 

. Team(SMT) starting from the Subject He~d; Developmental Support Group(OSG)i the Head of Department and 

the principal because <>f their. rol~s as. supervisors and because.· of their l<nowledgtl and· ~kills· in certain aspects 

, . of .the teaching activity. It should be noted that coaching is a· management. activity that is embarked. upon only 

·after a need has'been identified by the mentee and the mentor:throogh·a process of observation of the person to 

be mentored. Observation of an educator may take the ·form of a class visi(or indirectly by scrutinising a lot of .· . ... .- .. - . .·•.: . .. . •• . . .:•'' .. · 

documents used· by the educator in the teaching activi~ and by scrutinising the evaluation results ofthe learners. 

According to Van .der Walt (2002:330), mentoring is another management actMty that is designed_ to assist 

educators who· are p13rticularfy new to the profession to cope· with the standard of work expected· of t_hem • in a 

particular subject area or learning field by placing them under the. care clan experienced educator. The idea . 

behind• the mentorship programmes is .that an educator receives. experiential training and assistance under'. the 

direct supervision of a mentorwho is a qualified subject expert with several years of appropriate experience. 

2.5. The Practical Application of the General Management Activities in the School Context through the 

use of the Integrated ,Quality Management System~ 

2~5.1. Background and overview of the Integrated Quality Management System 

The°CollectiveAgreement (8'of2003), introduced a new system of managing the performance of school based . ' ,' . ' ' . ' ' . . . . , ... 

educators, which is called the lnt~rated Quality Management system. The Integrated Quality Management 

system is performartce management system that integrated a .number of management.systems and approaches 

in one system. Furthermore the Integrated Quality Management System integrated under one system, three 

different. performance management system, namely, Developmental Appraisal, Performance- Measurement and 

Whole School Evaluation. The process of performance management is consolidated into a single tool for 

purposes of its practical application on educators at the school level. 
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The first partofttie tool intre>duces the performance standard~ andttte criteria thafforrns part of~ particular 

pE;?rformance standard that wiU be· used to measure• the effectiveness or non-effectiveness of. an educators 

performance; and rnarks or points are awardedfor an educate>r's performance th~tigh a rating scale of o~e (1) 

to-four (4): The performance standards_ are a yardstick us_ed to evaluate an educators performance.are twelve 

(12) irdotat 
,_ 

The Integrated Quality Management System, as an approach( and a process of performance management, 

incorporates various management styles and approac;hes, Amongst ttie m9stprorninent management styles 

whlchform part of this style of management are, thefStrategic management, Quality Management, Management 

By Objectives (MBC>), Organisational Development(OO)! 

During the prac~ical application cif the Integrated Quality Mariagen1erit System,. _we will-· note that the• various 

management styles and approaches are an integral part of the process. It will be noticed also that during the first 

cycle of the application of the Integrated Quality Management'System, which coincides with phase two of the 

strategic management process, namely strategy implementation ;the management activities of organizing, 

leading, Coaching, Mentoring, Motivating and finally_giving feedback: will inform the progress and the direction of 

activities taken, .. 

The. Integrated Quality Management Systerri as a performance management system is irnplernented in two 

• distinct phases, Deveiopmental Appraisal during the first three years. in the case of secondary schools; and five 

years in the case of primary schools and Whole. School· Evaluation after three years at secondary schools· and 

after five years in primary schools. The implementation of these two phases will be outlined in more detail in the 

following sections of this study. 

2.5.2. The First Phase of the implementation of the Integrated Quality Management Process 

As already outlined in the preceding section, ·the application of the process of performance management of 
' ' ' • ' 

school based educators as outlined in Collective Agreement (8 .Of 2003) through the lnteQrated Quality 
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Management System integrates various managemf311t. appr<>ach~s and techniques. The~e management 

approaches are reflected in a series of steps taken during the implementation of the Integrated Quality 

Ma,ria~ernentSystem. The entire process of the implementation of performance rryanagem~nt process ~rough 

strategy implementation takes· place along hvo distinct phases. The first phase will primarily deal with managerial 

activities of leading, coaching, mentoring; motivating and giving feedback to all educators who are si.lpjecteci to 

this programme, The. process ofirnplementing the programme will unfold in series of steps that will be outlined 

and discussed iii detail in the stages that follow belo~; 

.2~5.2.1. Fonnation of the Structures for the implementation of the Integrated Qua. 1. ity Management System 
''' ... ' ',•·· . ,· .. ' • "',,. • .... ' .... ,. 

·(iQMS).· 

The first step in the implementation oftheJQMS is to form all the structures that will eriable the successful . . . . . , . . ... · .. ·:· .. · .. . . ;· 

implementation of the programme (CoUectiveAgreement 8, of 2003). The first structure that must be presenfand 

fully functional in order for the implementation ofthe programme, is the School Management Teain (SMT}. The 

SMT consists. of the,prim:ipal, deputy principal~ and Heads of departments. This structure enables the sct,ool to 

function normally, so that· the prograr,nme of tQMS will also be implemented successfully. Where there is.· no 

• strong and functional SMT itis . .doubtful whether implementation of the IQMS programme Will succeed. 

The secorid structure that must be put in place in a schoolis the staff Developr,nent Team (SOT). This structure 

consists of the principal; one head of department or senior teacher where a school has 'no H:o.o, and a pest 

level 1 educator. The purpose of the SOT is to detertlline the dev,elopmental. needs of indivi.dual educators and· 

accordingly prescribe relevant training within· the school and· also determine programmes that will be forvrcirded 

to the. District Education Offices. The c(evelopmental .nee.ds of educators come from individual edticators' 

professional growth plans(PGP's) that they compile after doing a self.:.assessment that is confirmed by the 

educators' DSG after the educator Was observed during a lesson presentation in class (Collective Agreement 8, 
of2003) • 

Another crucial step !n preparing for the implementation of the programme; is for the school principal to ensure 

 

 



31 

that: educators haVE! .nominated DS<?'s for themselves. The DSG acts as a mentor to an ·educator' and is 

therefore. responsible for coaching and. mentoring an educator ,in. areas where the educator.feel they need· • 

. assistance and. deyelopment. in certain asl?~ts of their Work.· More ,often DSG'sare.subject speciaUsts .with years 

, of experience· in. their .fields;·• DSG is· a,:e in• certain. <:ases peers to the· educators they coach . and mentor; and are 
from tile same. school., If the•· neE!d arises an edllcator's DSG may be· a teacher from another school (Collective 

Agreement No 8; of 2003)'. 

Lastly, a school principal has to ensure that there is an Extemal Whole School Evaluations co-:-coordinator, 
. . • . . . . l • • • . . . , 

whose task is to ensure that all documentation relatingtoWholeS.chool Evaluation is available at the school. Of 

paramou11t importance is that the'Whole School Evaluation co-coordinator. co~ordinates all the activities of Whole 

School Evaluation in the school and between the school and .the District Education Offices'. 

2.5.2~2. Organising an the resources th;tt are necessary to implement the process of evaluating school 

based educator's perfonnarice~, 

Gorton (1976:51) posit that one of the most importanttasks ofttie principal as a leader a.nd a manager ins.a • 

school is to ensure that .all the resources by which the implementation of perfonnance management will be 

achieved. The resources which will enable the implementation of performance managementin school, educator 

teaching resources.such as prescribed textbooks, syllabus guidelines, CoHectiveAgreement(8, of~003); all the 

fo,rns that. are necessary for conducting evaluation of an educators performance, and ·evaluation time tables; 

These are only but the basic and few .of the resources that. are necessary for the successful performance of 

• teaching duties by ed.ucators. 

2.6. Strategy Evaluation :The Perfonnance Appralsal'Process of school based educators. 

During year one of the implementation of the IQMS, the appraisal or e~aluation of educators in' practice in a 

school is an internal matter, and each schoorchoose~ whether evaluation is to be conducted by the DSG alone 

or is conducted by the educators' DSG's, the Subject heads and the Heads. of respective Departments. During . . 
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·the thirdye~r of implementation.as 1t'is tp~casawith s1acondary schools, or the fifth yellr of imple~entation, ·in 

the case of primary schools, evaluation of. educators in. practice is • done {:?xtf3mally by .the Whole School 

Evaluation. Jean,, 

Grobler, et al.(2002:266) arg~e that .a variety of. appraisal teqhniques. are available to measure ernpl~yee 

performance depend!rtg on the purpose for which the performance appraisal will be 'used. The performance 

appraisal process chosen depends on the purpose for which it will be• m,ed froin one organization to another 

• organization. r.nost evaluation methods used by companies .and institution~ ranges between the traditional 

evaluation methods of· g.raphlc niting scales, ranking ineth~ds, weightE3d • checklists and descriptive essays, while 

modem evaluation· ·methods ·used· behaviorally anchored rating .scales (BARS)· and· Management by_ 

Objectives(MBO) methods; 

The Integrated qua.lily. Management • System as a performance • management tool· for school based·• educators 

contained in Collective Agreement (8, of 2003), is a mixture of the two modem methods of performance 

• management b~use .it .usl3s both the system of evaluating educator perfom,ance against the achievement of 

certain predetermined objectives which i~ this .case .are specific perfor,manc~ standards. The educator's 

performance or achievement of those set performance standards is measured by giving certain scores or ratings· 

by the raters to the evaluees. 

2.6.1. Who should .do the rating? 

Cascio (2006:293) argues that.the traditional performance appraisal method of individualsi where it ha~ been the 

norm for the evaluation. practice to be done by the employee's· immediate supervisor. He further argues that this 
. . . 

has been questioned because of the current debate taking ,on amongst scholars on the subject regarding who 

should be responsible for conducting the evaluation of an employee'sjob performance. Grabler et al. (2002:293) 

posit . that within the traditional performance appraisal paradigm • it has • been standard. Jor the .• su~rvisor to 

perform the rafing as part of a managerial duty. Anthony, etal. (1999:373) concur with Cascio (2006) and Grobler 

(2000) who argue that current developments in the corporate and public sector have resulted in th'e u~e of multi 
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raters or• the s~lled .360-degree feedback paradigm which a~gues 'for the evaluation of an employee'.s 

performance through a process that includ~ the educator. (himself/herself), the immediate supervisors, peers in 
' ' 

the fonn of a Developmental Suppc,rf Group (DSG), the Staff Development Team (SOT), in the case of an 

external evaluation; during the period of Whole Schooi Evaluation; members of the panel of External Whole 

School Evaluation. 

Anthony, et aL (1993) come up With a revolutionary approac:hto the pr,ocess of evaluE:lting ~rnployees whe.n they 

argtie.,tllafttieprocess·of evaluatl11g·performance of employees must.be as fepresentative.aspossible. They 
' ' 

even sug~est that the customer or custorriers • must' also. bE3· invotvecHn, the ev~luation process oyer arid· above 

• the group of evaluators who do evaluation,·· but. even the use of computer technology be included in the process. 

·Within· the education sector. if the. question of a. 360. Degree appraisal was to .be foUowed in t.he manner in which 

Anthony, et at suggests; it would mean the involvement oUhe parents of learners attending that ~articular school 

by ~ing given a chance. to evaluate educators effectiveness• indirectly by, being allowed to fill a form that rate the 

effectives of the educators in teaching their children. The instltution_s of higher learning that receive leaners from 

.individual schools for further study would also indirectly be allowed to :evaluate the effectiveness of teaching and 

learning by filling in form~ that indicate the sfate of learner readiness to pursue studies at the tertiary level based 

on skills acquired atschools to prepare them for this.eventuality. 

Cascio (2006:349) advances his discussion of the use of the 360-degree feedback by sounding a \Yarning that 

evidenc:e from research in the United States reveals that ttie diffe.:ent sources of rating infonnation as con~ined 

in the 360-degree appraisal 1echniqu~ find it difficult at times to agree with one another on the final rating of an 

employee's performance. This notion is equally true when it comes to the education sector; hence Collective 

Agreement (8. of2003) has mechanisms in place to deal with. grievances ~Y educator during the implementation 

of. the policy. 

2.6.2. Steps taken. before the actual evaluation of educators in practice. 

According to Collective Agreement (8 of2003), the steps taken prior to the internal evalu~tion of.an educator are 
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similar to those undertaken .<iuring the year of External Whole Sc:hooU::valuation, this is done purposeftJlly to 

prepare the educators.for the final external evaluation, 

Theintemal evaluation team meets .. with the individual educators to determine dates and times of evaluatiol'l, the 

processes to be ·involved during .the evaluation and the instrument that is going to be useda11d the various 

performance standards contained in the toal, together \llith the criteria that fonn each performance standard, 

together with• ·the rating· .methoci and• the interpretation of scores• •that .are ·to .be. awarded: When all 

misunderstandings have been.sorted. out the rater or raters proceed with.the actual observation; 

2.6.3. The internal observation of educators In. practice 

According to Collective Agreement (8 of 2003), the evaluation_ of educators for intemal performance 

measurement purposes ta~s place at schools iii the beginning ofSepteinbertothe end of September, because 

that:is the end of the period of educator development and the peginning of a period of internal .suinmative 

evaluations. ltshould be. noted that during the years ofinternal obs.ervation aU educators at all levels i.n a school 

inustbe appraised. Educators at post level 2, 3, and.4 are also evaluated; These educators are evaluated by 

their peers; In case• an educator at one of these levels does not have a peer at his/her school, an educator from 

another.school may.be nominated as•a D.SG (CollectiveAgreement8,.of 2003). 

Again, during the actual observation of educators', the raters decided upon by the school, accompany an 

educator to a class where observation is going to .take place~ The educator presents a lesson in the presence of 

the raters or evaluators: It should be noted that the rater1:; must be as u.nobstructive as possible during the 

presentation of the lesson. Tneir role would be to rate an educators_ performance in class based on the firstfour 

performance standards which deal with an educators performance in class, while for performance standards five . • . . . . ' . . . . • . . . 

. up to twelve rate.rs used specially constructed questionnaires fo determine a_n educators· involvement in. tho!>e 

aspects detailed therein. For educators in post level two, three and four also documents will be examined as 

evidence (Collective Agreement 8, of 2003). 
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At the .end. of the lesson presentation. the· internal evaluators and. the educator evaluated.· hold discussions. with 

the educator aboutlhe ratings given. so that an agr~ment may be. reach eel. When .an agreement has been 

reached by all th.e parties involved a report will be drawn in which areas of strength as well as areas of 

Yt'eal(nesses are IcJentifted, In ·areas where dev~lopmenfwiU be needed these a~ entered down into the report 

(Ce>Uective Agreement 8,'of2003). 

Anned with thereport, an educator develops an own, Professional Growt.h Plan (PC3P) whichis the.n forwarded:to . . • . • . . . . . . . . . . • • . : 

the Staff. DevelopmentTeani The SOT, after receiving. all the reports· and. PGP's ·from individual educators· create 

a .School .(Staff}• Improvement Plar, (SIP); •The. School Improvement Plar,s from. in.dividual 'schools are submitted 

· to .. the district riffice. which will• in tum create a. District Improvement Plan. The District will also. forwttrd. its copy of• 

the. District lmprovernent Plan to the Province, which in turn win develop a Provinci.al Improvement Plan 

(Collective Agreement No.a of2003). 

During year,two (2005), ofthe implementation of the performance management process there- will be no self-

evaluatiori by.educators who had done so during the firstyear {2004), as the summative evaluation results of the 

previous year(2004) will b.e used as a baseline for evaluation during year two (2005); Only new educators.who 

had joined.the.teaching··service·during year·two (2005) will•be.evaluated.· From·January to September ofyear 

two (2005) and year three (2006) it becomes the developmental. cycle for all educators who according to their 

summative results of year one and year two were identified to h~ve developmental needs in certain aspects of 

their teaching activities. 

2.6.4. Resolution of Grievances. 

According to Collective, Agreement (8 of 2003), grievances during the process of internal and external 

evalu.ations are bound to occur. Most differences between the educator and the Developmental Support Group 

are resolved at the level of DSG and educator discussions. Where there is no agreement between. the two, the 

problem is referred to the SOT within a week. rt no resolution is reached within five days, the matter is referred to 

the Grievance Committee, which will consist ofa Senior Manager, who is also a peer of the educator,.observers , 
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from t~eTrade I.Jnio.ns admitted to Council apd a neutral person appointed by the District or Regional Manager. 

: The. Grievance. Committee mak~ recommendations to, the Head. of Departm~nt, .who must make a ruling within 

five working days after receiving the recommendations. 

. . . 
2.7. The year of External Whole Schooi'Evaiuation. 

CollectiveAgreement (8 of2003), states that the external Whole School Evaluation takes place in cycJes of three 

to five years. Th~· purpose of external \/Vhoie School Evaluation (W~E) •. is to validate the findings· of the two 

cyclical internal' WSE based on the documentary evidence prqducecLduring the cy'clicaLperiod of three years. 

This documentary evidence includes self.evaluation documents by educators, evaluaU011s of educators by peers, 

the Personal Growth Plans of educators and the School Improvement Plans (SI P's). 

Cascio (20013:351) argues that traditionaUy, it was a norm that employee performance appraisals were conducted 

at least once a year and at most twice a year. Cascio (2006:351) furtherargues that.with recent dev~lopments • 

taking place i11c the. area of perfonnance appraisals,• companies and institutions are resorting to many frequent 

appraisals being conducted throughout the year at shorter intervals; These may be formal and at times informal 

and are on a one-on-one basis where.feedback is given.immediately. Within the Departmenfof Basic Education, 

these formal and informal appraisals that take place.throughot.itthe year are conduct by the SDT and DSG's 

_ 2.7.1. The preparations for external Whole School Evaluation 

. In the year of external. WSE; the provinces appoint members of the WSE team, which is made up of supervisors 

appointed by the province while the schools appoint internal co-coordinators· of the WSE in their schools as 

these will liaise between the school and the district.. The external WSE team then selects a iist of.schools and a 
. . 

sample· of educators per school that will be evaluated and the. dates at which those schoots.wm be visited. 

These lists of schools and educators.are. communicated.with the Provinciat·Educationdepartment, which in tum 

communicate those dates with the District Offices which must in turn·communicate these with schools. Schools 

are infonned in a period of about four weeks, while· individual tea~hers • must be informed not less than five days 
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• before the visit, thatthey are g<>ing to be visited (Collective J\greement 8; of 2003): 

• .The school principal.must inform an·the•educatorsaoout·the impending visit,.and.also inform those educators 

who havebeen.specific:alty.sampled·in a•period m not·.lesstha11five days togetner with•parents,.and.leamer5 . 

. about the impending WSE visit by the-departmental· officials.as the norrric:d. programme of teaching for the school 

is going to be disrupted for the duration of the visit by the team. The visit normaUy takes a maximum of five 

working days and.less depending oil the size of a school in tenns of the numbers of educators'. 

T,tle WsE teaTT1 uses the sam~ toof that was used by the sctlool wt1en it' ca.rried (1Utinterr,al evaluations. The tool 

consists of 12 Performance.· Standards and .each • performance • sta11dard has between 4 to 6' criteria· that best 

describes an .educator's performance in each perfcmnance standard. These •twelve perfonriance standards ha.ve 

been indicated in Collective Agreement (8 of 2003) as follows: 

.1.Performance Standard 1: Creation ofa positive learning environment 

Criteria of Performance Standard 1; are: (a) Leaming Space 

(b).Leamer involvement· 

© Discipline 

(d) Dh,,ersity 

2. Performance Standard 2: Knowledge .of Curriculum ~nd Leaming Programines. 

Criteria of Performance Standard 2 are: (a) Knowledge of learning area 

(b) Skills 

© Goal settin9 

(d)lnvolvement ir1 learning programrnes 

3. Performance Standard 3: Lesson planning Preparation 

Criteria of Performance Standard 3 are : (a) Planning 

(b) Presentation 

©Recording 
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(d} Managementof Leaming ProgramiYies 

.4, Performance Standard 4:.Leamer Assessment 

•Criteria of Perfonrianee Standard 4 are: (a) Feedback foLeamers 

• (b) •Knowledge of.Assessment Techniques 

. ©Application ofTechniqu~~ 

(d) Record keeping 

5. Perfonnance Standard 5: .Professional Developme'nt in field of Work/Career and participation in 

professioria_l bodies; 

Criteria of Performance Standard· 5. are : (a) Par:ficipation ·in. professional development 

(b) Participation in professional bodies 

© Knowledge of education.issues·. 

(d) Attitude to professional development 

6. Human Relations and Contribution to School Development 

.Criteria of Performance sta.ndard 6: (a) Learner needs . . 

(b) Human Relations Skills. 

© Interaction 

(d) Co-operation 

7. Performance Standard 7 : Extra-Curricular and C~Curricular Participation 

Criteria of Perfonnance Standard 7: (a) Involvement 

(b) Holistic Development 
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©Leadership and Coaching 

(d) Organi~atibn and Administration 

8. f>erformance Standard'B: Administration of Resoun:es. and Record~ 

Pri~eria of Pe!formance Stancfard 8 : (a) UtUi~c1ti~n of R~sources 

(b) Instructions 

© Record keeping 

(d)M.aintenance of Infrastructure 

(e) Circulars 

9. Performance Standard 9 : Personnel 

Criteria.of Performance Standard 9: (a)·Pastoral Care. 

(b) Staff Developrnerit 

·©Provision of leadership 

(d)Building commitment and confidence 

10.Performance Standard 10: Decision making and Accountability 

. . 

Criteria of Performance Standard 10: (a) stakeholder involvement 

(b) Decision making 

©Accountability/responsibility 

(d) Motivation 

(e) Objectivity/fairness 

11. Perfonnance Standard 11: Leadership, Communication, and Servicing the Governing Body 
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Criteria of Performance Standard 11:'{a) Leadership_ 

(b)Support 

© Communication 

(d) systems 

(e) Commitme_nt and_ confidence 

(f) lnitiative,Creativity 

12~. Performanc;e .. Standard 12: Strategic Planni~g, Financial Planning· -~nd· .Education_ Management 

Development (Et.10). 

Criteria of Perfol'J'llance Standard 12: (a} Strategic Plannirig 
' . . . . ·... • - .· • 

(b) Financial Pl_anning 

© Project Management 

(d) ·communication. 

2.7.2. The benefits of the introduction of National Standards In th_e whole process· of performance 

evaluation. 

Green (2004:257) argues ttlat the introduction _of National-Standards in the process of performance management 

is vital in. that it can yield considerable benefits to the process. The benefits to be .attained by the introduction of 

national standards according .to Green (2004) are the. following: 

o It has helped teachers .and school teachers.to manage change and gets an answer' the question: "What 

do l_need-to be able to. do, to be more effective inmy role". 

D It has provided evidence for teachers and. schoolleaders to cel~brate their achievements, i.e., " I am 

doing that well or very well" 

o It has contributed to job satisfaction, i.e., "this is what I should be doing and I am". 
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D It has hel~d school leaders to identify the support teachers ·need, "I should be doing this, I wantto do it, 

buf I need training and_ support _to develop". 

o It has focused professional-development-on the real needs r:>f indi'liduals·and specific_groups,,i.e., if the 
• .. • ' '·. . ' ' ' \ 

individual teacher, • the line. manager and\or the· team undertal:<e • a review. against Standards• prior lo. a 

programme of professional development, the programme itself can be targeted specifically a,t the needs 

of the individual or group; 

o ILhas enabled participants and head~t~acflers to evaluate tile irnpact oftraining and development • 

activities using Standards as a more precisticriterion for evaluation and subsequent action;· 

It has allowed for a growing sense of progression in teaching, Le;, eritr}'to the profession and .induction, 

followed_ by opportunities .to-1110\ie on pasf the pay -threshold or to Adva_nced Skills. Teacht=!r• status and 

theri to various formal leadership roles. 

o It has created in<rriariy teachers a· more reflective way of working and an increased commitrnent to 

further adult teaming, 

o It has helped with recruitment and retention by sig_naling that; within the teaching profession, there is 

progression arid scope for challenge and support, Le., that is a profession that knows what it is doing 

ancl what it i~ aiming fo(. 

2.7~3. Interpretation of the Performance Management tool used for Developmental .Appraisal, . .. 

Performance Meai:.urement, and Whole School Evaluation. 

According to Collective Agreement (8 of 2003)~ the fool for measuring the performance of all school based 

educators contain as shown previously, twelve performance standards. It is. of paramount importance thaf all 

• those who are going to.be the evaluators and those who will be evaluated know the tool and the performance 

s~ndards contained in it Knowing the performance standards mean knowing exactly what is expected of an 

educator to do and also what an educator will be evaluated on. These performance standards are divided into 

two broad categories. The· First category, which consists of performance standards one up to four relate to the 

educators teaching activities. All· levels of educators _are evaluated in. this category because this category forms·. 
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the core.business of a school. 

P.erformance standards five to • seven deal with the involvement and/or .• non:.involvement of all school·. based 

educators in .extra-ctJrricular activities and· professional teaching bodiel>;. v,,,hile also looking at educator attempts 

to improve theirteaching knowledge through fu.rther studies to gain more knowledge and e,cperience; 
' • < • • • ·: •• •• • ••• • 

The·tasfca.tegory of perfonnance standards fallbetween·performarice staridards nineand twelve: This·category 
.· . . . ,·· ,,·.. . ,. ·.. . . . . . .. :.·.. . .. 

deals with all the management activities of personnel in ·management positions at schools, which. are •the Heads 

. of. Departmer1ts, Deputy - principals a.nd Principals; 

2:7~4. Thi,ev~luatlon of an educator in practice. 

Jhe External Wholesale Evaluator official confirms if indeed the educator that. he/she is about to evaluate is the • 

educator who was supposed tt> be evaluated according to the lists given to schools by the district and the 

province.·Secondly. the. supervisor involved in the··observation meet together with the•educators ·oevelopmental 

Support Group and the appraisee to complete a pre evaluation educator checklist and collect other significant 

information about on the.educator. The educator is aC<!Ompanietf into class by.his/her Developmental Support 

Group ~o has appropriate knowledge in the subject or learning area to be evaluated. Whilst in class, a member 

of the educator DSG and the WSE supervisor observe the lesson using. the same instrument used du~ng the 

period of internal educator observation., with each of the two compleUng separate forms. At the conclusion of the 

observaUon, the WSE supervisor a11d the DSG compare their findings and discuss these with the appraisee. The 

appraisee is given a copy of the evaluation forms. It should be noted that the confidentiality of. the identity of the 

educator i~. guaranteed. The name ofthe educator does not appear in any of the forms of WSE leaving the 

• school, but remain in the forms. of Developmental Appraisal and Performance Management kept by the school. 

According to Collective Agreemenra of 2003, the ratings by the; raters on performance by .an educator is based 

on performance standards and a group of 4 to 6 crite.ria which .make up a performance standard. Under .each 

criterion of the four criteria an educator is given a particular score. These scores are added up to come with a • 
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total fc,r a particular standard. The scores obtained by an educator in all ofthe 7, 10 and 12 categories of· 

perfonnance . standards, as per relt!vant ed1Jcator post level, are c1dded up to come with the total of marks 

(scores);. The1:1e marks(total sec.re) ot· an educator will. determin_e. if. one quaiifies for pay· prog~ssi~n or· grade 

progression. The scores for each criterion ofa performance standard are interpreted.as follows: 

(a) 1 = Unacceptable 

(b) 2:::: Satisfiesn1inimum expectations 

(c) 3=Good 

(d) 4;:: Outstanding 

. 2.7;5~ The external WSE reports 011.t~e ol:lservatlon oteducators 

After an observation of an educator in practice has come to an end, and the discussions between the educators 

DSG, the external WSE official and the educator has yielde<:I an agreement between all three parties, an interim 

report by the.external evaluator is made and together.with the completed instrument, the report is submitted to 

the principal, SMT and the soi: All ottier reports and cpmpieted instruments from other. evaluators are received. 

These reports should contain recommendations for further. development After discussions by the. principal, SDT • 

. and SMT, differences must be reso!vedbefore the external evaluators' reports could be accepted as final by the 

school. When declared finalthe school receives its own copy of the final report wtiich. must be kept as part of the 

!3chools quality management rec<:irds (CollectiveAgreemenf8 of 2003}. 

Another copy of the final report is submitted to the District Education offices, which is then discussed by the 

District Education officials responsibie for quality assurance, After these discussions, the District Education office 

·compile its own programme of support and provision of relevant.In-service Training programmesfc>r educators. 

Another copy of the final report must be submitted to the Pr6vincial Education Department, Directorate of Quality 

Assurance. and finally another copy goes to the National Department of Education (Collective Agreement 8 of 

2003). 
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After the .extemf.11 WSE team has completed its. work, the·school resumes .its normal academic programmes. 
'. . ,'· 

• featuring prominently • in the . school's.·• nonnal • operational program Illes, . the sc~ools would concentrate· on 

edlicational development. The· schools Would more ·often concentrat~ • on areas that have been identified as 

areas that needed development, if those areas· of development fall within .the competency of the School 

Develo~rrient Team. This would continue until the next leig of the external WSE.,The District Education office and 

• the Provincial Department o( Education would also provide training in areas thatneeded intensive training. 

2. 7.6~ The U:se of,the Results. of Educator Performance Evaluations 

According to Cascio (1998:59} the results of the performance evaluation process could be used fora number of 

purposes. H!3 further lists the purposes of penonnance evaluatio_n to include being a basis fo( employment 

decisions such as to promote outstanding performers through grade progression in case of educators while 

marginal anci n<>_n'i)erforming workers are either trained or reprimanded, He further asserts that performance 

appraisals ,because of the nature of information they yield _in respect of ech.icator weaknesses and strengths, 

they infonn the t:oritent of employee (educators) training programmes. Feedback to employees, which is a very 

vital component of the performance management process is constantly being provided throughout the 

management process to employees in order to inform them of how well or ba~ly they are doirig: In conclusion 

Cascio (1998: 59) concludes by stating that performance appraisals tended to be diagnostic of how well or badly 

an organisation :was performing. 

Chapter 3 will deal with the research methodology chosen for conducting this research. 
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CHAPTER 3: RESEARCH METHODOLOGY 

3.1. INTRODUCTION 

C~apter two dectltwith the definition of what performance management is anci the process that is ,followed· in its 
. implementation, more· specifically In the< education• sector.· The _irr:11:ilementation- of J)Elrformance management in• 
the education sector,. post 1994, was done within a paradigm ·that' is known as the Integrated Quality 
Man9gen:\enfS~t:rtem. In the a~plicati~n of this employee ~rfonnance managerrient paradigm, a whole rang~ .of 
managem~ntapproaches thatinclude quality management, strategic management,• Matlagement b!/Objectives 
(!'-1B0>:and Organizational Development (OD) have beenJusedin'one managemE!11iprocess:_ 

• The stages idemtified in· the.· imple111entation. of th_e lnteg~ted Qqaiity Managel'Tlent System during the literature 
review·stage· of tfie previous chapter will be used as a basis on wtiich fo fomi,ulate questions thatw,11 determine if 
the.new management process is bei~rfimplemE!nted by ~chO()ls to moititor th_e perform,:mce of s~hoofbased 
edu~tors. Also, on the secondary level, questions will be desig11ed based on these stages to determine if the . . . 

implementation 'of this' policy on performance management of educators yielded the desired effects. The 
acti_l_evement_ of the desired.· E!ffects .by· th~ implementation ··•of· the • policy will be · ~een • in changed _behaviour· 
patterns by managemen~ and educators in the performancec,f their•daily.duties. 

The • effective~ess of. the -Integrated Quality Mariagernent. System as a p·erforrnance management system wiU 
have reflect~d in the changed management activities of managers, as managers at all levels of the school, will 
havedunngthe strategic planning.pr~cess crafted.the vision and mission of the entire school, determine_d the 
critical • success factors, organized all the • resources necessary· to implement the strategy, while middle 
management will have created factical plans aimed at realizing the greater strategy_ of the school. The educators 
will have heen able to create their own daily operational pla!"ls that are in line wlth the vision and mission of the 
school. It must be noted that during the implementation stage management will have to lead, coach, ment9r, 
evaluate, and give feedback constantly throughout the year b_ased on self - assessment results by educators and 
their Developmental Support Groups (DSG'sl reports. 

3.2. RESEARCH APPR()ACH 

. This study is an evaluation research that. seeks to assess the kind of impact that the Integrated Quality 
Management System has had on how educators at schools, ac~ss their occupational hierarchies are performing 

. their duties after the introduction ar1d subsequent implementation of the Integrated Quality Management System'. 
The rnain purpose is to investigate whether IQMS implementation has affected the way educators perform their 
duties, and also to determine if the implementation has been able to yield the intended outcomes, viz, increased 

. and close management ofthe educators'.perfonnance and the improved.results on learner attainment levels. 
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·The· ei:,ormity of the task involved· in' achieving• th.e purpose . of this. study as •o.utlined abc>ve necessitates· the 
.. · ... ' ' . . . . ·. . . . . . 

employmenfof the principle of trianguiation, wherein both the qualitative and quantitative researcll approaches 
are e111ploy;d ,in order to arrive at creditclbl~ results In this regard. • ·•·, • • • • ',• •• 

·The· use ofa ce>rnbiriation <>fapproachett is accqrding to Creswell {1998). in Leedy & Ormrpd (200p:133) a 
justifiable exercise practically and theoretically because this offers a · researcher a 'wide angle from· which to 
approach a problem. urider investigation and thus at the same time come up with credible results. For'this 

. . . . .. - . . . 

particular study the .use o(a combination of the quantitative and qualitative research approach is 1139arded as 
.··· . . ,. . .' ... ' . ' .. ,, ' ... ' '. . .. 

-;;nperativein order to also serye io cover ~II the pararn,eters Within which the teaching and learning activities of 
educators-as mentioned by the IQMS policy and as imple1T1ented at schools are covered satisfactorily. 

. . ' ' 

. Combining t~e qualitative and qLJa.ntitatiye approaches in a single study implies that the researcher constantly . 
moves between paradigms at the· levels of theory and practice;' an activity which may be interpreted to be .. - . . . .· .... ": ·. -· . . . . .. .·'·.. • ... 

violating procedur~ .as· set out in research· textbooks, as some. exf)erts on· research favour· a. process where a 
researcher is expected to stick l'itrictly to one· research· approach and any practice that COITlbines approaches 
may be regatded a$ messy and disorderly: 

Bogdan and Biklen (1992:30) assert that qualitative data is a source .of rich descripUons and well-grounded 
explanations of processes and ~xperiences of subjects ~nder study, which occur iii local contexts. They further 

. - . . 

argue that qualitati'{e•tesearch views the individual··as part•of the naturalistic wci~d•and.that th.eir·personal views 
and perceptions are therefore very important. Understanding people from their own perspective and from th.eir 
own' frarrie of reference is therefore vital in this approach. In thjs study, the researcher has studied the subjects, 
rmmely, ecfucators,.in their natural environment, which is,·the.school setting.This meant therefore that they.have 
been ,studied as they perform their daily activities of teaching learners, and how those ·who are in the 
management positions controlthe daily teaching activities of subject teachers. It is.against that background that .. . .. . -· . - . .. ,•. . ' . . . 

educators in. this 'study Were asked a number of structured questions from the interview schedule, based cin 
certain aspects r:>f thek teaching practice ·and management thereof as dictated by the IQMS tool. 

Van Ransburg,, et al. (2009:85) explain the quantitative approach to research as a formal and systematic activity 
in which_ numerical data are used to gather information about the ph~nomena under the investigation. They 
further argue that .the quantitative approach is therefor.:e more structured and controlled in. nature as the scope of· 
the topic under investigation iswide and universalin nature. Lastly, Van Ransburg, et al. (2009) argue tharthe 
quantitative approach amongst other techniques, it emphasizes the use ofstructured questionnaires in order to 
elicit data on certain aspects of social reality. 

This study is two -fold. In the first instance, it seeks to examine through a structured.survey questionnaire, the 
' ' 

manner in which educators at their schools complied with the prescripts of the IQMS policy as they conduct their 
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daily business ofteaching.and managing the teaching activities of educators; Data gathered itrthis.~spect was 
presented and interpreted in numerical form. This meant that in the final >analysis percentages of actual 
ed~~to; who compliedwith a specific prescript versus percentages of thosewho did not comply with the same 
specific prescriJ)ts wereindicated in tables and these wer~ eventuany e~plai~ed again!rt the ~~ckground oftheir 
relationship to the study, • 

The second part of this study dealt with examining the views of educators Of'! how the nim poljcy affected them 
a~ they pursu~ their daily teaching ~ctivities, This exercise n~ssitated the use of the struct.ured i11terviim 
. schedule. as a researcli. tool. llle· topic under fmi~stigation is ·the impact of the IQMS policy on teaching and· 
management of the t~aching activities of~ool based educato~. which me~nt th.at in order. for the1researcher to. 
determine the vi~ws of educators in this regard a rriore controlled approach was necessary in the form of a . . . . .. .. .. . . ,· ... ,. . ' . 

st111ctured :qlJestionnaire anci structured intervleiN schedules; If the .question~aire and the interviews• were not 
structured one would run the risk of not capturing: f:tll the views of educators 113gar'ding the topic undef 
investigatiort.<. 

• 1n conclusion tile use of both the qualitative and quantitative research approaches in• this sttidy has been of great 
benefitto the researcher; because the strategy enabled the researcher to hav~ a clear yiew ofhow the IQMS · 
. . . . 

since its inception, has impacted or had notimpacted in the teaching practice and management of the teaching 
•·., ,. .• .•.. •., . ,,. • . ,. • • < ' •• 

practice by revealing compliance or non,;. compliance with· its prescripts by educators across the educational 
spectrum. at schools and at the same time revealed how educators perceived the policy to have empowered 
.them.in their practice. 

3.3. DATA GATHERING TECHNIQUE. 

As stated before, both qualitative and quantitative methods were used in the collection of data in this study. The 
approach where multiple methods or triangulation is used in . i;esearc:h pn certair1 topic::s is often used by 
researchers•on a rather cornplimentaty basis;. Borg and Gall (1989:393) posit that social reality is sometimes 
viewed as "confused reality• which is difficult to study or investigate because it is complex. To study this complex 
reality therefore necessitates the use of multiple methods.-

As stated pi;eviously, a complex topic in this study was being investigated. The topic of assessing the impact of 
the IQMS ori how educators perform their duties in the period after the policy was introduced .is complex 

.. because it involves matters ofcompliance·by educators at schools to policy, where there has been compliance, 
. . 

views of educators on benefits they achieved professionally b,'corf'!plying, and whether indeed compliance by 
educators translated to improved learner performance. In this study it was therefore more fitting that both . . 

questionnaires and interviews be used as data sources and the use ofbot~ quantitative and qualitative methods 
and more than one data analysis techniques were used. 
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In conclusion ~angulation as a technique was used iri this study to .ensure that the results obtained througfl this 
study.woµld be rnorereliablec1nd valid; 

3.4. THE SURVEY QUESTIONNAIRE 

Blessand •. Higs<:m-Srnith (2000:111) argue that using a qllestionnairehas anuinber of advantages that include 
reaching a large number of respondents ata low cost. They' further argue• t11at que~Uonnaires are qi.1ite flexible 

..... . 
ai:td. are not lirnited in whatthey can measure; 

Guided bythe topfqand the purpose of the study the survey questionnaire ~s ~oserfas the chief research tool 
over the oth~r research tools .. because .. of its·· flexibility,.· as • it . can be. manipulated and·· structured . in a way· that . . .. . 

suited the researcher and at.the same time yielded results desired by the researcher as stat~d in the purpose of 
the researcn. 

. ' . . 
Before· the question~aire Wl'ls administered to the respondents. it was first submitted to. a coUeE19ue who was· 
doing research. in another field to assess rt and m~ke corrections and reco111mendatioris where n~cessary. It was· 
also piloted on five educators .who work at a scho~I that is not part Or ti,e schools sampled for this study. • 

Before the. actual. distribution.· of the questionnaire to · schools sampled for participation in this. ·research. a letter 
was \Vritteri to the CircuitManager in whose jurisdiction, the schools sampled fell.for permission to distribute 
questionnaires (see)\ppendix A) 

• With the permission,(Appendix 6-letter of permission to conduct.a resE!arch at_ own school) and CO-Operation of 
the· school principals, questionnaires (Appendix.C; • and D) were distributed to educators at schools that were part 
of the sample. It rnust be noted that only educators who had been in service for at feast two year's before 2003 
who. are in a position to know what the situation was prior to the introduction of the new poUcy and also in a 
position to know what tl:ie.position is to date were targeted as respondents, 

The design. of the (IUestionnaires for. each category of educators was informed t?Y the prescripts of the IQMS 
policy . for the· particular category of respondents and also informed by the research questions, content and 
literature.on the subject.under investigation, The 11ature of questions contained in the questionnaire ranged from . . 

~losed e.nded questions where a response was indicated and the respondenUl given a number of options to • 
choose ·from,. ~o a set of questions where educators. opinions and views.had to be ·expressed 1n respect ·of policy 
prescripts in a manner in which the educator feels affected by· them. 

The questioima(re consisted of two sections. Section A constituted the demogrpphic and ·biographic details of 
respondents. Sections( dea_lt with issttes of IQMS policy as a Performance. Management tool at schools 13nd 
what kind of impact it has had on education practice by e.ducators, and how educators complied or not complied 
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with pll3scripts,-what their vie~s and feelings were i11 respectof t~e policy. 

3.5. INTERVIEWS 

Van Rensburg, et al. (2()00:179-) view interviews as· a data colfection • method, wherein contact,and interaction 
takes place b~t.ween the interviewer and the interviewee, either ina face to face situation o.r through the medium 
of a telephone. S.eidman (1991 :3) further argues that interviewing _is focused on· understanding the ~ubjective 

. - ··' ' . .. 

experiences of other people and the meaning they attach to such experiences; 

As stated earlier, this: study also. empl~yed inJerviews cohduct:d, using a stfuctured interview guide<as a 
technique in the.quantatiye method in the process ofdata gatherjng (SeeAppendix.E)~ The interviews. lik,e the 
questionnaire,.were str'uc:tured, wherespecific questions werE} askecJ, because t_he researcherwantedto,direct 
the encounter with theinterviewee towards a specific direction in order for the research 9uestio11s .to be_ 
answerec:f and at th_e same time get the feelings and opinions of the respondents. The interview was ,also 
channeled in a direction determined by the purposerofthe study.: 

During this investigation, .. a• structured• interview was·• coi,ducted. using• open-ended questions (see Appendix E) 
with the ~im of providing respondents with an opportunity to elaborate on their responses, and where the 
responses fell short. follow-up questions being asked to assisfthem to elaborate further. Open ended questions . ' . ' 

allow forJree expression and to reveal freely the subjective feelings and views wh_ich qualitative ·studies so 
desire. Van Rensburg, etal. (2009:179) further state thatin structured interviews specific list of questions are 
asked, in which 0thewording may be the same or similar to that used in questionnaires. Lastly, Van Ransburg, et 
al. (2009:179) distinguish between in-depth interviews ahdfocus group interviews; • 

For the interview process specific questions were set on the rote of the educator as determined by the IQMS 
toot Questions asked during the interview process, followed a predetermined wording and seguence as the 
same questions were a.sked to aU the respondents. The interviews were scheduled over a week and lasted 
between 30 and 40 minutes. 

• The interviews· were held· in a relaxed and. non - threatening environment as the researcher before the actual 
interview, sought to make .the Interviewee to relax by explaining the purpose of the interview; • assuring the 
interviewee thaUhere .are no right or wrong responses to questions asked but that the _mostimportaht thing is the 
respondent',s views and per(?eptions on issues asked, When the researcher was satisfied -that the. interviewee 
was relaxed, • the actual interview began. ·Recording· 9f. data• during the interview assumed note-taking by the 
researcher. It must be stated that extra care was taken to ensure that note taking did not unduly distract the 
interviewee during.the course of the interview. 

The purpose of the interviews was to get answers, responses, personal views and attitudes towards_lQMSpo(icy 
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pre~cripts _and how these relate ai;icf affect them as they conduct their daily te~ing activities and management 
ofthelr teaching activities~ 

3.6; SAMPLING 

Maree, et al. (2010:79) refer.to sampling as a process in research which is used to select a portion of the 
population .for a study .. Wilson (1993:172).•further • state· that sampling .is·· a feasible and logical way .of making 
statements about a larger group based on what the researcher knows about the• smalfer group; Bless and 
Higson-Sm,ith finaHy capture the essen~e of what sampling is when they state that sampling serves to determine 

• • a salllple that 1'est represents a target population in· a manner that allows for acc1.1111te generalization of results to 
'the larger population .. 

Armed: With the ·information .·~ited in ··the paragraph· above, the researcher decided ·that the population· to dra~ 
conclusions about were the school based educators falling Within.the King WHliam'sTown Education District. The -
time a~d resources at the disposal of the researcher meant that he coukfnot manage te> study ali schools in the 
.King VVillisrn's Town Education District, .but 0111}' three schoois, with thirty educators be purposlvely sampled for 
•the study. The three school~ were each awarded a code .(Code A;_ B and C) for purposes of statistical analysis of · 
data and for reference in order to hide the true identity of the schools to those ~ho wiU be. consumers of the data 
later on. In each of.the schools targetecl an educators at non-managementlevel (Post level 1) ancl educato.rs at 
management level (Post. Level 2, 3 &4) were targeted depending ori the size of the school and its current 
grading. 

At school A, twenty post level 1 educators; two members of the School Management Team, answered the 
questionnaires, and two.members of the School ManagementTeamwas subjected to.the interviews. In school a, 
four post level 1 educators answered the questionnaire, while one. member of the School Management Team, 
answere.d the questionnaire, and one School Management Team answered the interview. In school C, six Post 
level 1 educators answered the quesUonriaire, one School Management Team member answered the 
questionnaire, While one School Management Team member sat for the interviews. 

3.7. CONCLUSION 

In conclusion, in this chapter, the researcher· introduced the elements of the research design which included the 
research methodology, indicating the type of approach that was going to be. used iii the data gathering process. 

• The most salient feature of the research process, namely; determination of the instruments or tools to be used 
for the collec~on of data .that formed the basis of the investigation was made. The most appropriate tools . ' 

decided upon were the questionnaires a.nd the interview. The sampling procedure, namely, purposive sampling 
was chosen ·because of the researcher's knowledge about which schools would be.willing to participate in the· 
research. Questionnaires and interview schedules were developed for educators at various. levels within the 

 

 



s~tioC>ls hi~l'l;lr~t,ieit 1J,e pl"C>C8Cit1"3. q11 • now the ce>llected .. d~tEJi \1/C>yld be analyzecf was diascribed. •• Lastly . the 
question~aire~ v.-ere sian( to.• ~~e>ql~Jor, ecf4c:;ators • to\ ~ceiv~ i:UJcl l:IOS!Yer while· respt,l'ldents for the interviews 
were approached and dates and times for the encounter fix:ed. 

In ·th~ following yhapter the ~Jlectecfdata Wil[b~<:ollat~d. analyzed and interpretfkf and presented in tables and 
In Swntteh manner so. as to provide adequate insighrinto the n·atllre of the impacf iciMS has had on hC>W school 

• . . •• . . • . ·. . '' • . • • - ,. . . • . . . 

• . bas.ad :educators ~rforrn their ed1Jcatlve dlities •. after the . introduction and •· subsequent application of the·. said 
policy .. Chapter four thus deals wtt11 :data presentation, anaiysls .and interpretation 

. ·.· ,.'' ., ·•,':'."· .. _: ,. ""'.'" .... .- -'·•: . ,: . . ·:·.·, '_- -_, • _- :· . : .• : ··., ,:.· ... : _-- ·-.. : :· 
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CHAPTER FOUR: PRESEl'4TATION, ANALYSIS AND INTERPRETATION OF DATA 

4.1. INTRODUCTION 

The previous chapter,· introduced the crucial aspects of the study that is the research design, the method. and 'the 
sampling procedure'used in_·the study. The·reseatch design of this•study was restedfundamentalty_•in.both-·the 
quantitative and.qualitative approc1ches, while the structu_red survey questionnaires and the structured interview 
schedules were chos~n c1s the best tools by which. raw dc1ta was going to be· collected· from the sc~ooi based. 
educators. 

. . 
The main aim of •th.is •study· is to analyse the• kind· of quantitative.and qualitative data that was. collected in . the 
previous chapter. After the raw data was collected, the chapter proceeded to outline the findings made by the . . . . . ' . . • . . . . . . . . . . . . . . . . . . 

researcher after' a careful and painstaking analysis ofdata.frorri th_e responses given by school based educators 
' ' ' ·, ,., . 

from questionnaires prt:!sented to them and ihe responses given during the interview process'. The data collected 
. . 

was collated, analyzed arid interpreted within the conceptual framework provided by the literature review aspect 
of chapter two. 

It has already been indicated in the previous chapter that •the research design of this chapter rested 
fundamentally on two data gathering techniq!Jes, the questionnaires and the interviews. With regards to .the 
application oftl1e questionnc1lres; • l\Vo separat~ sets of questionnaires were administered to educators at different 
hierarchies within their school settings. These questionnaires are indicated as Appendix C (for teachers at Post 
Level 1) and Appendix D (for teachers ~tSMTlevel), respectively.A response rate of 100% was.achieved with 
respect to educators at Post level 1 and SMT. members( as 30 out of 30 .educators at post level 1 returned 
questionnaires completed fully and also 4 out of 4 SMT members cooperated full •. when it .came to the returning 
of the questionnaires. The number of respondents' responses were therefore regarded as sufficient enough· so 
as tobe able.to use them to draw meaningful conclusions and obtain reliable results. The questions containedjn 
the questionnaire· revolved around the "ariables of ·strategic formulation and planning, strategy implerrtentation, 

• and lastly strategy:evaluationduring performance management. 

The second stage of chapter three dealt with the interviews as a qualitative research technique, .where in four 
SMT members were interviewed from the three schools sampled as part of the research activity. The educators 
who formed parts of the. interviews were three females a_nd one· male. 

Data collected from the q~estionnaires was subjected to a descriptive. data analysis and the evidence deduced 
from theiTi was recorded systematically. put into tabular form in percentages. The interviews yielded data from 
Which perceptio.ns, feelings and attitudes of SMT members were presented. These perceptions, feelings and 
attitudes of the SMT were collated and analyzed. The responses were interpreted and the final responses 
represented in ~e form of percentages. It is hoped that the findings _reached out of the data obtained from these 
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interviewswm pr~vide insight jnto ttie kind;of impact IQMS • as a performan~ n,a11agementtoo! WJl(have had .on • . . -· . _. ---- . '' . ',''••··'·,,.;,.. . 
educator performance in schools post IQM~ implem~ri.fation. 

4.2. PROF;ILES OF EDUC:ATOR~ 

SectiofrA of both the· questipnnaires for .eclucator-s at·· Post Level 1 a!lg 2 required educators to indicate their 
gender, age •group~ t~aching e)'.'peiiehc:e, qlJSlificatioris of tespo11dents, type· of institution where• they teach, 
geogra~hic la<;ation of th~ir scfio~ls Sod lastly the ci,ncjition ofth~ buUdJngs ~f their schools,: •• • • • • 

These demographic charac:teristics·of educators were required .• in .order to. determine· if the ¢r:iucators Wef~ f~allY 
qualified. enough to· make informed end .accepta~I~ impression13, feeJings pen;;onal experierces ~bout the 
impact that.the (OMS system hadonlheir. teaching and management oftheteaching and· 1earning. experiences ... , ' ' "' -., ' ' "' • ",:" -,,, ' 

at. theif schools . since its .. inception. The variables• which qualified. educ:Stors to • take · part . in .this research were 
:age; teaching experien~ .. • type bfJnsf~(J~i011Where th~ respondentste~ch a~d lastly the geogtaphic•roc:ation•of 
th.e school ofthe respondent 

Table 4.2.1.•PROFILES OF EDUCATORS BY GENDER 

Educators 
I (l\l:::3Q) 

.. 

Ge.nder Total ··Percent 
. .. ·-- .. , .. 

1.Male 10 3,3% 

2.Female . · 20 . 67% • 

The respondents were mixed in terms of. gender. The females were in majority by a ratio of 2:1 as the 
• percentage figuresJn the table 4.2~1 above indicated67% and .33%·. re~pe.ctively. 
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• Table 4.2.2. PROFILES OF EDUCATORS. BY AGE G~OUP 

• • 1 2fiyrs ..;.;. 3Oyrs ·. 

2. 31yrs -::-A0yrs 
3. 41yrs"'750yrs 

4, 51yrs:- 60yrs 
5. 61yrs.~ 65yrs · 

Educators 
(N=3O} 

The majority ofresponderits at77%, f~II in the 41;.:50 year category, and 13% fel( into the 51-60yea category arid 
lastly 10% feil in the 314Oyear category, whic~ rneans that they an~ matured enoli~h to make a meaningful 
contrtb~tion to ,this study, 

Table 4.2.3 PROFILES OF EDUCATORS BY TEACHING.EXPERIENCE 

... 

Educators 
(N=3D) 

1. 1 -1Oyrs 00 00% 
I' 

2. 11 -20yrs 24 80% 
.. 

3. 21-3Oyrs 04 13% 
4. 31-4Oyrs. 02 7% . .·• 
5. 41 yrs. upv.iards 00 00% 

The·biggest number of respondents at 80% in terms• of teaching experience, falls in the 11-20 year category, 
• 13% fell in the 21~3Oyear category an~ lastly, 7% fell.in.the 314Oyear' category. This·mearisthat they have the 
necessary teaching experience to make a meaningful contribution to this study beC!;3US8 tt,ey taught before.the 
new policy was ·introduced and·had experience of the new. policy. 
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Table 4.2;4 PROFILES OF EDUCATORSACCORDING TO ED.UCATIONAL QUALIFICATIONS• 

1. Matric. and a Professional Diploma· 
• •• 2. A Degree and a Professional Diploma 

Two pegrees and a·prc>fessional Diploma 

Educators 
(N=30) 
15 

.02 
00 

50% 

7% 
00% 

50% of the respondents had a Grade 12 and a teaching diploma, 33% of the respondents had. a degree and a 
teaching diplonia, 10% or respondents had tw~ degrees and a. teaching diploma while 7% hacl a Masters degree 
and a tea_chi119 certificate; The respondenti:; are theref(?rf3 highly qualified, and have the necessary academic 

• qualifications and technical know how to niake a critical analysis and informed ·assessments 011the. neWpolicy; 

Table 4.2.5 TYPE OF INSTITUTION JN WHICH THE RESPONDENT TEACHES 

Educators per institutions 
(N ='30) 

1.Ordinary Primary Sch.obi 10 - 33% 
.2. Ordinary Secondary School 20 67% 
3.Special School 00 00% 

33% of the respondents represent·prim~ry·schoolswhile 67% represented secondary schools. 
The respondents. teach in both primary and secondary schools whjch make them suitably qualified to be part of 
this study as they will be able to give perspectives from both the primary school view and the secondary school 

• point of view. 

Table 4.2.6 GEOGRAPHIC LOCATION OF THE SCHOOLWHEREYOU TEACH 

Location ofSchool 
(N=30) 

1. Village 30 100% 
2. Township 00 00% ' 

3. Town/city 00 00% 
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• 1 OD% of the respondents teach in the rural schools of the King Willia~s Town Education district. 
All schools selected. a~e•rural and thereforemeet the main reguirement oMhis study, namely.to assess the 
im~ct- of the _policy on. performance ·management-from the perspective· of educate~ in· rural_areas• of the _king 
VVilliam's tOVJn • education district 

Table.4.2.7 CONDlTIONS·OF SCHOOLBUILDINGS 

Schoof Buildings 
(N of Schools = 3) 

1.Excellent 05 16% 
2;Fair 20 68% 

3.[)elapidated • 05 16% 
.. 

.. 

• 68% of th_ e responden_ ts_.·_ indicated that the conditions of their schools were fair, while 16% iridicated that the ,.,,,· ' .. ,., ' ,. ,. .. . _.,, ' . ' ' "'. ' ' .. . . . . . ' 

conditions of their· school buildings were dilapidated and lastly 16% indicated. the conditions of their school 
buildings as _excellent_ 

The conditions of the school -buildings are _a very important variable_ in this study as they indicate the ground 
covered by the state in addressing the conditions under which educators work. The new policy specifically states 
that in order for performance to improve there must be an improvement in the envirbnmentwhere teaching and 
leamin_Q takes place. 

SECTION B: ELEMENTS OF STRATEGIC PLANNING AT SCHOOL ' . . . . .. ' . . 

Table 4.2.8 Does your school h_ave a vision? 

Educators 
(N=30) 

1.Yes • 20 67% 
2.No 10 33% 

The majority of educators at 67% indicated that they had a vision at their schools w~ile 33% indicated thatthey 
did not have any vision at their schools. The number of schools that did not have a visionjthough they stand at . ' . .. . . ' .. 

33%, they were a cause for concern because these figures mean that out of three schools one did not have a 
vision 

 

 



57 

Table 4.2.9 If your answer to the questions In Table 4.8 above is .yes, please state it In writing? 

2. Unwritten 

. Educators respopses 
(N=30) 
00 00% 

30 100% 

All the. respondents at 100°/~ couid not stElte their schools' visions· in writirig including those who indicated that 
. they· had one in their· schools. 

Table ••1;2.10 If your answer to the question stated _In Table 4.8 above is yes, who was responsible for 
crafting the vision? 

Educators responses· 
(N=30) 

1.Principal 10 331/3 % 
2.Principal and SMT w 331/3 % 
3.SMT,SGB arid Stakeholders 10 331/3 % 

.. .. 

Only 33 1/3% of the responde.nts could indicate precisely who must be involved in crafting of the vision 33 1/3°/o 
indicated thatit was the principal and. his.SMT alone who crafted their school visions; while the remaining 
·respondents, at 33 1/3% indicated that only the principal was involved in the vision crafting exercise. 

Table 4.2.11 Does your school have a mission statement? 

Educators responses 
1. Yes 20 67% 
2.- No 10 33% 
3. Don't know 00 00% 

The majority of respondents at 67% indicated the presence of a mission statement at their schools while only 
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33% indicated that they did not have mission statements at their scho~ls. 

'Tabfe_4.2 .. 12 lfyour answertoq~estion statedih,Table4.11 ab~ve is yes, pfeas,es~te it in Writing 

1.Written d<>Wn 

2.Unwritten 

, E:ducators responses 
(N=30) 

00 00% 
30 100% 

All. respondents at ·1 QO%, could. not state their schools' mission ~tatements in writing. 

Table 4.2.13. Do you have your owri ylsion as an· individual ·educator? 

.. • Educators responsei. 
. 

1. Yes 26 87% 
2. No 04 .. 13% 

. . 

The rriajc:>iity of respondents at87% indicated that they had the.ir own visions as ir1dividual educators, while only 
13% indicated that they had no personal visions by which t.hey govern their teaching_ activities; 

Table 4.2.14 Have you determined the mission by whl~h .you v,IU accomplish your vision, if you have 
one? 

1. Yes 30 100% 
2:No DO 00% I 

3.Other OD 00 

100% of the respondents indicated that they have individual visions. 

Table 4.2.15 If you ~ave crafted your vision and mission statement, .do .they fit into the. vision a.nd 
mission statements of your school, If your school has the.m? 

Educators responses 
1.Yes 24 80% 
2.No 06 20% 
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80% of .. respondents. indicated· that their visions and mission ·stat~mehts fitted into .their·.schools-•visions ·and 
" ., . . -

mission ~tatements whereas. 2Clo/o indicated:that their visions.and .mission statements do not fitinto their schools 

• visions and mission statements; 

. Table •t16 Do you have a schedule for all your teaching activities? 

l:ducators responses 

1.Yes 30 100% 

2.No 00% 

All· rElspondents ·at. '10()% indicated that they had a schedule .for all: their teaching activities; 

Table 4.2.16 lfy'our answer to qu~tion 4~ 1.17 above Is No,. state the reasons Vlhy it is a No. 

At: 00% there c:1re : no educators who. indicated that they cfo not have . a . schedule. for· their teaching activities 

because all respondents, indicated that they have schedules that; they follow in planning for their teaching 

.activities. 

Table 4.2.17 If your answer to question 9 above is yes, list all the aspects ofyour work that are contained . . • . . . 

in yourworkschedule. 

• All educators· at ·100%· indicated that in their teaching schedu_ les, they had planned for aspects of work such a. s . . . . . 
... . . 

lesson plans, learning .content plans, and summative assessment schedules for learners; 

C. ELEMENTS OF STRATEGIC IMPLEMENTATION 

Table 4.2.18 Do yc,u prepare for au your lessc>n presentations? 

Educators responses 

1.AII ofthem 7 23% . 
2.Most of them 23 77% 

3.Few of them 00 00 

None of theni. 00 00 

• 77% of all respondents indicated that they did not plan for all their lessons but only plan for most of their_ lessons . 
while only 23% indicated that they plan for all of their lessons. 
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Table 4,2~19 lfyou d<> not plan for all your lesson presentations! state aH the reasons why you are·unable 
todoso .. 

All' educaton;' at 23o/c, •· and '77% indicated that they do in· one way or another to plan for their• lessoris and as a 
· result there are· 110 educator responses for this question; 

Table .4.2.20, Do you keep a record of all your ·lesso.n plans and dally preparation· records ·on your 
• educator's portfolio? 

Number of educator:s (N=30) 

. . 
1.All.ofthem 22. ... 73% . . ... 

2.Most of them· . 05 17% 
.. 

. 3;VeryfE3Wofthem· 03 .... 10% 
4.None of them ··. 00 00% 

73% of the respondents indicated that they keep all records of their lesson plans, but 17% indicated that they 
keep most of their lesson preparations and 10% indicated that they keep very few records of their, lesson plans. 

Table 4~2.21 If you do not keep all your lesson plan records and daily preparation records in your file, 
state reasons why It is not the case? 

In this question there were no responses from educators because all ofthem did some record keeping exercise 
of one or other aspect of their teaching tasks. 

Table 4.2~22 Do you honour all your schedule of teaching periods as indicated in the teaching time table 
of your school? Indicate your choice by a cross· in an ·appropriate box below. 

Educators responses. 
. .. 

1;A11 of them •• 08 27% 
2.Most of them 22 73% 

3Very few ofthem 00 00% 

4.None of them 00 00% 
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73% of <!II respondents indicated thatJhey honour most of their' scheduled teaching periods while only 27% 
indicated that they honour all theirteaching periods; 

Table 4.2.23 If not all. your teaching periods are nofhonored, state _the reasons why they are not 
honoured . 

• A yarii?ty· of· reasons. were . given by .edu~ators for'. not honoring· an ·.of their teaching periods,.·· These. l'ea~ns. 
ranged.from workshops· arranged by the deparlment·at 23%, to meetings •s.cheduled at their f>choolsto_ attend. to 
urgent extra-curricular, matters ·and union' activities· organized during· working hours at no/o. 

Table 4.2.24 :Which one of the following officials· at your·school: nonnally assists you when you have. a 
, problem in your teaching duties? Pufa cross rn the appropriate box from those given below· 

.· 
Educators.responses 

1.Mentor 14 47% 
2.Coacher 04 13% 
3.0SG 08 27% .. 

'4.H.O;D 04 13% 

The responses. given above indicate a variety of officials that they think sho~ld be responsible· to assist them 
when.they encounter problems in their teaching duties. At 47% the majority of respondents mentioned a school 
.m_entoras the responsible official, 13%indicated a coacher,27% indicated the DSG and-13% named the H.O.0; 

. . . . 
Table 4.2.25 Do you have a problem with resources required for planning and presenting. your lessons 

to your classes? 

Educators responses 
on resources 

1;AII ofthe time 00 00% 
2.Most of the time ' 07 23% 

3.On a few occasions 17 57% 

4;No problem at all 06 20% 
· .... • .. 

The majority of respondents at 57%_ indicated that they faced problems with re~ources necessary for planning 
. . . . . ·. 

their lesson presentations on a few occasions.while 23% indicated facing the problem at most of the time, while 
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only 20%· indicated to exp~rience no problem at all with resou,rces ne~~~ry for pl~nning _ lesson presentations. 

Tab.le· 4.2.~6 If you .. experience a· problem· of. resources for pl~nnlng arid· prese11ting your• le1>~ons: please· 
11st them in order of importance to your lessons. 

• Most •educators at 8.0% indk:ated • that they had a• problem of having· adequate .textbooks _for all learners in ·their 
subjects/and or learning areas to· teaching models and adequate stationery that could .be ·used to make 
photocopies for.materials that were not availabl~ at their schools fe>r teaciling8nd preparing lessons while 20°/4 

.• .. •.•. • : . . ·· • ._! • .·.•.. ,.. • ••• ·:·.· , .. ••. • • . • 

said theydo nothave aryy.problem. 

Table 4.2.27 Do all learrienfln your class~ attend to y~ur teaching periods? 

Leamer attendance 

. .. 

1 ;AIi iearners • attend 11 57% 
. · ... · . 

2.Mostof them attend 13 43% 
C . 

3.Few of them attend 00 00%. 
4.No learner atte_nds 00 00 

·• 

At 57% the majority of respondent indicated that all learners attend all teaching periods, while 43% indicated 
that.most learners-attend teaching period; 

Table 4.2.28 If not all learners are In class most of the time when you teach; where do you think they are? 

The43% ofrespondents·in_ table 4.2.27. who indicated learner absenteeism in between periods, stated that . . . 

these learners tended to bunk certain periods by hiding in the toilets and that others leave school before the end 
of the school day. 

_D.: ELEMENTS OF STRATEGY EVALUATION 

Table 4.2~29 Do you have a programme according to .which you evaluate your learners? 

Leamer evaluation 
1.Yes 30 100% 
2.No 00 00% 

j 
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100% of respondents indicated that they had standing programmes according to which they evaluated their : .. . . . . . . . 

learners. 

Tal>ie 4,2;30 If the ilr1swer Is yes, how often do you evaluate your learners? 

1 ;As per learning area •demand·· 

2~As perschooldemand 

$;According to· my programme 

• ·1he.respe>m;es given above indicate that learners are assessedaspe~learriing.area demands at 331/3%,while 
. l:lnother .. 331/3. % Indicated that they· eval~ate a~ per. school derr1~nds and tile• ,a~t 3~ 1/3 • % indicated. that they 
evaluate according to·theindividual educators' programmes. 

4.2.31 If your answer to Table 4.29 above is no, state the reasons v.--1:tY you do not h~ve a learner 
evaluation progr~inine? 

100% of all educators responded to th~ question by indi~ting thatthey all had programmes according to which 
- . • . 

they evaluated their learners, although different considerati1>ns were given for a particularreason behind the 
choice ofa particular programme. 

Table 4.2.32 Do you give feedback to your learners after every task of evaluation given to them? 

Educator responses on Lea!"l'lerfeedback 

1.AII the time 22. 730/4 •• 

2.Most of the time 08 27o/c, 

3.Ve~ few times 00 00% 
.• 

4.No feedback given 00 00% 
.. 

..• •·· 

73% of all respondents indicated that they give feedback to their learners all ttie time after they have been given 
. . 

tasks to do, though 27% indicated that they give feedback to learners most of the time. 

4;2;33 If feedback is not given to learners all the time after every evaluation, state the reasons why it Is 
so? 
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The 27% of all educators whojndrcated that they did notaiways give feedback to learners do so because Jhose 
uisks did not countfor. consi<ierc1tion as part of the· reamers' year marks. 

Table 4.2.34 Do you do self-assessment on how effective you are as an educator? 

Educator self"'.assessment 

1.Yes 30 100% 

2.No· 00 00% 

100% indicate<i that they assess themselves to determine if they are effective in their teaching. 

Table 4.2.35 ltihe answer to question 6 abov~ .is. yes, did you dis,::over any areas <>f weakness in your 
• ' 

teaching activities? 

Areas of weakness discovered. 

1.Yes 26 87% 
2.No 04 13% 

.. 

87% indicated thaCon self- evaluation they tend to dis~ver areas of weakness in their teaching practice and 
thus work towards improving• them while only 13% said they did not.find any areas of weaknesses in their 
teaching. 

Table 4.2.36 Do you have ~!Professional Growth Plan? 

.... 
Existence of Growth Pla.ns . 

1.Yes 25 83% . .. 

2.No 05 17% 

83% indicated that they had their own professional growth plans, w.hich they follow in their route towards 
professional growth while only 17% indicated that they did not have growth plans. 
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Table 4.2.37: • Did. you ever receive any training on areas of. your weakness from your school? 

• Developmental training at .s.ch.ool 

1:ves •• ··. 16 53% · ..... 

2.No 14 47%' 
.. 

53% · of the re·spondents indicated that in their schools .t~ey are trained on areas where they needed' to be 
train~d. 47%; indicate~ that they .were no( trained in areas wh.ere they needed trainirig, The ~ritage of 
respondents not trained in their schools indicafed that the situation ~f lack of training by schools on those .. . . . - . .· .. 

· needing trarningJs serious and .needs.a .lot of attention: 

Table 4!2.38: • rr the answer to 4.2.37~ above Is yes, who of the following officiafs gave. you the training? 

Training officials at schools 

1;O.S'.G. 1.0 34% 

2.S.D.T. 07 . .23% 
.... 

3.H.O.O; 06 20 

4.Si.Jbject Head • 07 23% 

34% of the respondents indicated that they.were trained by the DSG, 23% indicated to have been trained by ttle 
SOT, 20% indicated to have boon trained bytheH.O.D, whjle 23% indicated to have been trained by the Subject 
Head. 

Table 4.2.39: Was th~ training received by you from the official indicated above adequate? 

Adequacy of trah1ing received 
1.Yes 18 60% 

2,No 04 13%. 

3.Other . 08 27% 

Where. training had taken. place at schools 60% of respondents indicated that the training• they· received was 
adequate whereas 13% of respondents indicated the training to be inadequate for their developmel'!tal needs 
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V1hile 27% said they did not receive any training therefore they could respond to the question, 

4.2~0: How many performance standards are used to e11aluat~ the performance of an educator at Post 
l..evel1? 

100% of educ;ators indicated tl'lat an educator at• post level 1 : is evaluated.using -seven performance stand.ard. as 
per Colle<;tive Agreement No. 8 of 2003; 

.J.~,'41.: Ho\Y many, learning outcomes are used. to assess a learner's unders~nding .. of. the ~ontentof a 
. . . 

learning •programme? 

33o/o of respondentsindicated that th~y: did not know. the learning outcollles ·u~ed to assess· a learners 
• uriderstandi11g of the content ofa learning programme while 67% indicated th~t these diffeifrom teaming area to 
learning as per National Curriculum Statement docum1:1nts. 

Table 4;2.42: How did learners. in your schoolon average perform during.the end of the year exams 
before th~ implementation ofthe IQMS. on educators as a method to manage their performance? 

Leamer performance prior to IQMS 
impleiTlentation 

.·. 

1.Well 08 27%. 
.: 

-2.Poorly 22. 73%. 
: 

73% of the respondents indicated that their learners were performing po'orfy in final exams before the 
implementation of the IQMS and that only 23% of respondents indicated thattheir learners performed wen. 

Table 4.2.43_: Do you think that the IQMS as a performance management system for educators has been· 
able to assist in improving the performance of learners in. your scho.ol at the end of the year? 

IQMS and improved performa11ce of 
learners. 

1.Yes 20 67% 

2.No 06 20% 

3.Notsure 04 13% 
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67% of respondents indicated that the IQMS has been able to assisfin improving learner performance at their 
schools at the end ofthe year; while 20% indicated that itwas not assisting and 13% indicated thatthey were not 
sure if the policy a_ssisted: 

. . . 
Table 4.2.44: Do you thirik that the IQMS as a performance managernent system has been able to assist 
in changing· how educators perfonn their teaching. duties at your school sln(!e its implementation? 

.•. 

IQMS has _changed teacher 
performance ori inception 

• 1.Yes 22 ·73% 
.. . .. ',, . 2.No .. 04 14% . 

. 3.Notsure . .. 04 . 13% 
. 

73% qf all the respondents indicated that since th_e introduction of the 1qMs the performance of educators in 
classrooms has been able to improve whilet4% indicatedthaUhere has been no improvement of educator 
performance in.the classrooms while 13% indicated that they are not sure whether there has been any educator 
improvement in the class or nol 

4.2A5~ If teacher's performance In class has Improved but lea mer achf evement at the end of tile year has 
not improved significantly, what do you think is the cause of the disjuncture _between improved teaching. 
and poorleaming pe~rmance? Give all the possible fac~ors that you can be able to think of? 

fn response to the above question educator~ indicated that there_ were factors outside the_ classroom which were 
not related to IQMS implementation such as: 

1. Poor parental support to learners on their educational .tasks which are supposed to be performed at 
home .. 

2. Depravity. of the home and the social environment from ··which· learners come also play a big role in 
learner's performance at school. 

3. Inclusive classrooms meant that in some schools learners of differentlearning abilities are taught in one 
classroom thus resulting in a failure by the schools to aUow those learners who progress at a lower pace· 
than their classmates to receive individual attEmtion that will enable them to catch up with their 
classmates. 
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4.3. INIPACJ" ASSESSMENT TOOL FOR SCHOOL MANAGEMENT TEAMS (SMT}. • 

4.3.1. BIOGRAPHICAL DETAILS OF RESPONDENTS 

Table: 4.3.2. GENDER 

2.Female 

•·N1,1mber of Respondents 
(N =4) 
1. 25% 

3 75% 

The. respondents were both female and .male. The females dominaied the males by a 3:1 ratio which in 
• percentage terms. means 75% females to 25% males~ 

Table:4.3.3 RANK.OF RESPONDENTS 

.. 

Nol'.f)ber of Respond~nts 
. 

(N=4) 

1.Principal 2 50% 

2.Deputy Principal 1 .25% 

3.H.O.D. 1 25% 

The respondents were fairly distributed across the education profession spectrum as all post levels at school 
management were represented in the sample. 50% were principals, 25% being deputy principals and 25% being 

H.O:O's. 

 

 



Tab.le:.4.3.4. AGE GR()UJ>. C>F RESPONDENT 

1.25yrs -30yrs 

• 5.61yrs--E>5yrs 

Number of Responde11t 
. (N=4)' 

00 

The respondents Were matured· enough.• in orderto contribute mea11ingfol_ly[ir1 ,.this. study· as 100% ·of them we~e •. 
abov_e 30 years,ofage. 25% wereJn:the,31-40 year a9.er bracket, another 25% befog.·i~the41:-50year bracket 
whilst50% were in the 51-60 year bracket. 

Table: 4_3;5, TEACHING EXPERIENCE 

1. 1-i10yrs 
2. • 11--20yrs 

3. 21.;;.c30yrs 

4, 31 ~40yrs • 

5. 41yrs upwards 

The credentials of the respondents indicated that they Were wen experienced educators YJith 1 ()0% of t~em being 
_above 10.years teaching experience.25%werein the 11:.2oyear teaching experience bracket.while 50%were 
in •·the 21:.30 year experience bracket and lastly 25% were• in.·the 31-40 year teaching· experience. This·. means 
therefore thafth~}'could be used to give meaningful inputs In assessing the kind,of impacUhat thi~ policy had on 
theirteaching practice. 
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Table: 4~3.6. QUALIFICATIONS .. OF RESPONDENTS 

Numb~r of respondents 
(N=4) 

.... 1. Std; 10 and a professional diploma 00 35% 
2, .. • • A professional degree •• .• 00 .0 .. 
3.A degree arid a.professional diploma 02 45% 

. 

4.2 degrees and a professional diploma 01 . . 15% 

5:.A Master's degree and a professional ·diploma 01 05% 
..... · .. 

6; A [)octorate and a prof~ssional di pion,~ 0,0 00% 
. . .. 

7.other . po .•. 00% 
.... 

The responde11ts are wen qualified as 100o/o had at least a formal trai11i11g as ,a teacher.arid had. a teactiiri~ 
diploma to add to their academic qualifications. 35% had a Std 1 tl and a teacher's .diploma for the relevant 
phase the~were teaching, 45% had a degr:ee and a teaching diploma for the pl,ase being taught; 15% had two 
degrees plusa•teacher's.dipfoma.and iastly5%.had a masters degree·and ateach~r;s.diploma. This means 
therf!fote the,'have the necessary knowledge to give rational inputs on a ni.unber of aspects regarding the new 
policy. 

Table: 4.3.7. TYPE OF INSTITUTION WHERE YOU TEACH 

Number of respondents 
.. 

1.Primary 01 25% 

2,Secondary 03 75% 

3.Speciaf School 00 00% 

4.0ther 00 00% 

The respondents teach• at both primary and secondary. schools; but· 75% ~f them were· teaching in secondary 
schools while 25% were teaching in primary schools. 
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Table: 4.3i8. GEOGRAPHIC: LOCATION .OF THE SCHOOL WHER.EYOU TEACH 

Numbf:tr. of Educators • 

1.Rural - Village 04 100% 

2;ToVJnship OOo/o 

3:Town-City. 00% 

· Al)the. respondents at 100%:indicated that they teach at schools located in. rur~I areas.· teaching· in rural.schools· 
w. a. s th .• • e main factor that qualified them to be sampled in this study, as:lhis st~dy seeks to assess the. impact of 

' .. ' ., ,, ... ·' . . . . ··, , .. ·· , ·.. . . . . . , , . . . ' ' . . . . . 

the policy on h0'11 edt1Cl:lto~ in rural areas peif~rrri their educative aricf management tasks in their schools.·· 

Table: 4;3,9~ CONDITIQN OF THE SCHOOL BUILDINGS WHERE YOU TEACH 

. 

Number or educators 
(N=4) 

1.Excellent 00 10% . • • .. s:::,t • 

2.Fair . .. .. 01 25% .. i 
3.Poor ··:•.;• 03 65% 

'.,_ . : • . . 

The· respondents indicated that the conditions of their school buildings• ranged from ·fair to poor as 65% werE:t 
teaching in schoots with poor buildings as 25% were teaching in schools wit_h fair school buildings and 10% said 
they were teaching in schools with poor school buiidings. 

B: STRATEGY FOR.MUl.ATION AND PLANNING FOR PERFORMANCE MANAGEMENT AT YOUR SCHOOL. 

Table: 4.3.10. DOES YOUR SCHOOL HAVE A VISION? 

Number: of ed.ucators 
(N=4) 

1:Yes 03 75% 

2.No 01 25% 
.· . ·. 

Respondents· indicated by 75% that they had vision statements in their schools and that 25% of the respondents 
indicated thatthey did not have vision statements irHheir scl)ools. 
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Tabl~:•-4.3.11~ •. lfYOURANSWERTOTHEClUESTIONINTAE!LE·4;3;10.ISYES,WHATDOE~lTSAY? 
25%·ofeducatorswho indicated thatthey·have a.vision i11theirs.chool.wei:e·abletoput the.school's vision doWh 
in writing whilit 50~ •@lcl .. not be able to p1.1t )tdown in \Yl'iting; ltwa~ .aiso noted that out of a _fotal • C>f f<>Ur 

• educators only one educator indicated that there is no .vhsiofl for their school . . • ----- ·' ._ •• '_ ... _.. ' .. .•-·-··· ... ·.· ' ... ' . . . . ' . ' -·- .. 

4.3.12. IFYOURANSWERTO THE QUESTION· IN TABLE 4.3.1D WAS YES, VVHOCRAFTED IT? 
.•• : . . .-· •.:·•· .•.• .--.-.--.- ___ ·- :· -.·· ... , : . . • .·····.··- .. ·,- ... ' __ ,-·, . . ·:·, .· ... .".· ·:---- _. .. -__ . .:·. -____ ,_-·••' ,·:._ 

75% of the total 11umbef of. respondents, who indicated that they had. a .visio11Joftheir sc:tiools, . 25% of the total 
:number of respondents, was able to/indicate.thatthe visipn .was crafted ·~y a wide range.of a· grolJp of persons ;at 
ciifferent· pojril!> in tim~· ar1r:1• SOl11E!timestogether,whlle 59% of thOSE!••e_citJ~tors. i~ciicated:thaf •the vision was 
crafted by one• person.• these groups of individllals included arriohgsf others the principal,.· educafors, members 
of ·the SGB, Jeamers· outsidE!. the SGB aod .stakeholders outside the school; From the group of three, who saicl 
they havE! vit;ic,ri twc, could not indic:ate Vlhe> was responsiblE! for Ule gaffing of. tl'leirischool's visi<>n. 

Table: 4.3.13. IF YOUR ANS\IVE~ TO 1ll WAS YES, ISJ'T WRITTEN ,OQWN? 

(N=4) 
1~ Yes 03 75% 
2. No 01 25% 

100% of the respondents indlcated. precisely that their school visions . are Written .down. 

. . 

Table: 4;3.1. 4. IFYOUR ANSWER TO 10 ABOVE WASYES,WHERE.15 IT PLA.CED .. ? .,,,, '" ·•· .. "•· . '• . ,, . ' ,, . ..,",, ' ,,,, ,, ' .. "· ,-,',. ,. 

50%· of respondents indicated that their schools' vision·was placed. on •a• file in their schools' administration, while 
25% ofall•resporidents,.indicated tt:iat the original document is·keptin aJilei11 thepriifoipal's.officeand that.the 
vision has been copied and placed ··On· charts· in the principal's office and. on the staffroom ·wall for· everybody to· 
see. The other 25% • indicated thattheir school visions are placed in the principals' offices, in the .staffroom and. in 
all school hails. 

Table: 4.3.15. DOESYOUR SCHOOL HAVE AMISSJON STATEMENT? 

Educator Responses •••• ••• . 

.. 

1.ves ·.·.·.·. 03 75% . 
·• . 

2.No ... 
01 25% •·. 

·. 
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The respondents indicatt:?d that the majority of schools at 75% • had mission statements crafted in their schools 
while only 25% didn't have crat't~d mission statemen.ts. 

Table: 4.3.16.JF:YOUR ANSWER TO 4.1.15 ABOVE WAS YES, IS YOUR VISION RELATED.TO YOUR .·. . . . , I • . . . . ' , . . . . • . , .. . 

SCHOOL'S MISSION STATEMENT? 

Educator Responses 

1.Yes 03 75% 

25% 

The majoritfofrespondents at75% in. d.ica. fed that their individual visions and mission statements were related to ., .. .. .. . . .. ... . . . . . . 

a11d influenced ,bY t~eir schooJs' visions. and mission statements while 25% indicated that their mission 
statements were not related to their schools' mission statements. 

4.3~17. IF YOUR ANSWER TO 4.1.17 ABOVE WAS YES; HOW IS YOUR SCHOOL'S MISSION STATEMENT 
RELATED TO YOUR VISSION? 

Out of the 75% of educators who indicated that their schools' visions and mission statements are related to theirs 
• ' • ··: • • •• > • •• , ·- •••••• :· •••• - • 

only 25%. of the educators were able to state the relationship that existed. between their school's vision and 
mission statements while 50% of the other respondents could not indicate if there was any connection between . 
their mission statements', and their schools mission. statements. 

Table: 4~3.18. OOES Y'OUFtSCHOOL HAVEA SCHOOL DEVELOPMENT PLAN FOR THE NEXT THREETo' 
FIVE YEARS? 

I 
Educators Responses 
(N =4) 

1.Yes 04 100% 
.·• 

2.No 00 00% 

• 100% of the . respondents indicated that their. schools had school developmental plans for three to fore year . 
periods. 
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4.3.19. IF YOUR ANSWER TO QUESTION 4.1.18 ABOVE WAS YES, LIST ALL ASPECTS OF YOUR 
SCHOOL'S DEVELOPMENT PLAN? 

Aspects .of the schools;, developmental _plans given by 100% of •all educators as- part of their .schools' 
• developmental plans included t~e following: 

• Renovations t<> sctlool buildings, 

• Sch_ool prerrlises1·impr9vements. 
• Broadening the curriculum. 
•· Improve the schools' pass rate'i11 grade 12. 
• Computer 'literacy .. • 

4.3~20. IF YOUR.ANSWER TOA~1.18 ABOVE WAS YES, LIST ALL THE ROLE PLAYERS THAT WERE 
INVOLVED IN ITS CREATION?· 

75% of the educators indi~ted that in their schools the School Development.Plan was drawn at a meeting in 
which the• SGB and educators participated; while 25% of the educators indicated that it was drawn. by the SGS, 
educators and the school building committee .. 

C.STRA~GY IMPLEMENTATION fOR PERFORMANCE MANAGEMENT AT SCHOOL FOR SCHOOL 
BASED EDUCATORS. 

Table: 4.3.21. DO ALL LEARNING AREAS/SUBJECTS OFFERED AT YOUR SCHOOL HAVE EDlJCATORS 
TO OFFER INSTRUCTION TO LEARNERS ON THEM? 

Edu_cator Responses 
1.Yes 04 100% 

2.No 00 00% 

100% of_all the respondents indicated that i~ their schools all subject/learning areas had an educator allocated to 
them, and that lessons are being offered to learners by these educators. 
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Table: 4~3:22. IF YOUR ANSWER TO QUESTJON.4.1.21 WAS YES, ARE ALL EDUCATORS OFFERING 
INSTRUCTION JN SPECICIFIC LEARNING AREAS TO LEARNERS QUALIFIED TO' Do·so? • • • •• 

1.Yes. 
2.No 

Educator Responses 
{N=4) 

04 100%' 

1QO%· ofJhe respondents from• ctll the d,ifferent .~ools indicated that oou<:ators who are ·teaching •the different 
subjects in theirschools are qualified to do'so. 

;,t3;23. IF YOUR ANSWER TO QUESTION 4.1.22 WAS NO INDICATE THE NUMBER OF EDUCATORS VVHO 
ARE TEACHINGLEARNiNG AREAS IN W,HICH THEY ARE NOT QUALIFIED AS A PERCENTAGE ANDJHE• 

. . . ',. 

SUBJECTS/LEARNi~GAREAS THEYTEACH. 

100% responses of educators indicated that in their schools there were .rio educators teaching a learning area in 
which they were nottrained or qualified to teach .. 

Table: 4;3.24. ARI: ALL EDUCATORS IN YOUR SCHOOL ADEQUATELY SUPPLIED WITH RESOURCES TO 
CAR.RY ON WITH THEIR INSTRUCTIONALTASKS? 

Nurnber of SMT members(N=4) 
1.Yes 03 75% .· 
2.No 01 25% 

75% of all the respondents indicated that they were adequately supplied with resources to plan and present their 
lessons while 25% of the respondents indicated to experience a serious shortage of teaching and learning 

• resources. 

4.3.25. IF YOUR ANSWER TO QUESTION 4.1 .. 22 WAS NO, PLEASE· LIST A~L KINDS OF TEACHING AND 
LEARNING .RESOURCES THAT YOUR EDUCATORS MOSTLY HAVE TO DO WITHOUT AND ALSO 
INDICATE THE EXTENT OF THE SERIOUSNESS OF THE SHORTAGE .. 
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• • Th.e 25% of ecfu~tors who indicated to be ~xperi~11cing a• problem with resources l11dicated that there was an 
acute shortage oftextbooks in some learning areas iri her scliooL 

• Table: 4.3.26. ARE EDUCATORS IN YOUR SCHOOL MONITORED TO ENSURE THAT THEY TEACH? 

SMT(Number= 4) ••• 

1:Yes 
2.No 

mo%· of the respondents indicated that they monitor educators in theirschoois to ensure thatthey teach. 

4.3~27. YJJ-1() IS RESPONSIBLE FOR MONITORING WHETHER EDl.JCP.TO~S IN YOUR SCHOOL oo, 
TEACH ACCORDING TO THE TIMETABLE DRAWN? 

50o/cJof. the.educators from thefourrespondelits·indicated that monitoring the perforinance of educators was the 
responsibility of the SMT and the senior educators, while 50% of the educators indicated that monitoring the 
performance of educators waslhe responsibility of the SMT, senior educators and peer educators; 

43.28~ WHAT IS THE PURPOSE OF A CLASSVISITATYOUR SCHOOL? 

Out ofthe 100% of educators who responded to this question, 50% of the educators indicated a class visit as a. 
mechanism to rTlotivate aned~catorto do more work, while 25% of the ech.~cators.identif,ed syllabtJs coverage as 
the main purpose for monitoring the performance of educators; while. one• identified. evaluating• an educator for 
pay progression ·purposes,. the last 25% indicated that they monitor the performance 'of their educators so as to 
cleveiop teaching competenaes·otunderperfonning edticators. 

Table: '4,3.29. IS THE PURPOSE OF CLASS VISITS CLEARLY COMMUNICATED AND MADE KNOWN TO 
ALL EDUCATORS INYOOR SCHOOL? 

• SMT Responses . . ... -
l~Yes •.• :, 04 100% 

2.No 00 00% 

100% • of the respondents indicated that the class visits and their purpose are discussed and clearly 
communicated to everyone at school. 
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Table: .. 4.3.30.·.•1~ Cl.A$'··· \11$ITS ,\S .. A •''11ECtf,\NISf,1 TC>. PAONITO~ EDUCATORS' PERFORMANCE 
ACCEPTED'BYALLEDUCATORSATYOURSCHOOL? 

50°/4 ofaltresponcfenl$ lndic:ated tt}at e,dllcafors aLI~eirschools.re,adilyac:ceptclass visits whileanother 50%of 
•· ·. ·:.·. ' ··- ... ,. -· :·,. . . . ·.· ,:·· .. ,· "" .- ' ,. '' . ·• .. 

iespcridents if!dicated lllateducafors attheir schools .do not accept class visits as a mechanism to monitor their 
performance; 

4.3.3,1. WHA.T: HAPPENS IMMEDIATEI.YAFTERACLASS VISIT WAS CONDUCTED? 

• 100% of the educators who .. ~spomied to .this question identified that. after a. class yislt. an· the following actions 
have to ic3ke place: 

• Final scoring. 
• Feedback. 
• Discussion of how scoring was done 

• • Remedial action. 

Table: 4.3,32: DOES YOUR SCHOOL HAVE A SYSTEM IN PLACE TC): DETERMINE DEVELOPMENTAL 
NEEOS,OF EDUCATORS IN RESPECTOF THEJRTEACHl,NG DUTIES? 

• SMT responses 
••.. . .. 

1.Yes 02 • 50% . .... 

'2.No 02 50% 
•· ... .... '''••··· 

.. 

• 50% of· respondents indi<:ated that in their schools· there are systems ·in place to determine the developmental 
needs of educators whereas 50% of other respondents indicated that fi:ley did not have systems in. place> to 
detef1Tline educators' developmental needs; 
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4.3.33~ IF YOUR ANSWER TO 4.1.32 Af:1OVE \N-'S YI:~; ~TATE CLEARLY HOW THIS SYSTEM WORKS IN 
IDENTIFYING EDUCATOR DEVELOPMENTAL NEEDS? 

25% of •·the educators who. indicated. that they have a system inpl~ce to. determine educator· developmental . . . . -

needs faile<:I tq inclicate the process by which educators developmental needs ar1a determined by not offering any 
. answer to this aspect, while 25% offered responses whlchwere nof relevantto the demands of the question. 

Table: 4.3.34. APART FROM YOIJR.SCHOOLS' EFFORTS AT. DEVELOPING EDUCATORS IN AREAS 
VVHERE THEY ~EEC>ED DEVELOPMENT; HAV~ YOU OR ANY OF THE MEt.lBERS •OF YOlJR STAFF 
RECEIVED ANY DEVELOPMENTAL INITl-'1'1VE .FROM ANY SOURCE.C>UTSIDE OF YOURSCHOOL.? 

Educators responses 
(N=4) 

.. .. 
1.Yes 03 75% 

·• 
2.No 01 25% 

75% of the respondents indicated that apart from their schools' developmental efforts, they had received other 
developmental initiatives outside their schools while 25% indicated that· they received training only from their 
schools. 

4.3.35, IF YOUR ANSWER TO QUESTION 4.3.32 WAS YES, NAME THE SOURCE OF YOUR 
DEVE_LOPMENTAL INITIATIVE?. 

25% of the educators • respe>nded that· they get· developmental·. training by· registering . with tertiary institutions, 
while the other 50% mentioned private training companies. • 

D. STRATEGY EVALUATION ON PERFORMANCE MANAGEMENT AT OWN SCHOOL 

Table: 4.3.36. DO EDUCATORS IN YOUR SCHOOL CONDUCT A SELi= ASSESSMENT TO DETERMINE 
THEIR.AREAS OF STRENGTH AND WEAKNESS? 

.. 

Educators responses 
(N=4) 

, .... 

1:Yes 0~ 75% 
2.NO 01 25% 
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The majority of respondents at 75% indicated that in their'schools' educators conducted Self- assessme1nfto 
• determine their areas• of strength arid areas that needed developrrierit while 25% of educators indicated th~ they 
did rfot conduct ary self~ssessmenJ to determine areas of strer1gths and weaknesses in .their teaching. 

4.3:37. IF YOUR ANSWER TO .4.1.36WAS YES, VVHEN DO THEY• CONDUCT THIS SELF ASSESSMENT? • 
GIVE A SPECIFIC PERIOD DURING THE COURSE OF THEYEAR? • • ' ',' ' . . ' .. ·' ' ' ···' ... 

50% of respondents .indicatectthat educator self- assessm~nt should be done tfuiing the :first quarter of the 
• academic year v.thereas ,the. other 25%·stated .thaUt should be done tflrot,ighout the year. 

4.3.38. GIVE ASPECIFJC REASON WHY YOU THINK SEI.F ASSESSMENT SHOULD BE .DONE DURING 
. '· .. · . -.· 

· THAT.SPECIFICTIME?· 

50% ofthe. educators indicated that it is done at that time since it is the beginning of the year and the start of .the 
cycle ford~v~lopmehtaJ 8ppraisal, while. 25%. indicate.d th~t. for ~If- assessment to more effective itshouk:J be 
undertaken throughout the year •. 

4.3~39. 1i::vo.UR ANSWER TO 4.1.35 WAS, yes~ LISTALL AREAS WHERE EDUCATORS IN YOUR SCHOOL 
NORMALLY INDICATE .A NEED FOR DEVELOPMENT. 

25% of respondents did notindicate any area whe~e edu~torsJn their schools normally needed development;. 
but 50% of. the educators identified Je~ plans. and assessment techniques .as the most problematic areas 
amongst educators in their schools. 

. . 

Table: 4.3.40. DC> MEMBERS OF YOU.R SMT ASSESS EDUCATORS IN PRACTICE • IN THE REAL • 
CLASSROOM SITUATION? 

Educator responses 
(N=4) 

1iYes 02 50% 

2 .. No 02 50% 

50% · of respondents. indicated that members of their SMT • assessed educators in practice in a real· classroom 
. . 

• situation while the. other 50% indicated that they did npt assess educators in a real c_lassroom situation. 
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Table: 4.3.41. IF YOLIRANSWER TO.4.1.39 WASYES, IS THE PURPOSE OF THE PROGffAMME KNOWN 
BY EVERYONE? 

.1.Yes 
2,No 

Edu~tors respol'lses 
(N =·4) 
02 50% 
02 

• 50% of respondents indicated .thatthe-·purposeof·a programme of ·class visits in theifschools was kriownby 
..... .. . . .. . . .. . . ... .. . . . . . .. ·. ' 

everyone, while .the other 50% of respondents indicated that the. programme of class visits w_as not known by 
.. ·.· . ·, '.· .· .. ' . . ...... :'' . . ... •. . • : • : .•• . • .. . . . · .. 

everyone. 

4~3.42. IF MEMBERS oF THE sMr oo·~oTAssess eoucATORslN PRACTICE, sTATE FULLYALL Tf:IE 
REASONS WHY IT IS NOT DONE? 

50<¼.ofthe SMT_membersclaiiTied that.educators are ·not evaluated because they, asmembers_ofth~-SMT do 
not fully understand whatthey have to look for during a class visit exercise, while the other 50% .ofthe SMT 
rnempers•didn'tadvance any.reasons,; 

4.3;43. IF l~ERNAL ASSESSMENT OF 'EDUCATORS IS DONE, BUT NOT .ACCORDING. TO THE 
DEPARTMENTAL PROGRAMME, STATE ALL CHALLENGES FACED IN TH~S REGARD. 

50% of the SMT members didn't offer any answers, whUe the other 50% claimed that big classes and the fear of 
falling behind in the syllabus were the main reasons why it was not done; 

4;3;44. ACCORDING TO COLLECTIVE AGREEMENT (8 OF 2003), . HOW MANY PERFORMANCE 
STANDARDS ARE USED TO EVALUATE EDUCATORS AT POST LEVEL ONE? 

100% of the members _of the SMT correctly indicated that seven performance standards are used to evaluate an 
educator's perfonnance at level one. 

4;3.45. ACCORDING TO COLLECTIVE AGREEMENT (8 OF 2003), HOW M~NY PERFORMANCE 
STANDARDS ARE USED WHEN EVALUATING THE PERFORMANCE OF AN EDUATOR AT POST LEVEL 
TWO?. 

100% of the SMT members correctiy indicated that educators at post level 2 -are evaluated for developmental 
purposes or for pay progression purposes using ten performance standards. 
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4.3.46. ACCORDING TO COLLECTIVE AGREEMENT {a· OF 2003), HOW MANY PERFORMANCE 
STANDARDS ARE USED TO ASSESS AN EDUCATOR AT PC>ST LEVEL 3&4 IN YOUR SCHOOL? 

100% of the SMT members correctly indicate<i that educators at these levels are evaluated through the use of 
twelve perforfl'lance standards; · 

.. . 

4~3.47~ ACCORDING TO THE NATIONAL CURRICULUM STATEMENTS; HOW MANY LEARNING 
ourcoMES ARE Os~ .. av eoucArot:ts To AssEss WHETHER A· LESSON PRESENTED WAS 
EFFECTIV.E? 

75% of all educa.tors .did n<>t r~spond .to .this ·question; 25% .of the educators responded •correctly. by .stating. that . ... .. .. ... .- . . . - - . , ,. . . . . .... '·'· .. -· ·' ··'· 

different lea~ing areas >have:differ~nt learning outcom~ used• to determine the effectiveness. of a .. lesson iri a· ,.· .. ·' ' . ·.· ... ·.-...... ·.· ... ·. ·.· ·.·· ..... ·.·.·. ·.··.·. . .. ·•.· ,· • :., •,:, .· .. .. - • - .•. . .. ·. 

particular learning c:1rea. 

·4.3.48. HAVE YOU OR FELLOW· MEMBERS OF YOUR SMT BEEN TRAINED IN AREAS WHERE YOlJ OR 
YOUR FELLOW MEMBERS OF °tH~ SMTHAVE INDICATE:Di~EEDFO~ TR.Al~N~? 

50% of the members of the SMT indicated thatthey received training while the other 'so% indicated that they . . 

have never received any sort of training in areas where they had indicated they needed training; 

~t3.49, IF TRAINING HAS TAKEN PLACE, WHO CONDUCTED IT?. 

50% of the SMT members wtto indicated that they received tr,ining, they in.dicated that their training was 
conducted by the education Development Olficer (EDO) and the SubjectAdvisors. 

4.3.50. WAS THE TRAINING RECEIVED ADEQUATE 'TO ADORE~ YOUR DEVEL9PMENTAL NEEDS?. 

100% ~f those who responded thflt they had received training, indicat~d • that the training· they received was 
adequate to address their developmental needs. 

4;3,51. IF YOUR ANSWER TO 4.1.48 WAS NO, STATE AREAS WHERE YOU STILL NEED 
· DEVELOPMENTAL TRAINING: 

100%. of the respondents who answered this question· indicated that they needed training on two· fundamental 
aspects of management which are financial management and budgeting. 
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4.3.52~. HAVEYQU tlR.FELLOWMEP,JBERS OF YOUf~ SMT EVER·BEEN 'EVALU#\TEDEXTERNALLY? 

50% of the· members of the.SMTresponaed thatthey were evaluated externally,. while the other 50% • indicated 
that they were. bev19revaluated •. externally . 

. · 4.3.53. HOW WAS YOUR ATTITUDE TOWARDS THE IMPLEMENTATION OF THE IQMS WHEN ITWAS TO 
: -· ,· .. •. • ... ,,· .. : ·.·. ' .. , ... ; .. --.· .•. , ·,, ·;. ','" 

BE IMPLEMENTEDJNYtllJR SCHOOL FOR THE FIRST TIME? 

The attitude qf all. educa~rs (1QO%) who were SMT members, was negative atfirst but changecf later to 
acceptan~ .and ~~entlJaUy toJull support according: to f.v.to fospondents. 

4.3 .. 54. HOVI/ DIC> LEAR~ERS PERFORM IN YOUR SUBJECT/LEARNING AREA BEFORE THE • 
JMPLEMENTATIONOF IQMS? 

50%. of !he rn~n,~rs of the SMT ind,icated. tl)at tt:ie performance of iearn!9rs in_ their _schools in their • 
subjects/learning areas had challenges, while the other .50$ i~cfteated tnat learners' pt?rformance in their . . . 

learning areas was· go&L- . 

4.3.55. HOW·.D1D. LEARNERS PERFORM•INVOUR SUBJECTAFTER THEIMPLEMENTATION·OFTHE 
JQMS? 
. . . 

50% ofthe SMTmemberswho.said the.performance was good, indicated th~t even after im.P.leme11tation of the . • . ' • ''. ' ,' ' ' . 
IQMS, the performEince remained good. 50% of those respondents who indicated that their learner's . 
perfonnance · had challenges; indicated that the challenges cqntinJJed despite the impletT1'=!11tatk:>rl of the JQMS. -

4.3.56. HAS THE OVERALL LEARNER PERFORMANCE IN YOUR SCHOOL iMPRC>V-ED SINCE THE 
IMPLEMENTATION OF•Tf-1El9"'1S? 

100% of the respondents indicateclthatJhere has· been. no overall impro~ement. in. learner performance at their 
. schools since the implementation·of the lQMS. • 

4;3.57. IF YOURANSWER TO THE QUESTION ABOVE IS POOR,OR BAD, WHAT DO YOU THINK IS THE 
CAUSE OF POOR OR BAD PERFORMANCE BY I.EARNERS? 

The 100%of theSMT members who.indicated that there is no overall learner improv~ment in their schools, 
indicated lack of leamer .. support services in the 'fonn of parerital support and motiyational programmes. for 
learners. 
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4.3.58. WHAT PO YOU THINK SHOULD BE PONE TO ADDRESS THE CHALLENGES GIVEN IN QUESTION . ' . . ,' . ' . • • ' 

4.3.54? 

50% of the SMT members irtdicatea that th~ IQMS in its current form should be restructured though no s~cific 
details are indicated while the other 50% indicated that itshoulcf be kept as it is. 

4A ASTRUTURED INTERVIEW SCHEDULE FOR EDUCATORS AT.SMT LEVEL 

Table:4.4.1. BIOGRAPHICAL DETAJLSJ)F THE8ESPONDENTS 

(N=3) 

01 33% 

2.Female 02 67% 

Therespondents who pa.rticipated in this study through interviews consisted of orie male and two females whose 
. . . 

percentages are 33 1/3% and 66 2/3;% respectively. 

Table: 4.4.2. TEACHING EXPERIENCE 

(Educator Numbers=3) 
1. 00-10 00 00% 

2. 10-20 .. 00 00% 

3,20-30 03 100% 

• . . 
100%.of the respondents who participated in this study through interviews were fairly experienced and were: in 
the 20 - 30 year experience band. This meantthatthey were adequately qualified to participate in this study. 
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Table: 4;4.3 EDUPATION1'L QUALIFICATIONS 

33 :1/3%. of• eclLJca_to!'5'• qualifi~ti<>11s r~nge ·• between a. mafri6 and. a. thre.E3 year teacher spe~ia(isftr~ining, 'Nhile 
another 331/3 % .. had a ·degree and .a diploma whUe the lastgroUp· at 331/3%had two. and• more. degrees and a 

., ,, ....... ' .,,... . . ' . . •, ··• . . ..... ,., . . -, .- .. - ., 

teachin!J diploma .• These. qualifications meant that educ:afors who participated in this study ranged between 
~ingJea~orjaply tjuc3fffie(j}9 ~ighiy qualiijecf c111fth~~ hc3ve the kpe>~lec:fge and apriity to contribute meaningfully 
to the study. 

Table: 4.4.4'EoU¢~1"0R$•RANK IN OWN SCHOOL 

(Nurnber ofEdlfcafors = 03) 
l.Educator 

1nno1,. 

100% of the respcmdents .are educators who .a~ .m~mb~rs,ofJhe. ~MTat Jheir respectiv~ t>ehools, • and therefo~ 
qualify to be. intervle\Yed on the. respective aspects of lqMS. implernentci,IOll and its. impact on their schools. 

' . . . . . . . 
Table: 4.4.5. TYPE OF scl-lbbt. IN WHICH Ttf~ ·~ESPONDENTTEACHES . • 

( Number of Responclents = 03 ) 
1.Primary 
2,Secondary 67%. • 

3.Other 

33% of the respondents· are• teaching in primary schools,. while •·67%. were coming• from the secondary school. 
section. 
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2.Urbari 

3.0ther 

. 10C>%.otth~ re~pc,J1de,nui com~ from school~ local~Jn nJral areas as itwasa chiefrequirerneritofthis study. 

. . 
4.4.t.· WHEN•• DID YOU HEAR ABOUT THE POSSIBILITY OF THE>INTRODUCTION OF THE: INTEGRATED 
QUALITY' MANAGEP.4~NT SYST~M.ASI A TOOL TO MANAGE THE .. f>ERFORMANC,E OF AtL SCHOO,L 
BASED. EOUCATORS? 

33% oftheSMT members indicated havirig ,heard of the ·possibility thatlQMS was.going to •be introduced to 
manage the perfonnan~ of educators ill 200.1 while. 67% indi~ted having heard of IOMS introduction to 
rnanage educators' ·pertorrna11ce in 2005 · 

' . 
4;4.8. WHAT WERE YOUR FEELINGS.WHEN YOU. HEARD THAT AS GOVERNMENT POLtcfr Tl-IE IQIYIS . . . • • . ... ·, ' ·:.. ."···'·· ._. ' ., ··. 
WAS GOING·To BE USED TO ~GEm-ie PERFORMANCE OF ALL SCHOOL BA.SEO·EDOC#\TORS?: 

67%• of the. SMT members•••indicated•·to have-.been very happy··that at.last•somethirig was··being·do.ne by 
govemmeotJo monitor perfonnanc:e, of ·educators; This is·. clearly· illustrated byJhe choice of words. tJSEMi by the 
respondents during the interview sesskms~ From the 67% of respondents sorne described: theirfeelings as being 
.. excited. and .• "enthusiastic", and "laken lip ••• 

Contrary to theview:s expressed by(;7% ofthe respondents, 33% ofthe,othenespondents indi~fod.to have felt 
"in~re" and "confused" at the sam~tirne on Jeaming thata new system was going to be Introduced; 

4.4:9. WHATWEREYOUR EXPECTATIONS FROM THE iMPLEMENTATION OF THEJQMS 1 AS ATOOL T() 
MA.tJAGE THE.PERFORMANCE OF .SCHOOLBASEDEDUCATORS 

67% of the respondents•indiCt;1ted•that their main expectati<>n ·trom the ·new policy was that educators were going 
to be subjec;ted to "developmental training", followed l:>y an improved incentive system for educators who had 
displayed good work while 33% of the respondents indicated that "smooth functioning of schools" and •quality 
resUltsJrori, leam~" .was eventuaUywhat they thought ,was going to be aeh~vecf under tlle new policy. 
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• 4.4.10 .. IS YOUR SCtiOOl.)MPLEMENTJNG THE IQMS TO MONITOR THE PERfORMA~CE OF -ALL 
EDUCATORS AT YOUR SCHOOL? 

-67% of the. educators conceded tl1at they -were irnplerneriting {he IQMS policy in• managing the performance of 
.• educators in-thefr schools•.buf that·this.was.dorieonly "Partially'-whHe the_ remaining 33°/4.of the iespondents 
indicated that in theirschool they were implementing the. IQMS."fullf ... • -

4.4.11. DOES YOUR SCHOOL HAVE AVISION STATEMENT? 

67% of the respo11dents 111dict3tE:i.l lhaft~~ir schools. have. mission statements while 33% iridk:ated)hat ~ey did 
not have a vision statement, 

. 4,4.12. DOES YOUR. SCHOOL HA\/E A MISSION STATEMENT? 

67%_ of the respondents indicated. that in their. schools they: have 'mission statements while 33%Jndlcated that 
,, '' .. ,,,, , ... ·.. • ' ··, ' . 

they. did not have it . 

4.4.13. WHO CRAFTED YOUR. SCHOOL'S VISION AND MISSION.STATEMENT~? 

.67% of the respondents indicated that- the vision and mi~sion sta!emenfs in their schools were crafted by the 
principal as an immediate supetvisor while the 33% of respondents indicated that it was a collaborative effort 
. between the staff and the SGB. 

4'.4.14. HAS THE IMPLEMENTATION OF THE fQMS BEEN ABLE TO IMPACT POSITIVELY OR NEGATIVELY . . . . ' ' . . . ' .' . . ' . . . . 

ON YOUR P_L.ANNING DUllES, PLEASE ELABORATE ON THE IMPACT IT. H.AD ON YOUR PLANNING 
ASPECT OF YOUR M,ANAGl:MENT. 

The views expressed.by the respondents on. the impact ofthe IQMS on how they execute their planning duties 
as managers differ widely. 33113% of the respondent indicated that since. they are not implementing it fully, it 
has not been able to influence them in_ their ~anning aspects of management in any way. 

The second respondents, at 33 1/3%, Indicated that the way IQMS is implemented iri the_ir school_ has been 
haphazard and as a result it impacted negatively on their implementation of set plans because to them IQMS 
emphasizes the ~bmission of crocurnents, an activity that tends to disrupt the normal activities of the school. 

The third group of respondei:tts, at 33 1/3% indicated that thetQMS has been able_ to assist them specifically -in 
having set plans for the day, week, month and the whole year according to which to gauge the effectiveness of 
their-teaching activities. To these respondents, successful teaching and learning dependent on meeting these set 
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• ~rgets thrqughoutJheyeEira11~ltjese e11abl~them tokee~'foc~sed oh the j~~.at· hand. 

4.4.15J-t~S l"f1E:IMPLEMEtfrATIO~ OF TH~.IQMS BEEN ABL: TOJ~PAC"TPOSITIVELY OR NEGATIVELY 
• • oN .voUR ,11e1..EMENTAt10N oF TEACHING.AND LEARiHNG our1es7.PLEASE ELABORATE? . 

67% of the respon9t3nts ind~ted tJ,13tth~ IQPv!S has not ~n able,to 'hay~ any significant effect because it• is 
hot properly implernented, a situation that becomes evident when there ~: no class visits done by tl'le 
responsible officials at schools contrary fo the spirit of develop111e11tal ; appraisal aspect. of tbe IQMS and the • 

performa11ce measurement as~ otthe.$8rTl~.pP!icy; 

TheJa~t grc,up :ofthe •resprindents, af 33%··• ·indicated· thafthe. lQMS has beerf able to 'have E:i posifi.ve effect .on • 
• how ill'!: irfable the ·inipartJeaming to his learners because through.the i,riptemeritationoft11e• 11ew system he has 
l>e~m • ableJ() ~foe up with new strategies that t,nable tjim fo lneiinuiin dist:ipline better than before . 

• I 

4.4.16iHAS THE IMPLEMENTATION OFlHE IQMS BEEN ABLE TCflMPACTPOSmVEL.Y OR .NEGATIVELY 
'()ti {iowjqU,EVAl..OATE··•THESUCCESSOFYOUR11:Ac1-UNG·r:)UllES?PLEASE ELABORATE. 

67% respondents have indicated thatthe implementation of the taMs has llad no positive effect at all on how 
teachers ~v~luate the success of their teachipg activities, as ,33% of the respondents further argued that. 
educafor_smos{theJime •thumb-suck"dunngtheprocess of evaluating themselves ~nd offellow educators i.11.· 
practice in class. 

. . . 
34% oftlie respondents indicated to have found the impleme_ntatlon of the IOMS fruitful iri :as~isting them to 
evaluate the successes .ofthei(teaching duties. They further· argued that. the first step by ed_ucators evaluating 
the success,oftheir teaching adiviti~ .. begins With .. e<Jucato.rs•doing self~ assessment exercises to determine 
tttelr ar~s o(strengths·c1s well as his areas of weaknesses. 

4.4.17;.,HAS THE ACHIEVEMENT OFjLEARNERS .• IN •YOUR .. SCHOOL IMPROVED •OR NOT IMPROVED 
• §INC~1'HEINTRODUC110N OF THE IQMS? .• 

33% of the respondents had indicated thatleamer perfo1111ance in their school has not improved since the 
introduction ofttle 1ati,1s as the school was pelfonning persmtently weH before the introduction of the new 
system and there have been no changes ill this regard. 

The second group of respondents at 67%, indicated that in their schoo.ts there has been no significant 
• improvement and to make mattersworse the results of learners intheifschools have over the past year reached 

an alt-time low. 
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4.4~18; HAS THE f>HYSICAL CONDmON OF YOUR SCHOOL (JNTERMS OF B~ILDINGS, TEACING 
SPACE. TEACHING AND LEA~NER SUPPORT NIATERIALS)JNIPRQVED SINCE THE INTRODUCTION OF 

• THEIQMS? 

67.% of the respondents have.• indicated that the physical• ci:mdition .of lheit. schools. has .nofchanged at. all with 

respect of sc:hool buildings and other phyl?iCcll resource~ wliile. 33% of.the respondents conceded that there has 
be~n a lot of change in tenns of their physical resourc:es though these have .not been achieved atgc,vemment 
expense. 

4.5~ CONCLUSfON 

This chapter. concentrated.• on·. presenting a·detailed and. step by .·.·.step, presentation of data that came up in 
. .. .... . • . 

response t9 both. the questionn~ires and the itjterviey.,s as research· tools· based on· the views· and· feelings of the 
respondents.as·they•pertained to the questions.asked based on the research ·questions·.presenteci earlier in 

chapter one of the orientation to the study. 

The next chapter will then proceed to draw conclusions based on the research findings made in this chapter and 
then provide useful recommendations .on what kind of impact respondents· indicated that' the new system of 
managing performance has had·· on. how they implell)ent both their teaching duties and their management 
activities of the teaching· and learning situations. 
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CHAPTER FIVE: SUMMARY, FINOl~Gs,:RECOMMENDATIONS AND CONCLUSION. 

5.1~ INTRODUCTION. 

In the previous. chapter, the research data was presented, analyzed, interpreted and processed in order fo 
ensure that the views ofeducators on the impact of the IQMS as a performance rnanagementtool With. regard to 
strategy formulation; strategic planning, strategy irnplementation and strategic ,evaluaUon as the comer sfones of 
the new policy were captured fully. 

The· purpose· of thjs chaptE3r ttlerefore is twofc>ld, Jlamely, to summarize lhe.key findingsJeached at through this 
study, and .seco11dly to· make· strong recommendations that are based from the resporses lllade by respondents 
•in•respect of this study's research questions, 

5.2.SUMMARY.OF FINDINGS. 

· The respondents chosen to participate in this study responded to both the questionnaire and the. interviews 
indicating a multiplicity of views, opinions and perceptions about the kind of impact that the IQMS as a 
0 C • ' • 0 • • • • • • • < • • • 0 S ,, '• 0 • • • 

performance. management system has introduced amJ 11ot introduced in how they go about their daily work 
routine in teaching !'md managing t~e teaching activities of those who are entrust~d with that .task; From an 
analysis of the views expressed it is clear that the purpose of the research was achieved as u_seful. insights Ylere 
gained on what impact the new system ha~ had on the management and implementation of the teaching and. 
learning activities by educators since the introduction ofthe new policy. 

5.2.1~FINDINGS IN RESPECT OF RESEARCH QUESTION ONE:WHAT IMPACT HAS THE INTRODUCTION 
OF THE IQMS POLICY HAD ON EDUCATORS AND SCHOOLS WITH REGARDS TQ STRATEGY 
FORMULATION AND STRATEGIC--PLANNING? 

VVith regard~ to the above research question; the majority of respondents indicated that their .schools have a 
clear understanding of .the importance of formulating_ a strategy for success if·perforrnance was going to be 

• monitored· successfully and that. if performance was going to be. successful· and ach_ieve th_e intended results 
through objects that are set clearly and unambiguously during the strategic formulation' and str.itegic planning 
phase. 

The notion expressed above is clearly illustrated by the fact that.most respondents indicated that their schools 
~ . 

have crafted a vision and a mission statement for their schools, wh_ich is the first pillar for successful 
performance by an employees in. any institution, be it in the private or public sector. 
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Of ~re.at·concem·ytith.·regardsJo ih.e .. ·craftirm of the vision arid 111i~io11.·.statements·•Elt schoolsofthe respondE3nts 
Y.,~ tn~· fa,ct t@t ~e gre~test . majority of all the visions and fni$sion statements were craft~c:i only. by 
management and in. some cases v.rith little. involvement ofedllpators:Whfle.:yery little C>[!1P iny9Jv~rr1erit at all was 

• aff otded. to pare,nts of learners and.the greatest num6erof staket,olde;s in the schools irnmecliate envir~nment 

. . . 
Closely related fo.the· notion.of a Vision: and mission statements,. •a significantnumt>er of educators whoJorrned 
partofthis• study indicatedtllat they have>tiieir own vislory and ·rijission statements butJhei; ~sions .and mission 
st~tert1ell~ g<>ntraqictecf thc:,se of ttleir schools; which .frieant. that this was a" recipe. for disaster. These should be 
c1. @itjr1g force that contributes ti:, building· an espritde corps amongst all those who ~of"k in the san1erinstitutio~. 
Still a significant number of educators had .no visiori arid' rhisslbn sfatefrlerits by ~hi6h they ~o~erti. tlleirworldng . • • ' __ .. . : ., . . . ". " . ' :- ' ' ' • • '. ,, ' ' '" . : ' ••• ' .. , ' .. : "•' " ": . . " •. ,, ... ""-:" ,., '.',.' . ':' . ,,:., ... "' .. ,', ,•,•:" : : : : ·,: .,•, , .. ' ":' :'": ,., ·'" "~ ':'' ,., .. ' -: ':." .:: . ' ' : . ' ''.. • . ' . ' ,', " ... ; "" . • ' .•. 

lives. 

. . 
. The second<aspecfof significarice in strategic· formulation and .pla11hi119 that. aJI· .. "3SportcJe11t~•· indicated ·that they 
have infheirVarious ir,stitutiollswere tong-term plans; mediurriteiTn plans and ~hortlerrri plansof how they 
intE3nd totackle th!3irtasks·ofexecuUng and managlrigthe·executjoll of the actMties ofteaching and'.iearning by 
sul:>jecl teachers. in theifschools .. 

. . 

•lfls:however•ofgreat·.concem.·•to note that a.substantial number of edutator& .who formed pc1rt .. c:;ffhis 1>tudy 
conceded that despite having all the plans and schedules of' how they plan· to tackle their daily teaching 
activities,· these plansaie• notfollowed.tolhe letter forvarious reasons whic:11 are pc1rt·ofthe schools own making 
.1:1nd others are ouf of their own· making and fall squarely ·on·the ·department of basic educations doorsteps; 

·5.2.2.FINDINGS IN RESPECT OF RESEARCH QUESTION TWO: WHAT IMPACT•HAS THE IQMS • HAD ON ... ,' . ''• .. ·,• . ' .. ' . • .. ·. ,._, ' . ,·· ' . 
· STRATEGY 1ft,PLEMl:~ATION FOR SUCCESSFUL PERFORMANCE AT SCHOOLS BY SCHOOL BASED 

EDUCATORS.UNDERTHE NEW POLICY? 

The gr~test majority of educators who resp0nded to the . questionnaires and the interviews indicated that . . '•. ".. . . ·-. . . •' .. ' .. ' ' ' ' . 
performance• of ·'educators attheir schools was. monitored· but ·.also •a significant number of educators indicated 
that·penofmance)of ~ucatbrs·ir~ the form ·of class visitswasnot taking place becauseof·resistance·•t,y educators 
who did not Jmow Yfha~ was the purpose of class visits was and still equated the current class visit with the 

• • traditiol'lal fault. finding. ~xercise, and also.~· supervisors also were no(sure of what to do in class during. a 
class visitexercise. 
• Amostdisturbing fact was. that most resp0nd~nts • ~med •.noffo know what a self - assessment• exel'Cise was 
under the new performance management; when is it supposed to be undertaken, what was its purpose and what 
should follows after it has taken place. 

The second .aspect.of strategy implementation involi/es developmental initiatives .. •·on. educators by the ·schools 
. ' . . 

• under the new policy. Ori the. average,. educators who resp0nded to this question indicated that there are 
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·atternptsmad~;atschooLleyelandafdistricllevel in•·order. toaddl'essareasof weakness in how•.they perfonn 
•theirdutiesbufthere· is confusion on wheriandhow.ofteri• and.on the content .<>f these developmental initiatives, 

Jl,e third. aspect ·of ICl~S strategy imp(ementati<Jn was thEifthe tnajorttyofrespondents voiced dissatisfaction Ori 
the manner In w,hich IQMS irnplementati~n .v.,as carried ouL These respondents indicated that to() much. 
emphasis•• wai put. oridoing .paper wolk and·•• rushing to•• meet deadlines for sllbmission of documents to the 
. district office which can ~.· disruptive to the jcgacJ:ting an<i lec1rni11g. actrJ~il3S as. set out in indivfguatschOols 
•• Pf"OQ!cllll.ffiel>'. 

5~2.3 .• FINDINGSJN'.RESPEC:t OF RESEARCH QUESTIOJ,I NUMBER THREE: STRAGEGY EVALUATION 
FORSUCCE~SFUL.PERFORMANCE.ESYSCHOOL•BASED EDUCATORS. 

Wjth tespecL ~o the evaluation of Jhe Elffectiv~11~ss 9f th13 : s~rategy implemented lllld.er. ,the IQMS as Ei 
performance managemenLpolicy,. most· .• respond~nts indicated that after·they .·have were • evaluated illternally 
betweenSeptemberand dctobereachyear,.apefiodthatis··kriown'asthe.lQMS .• ~aso11;itheydeveloptheir.own 

growth ·.plans which are in,CC>rporated 1into. their SchPQI • lmprovetmerit)>lans~ A,doc~m.entthal is•USE3g by both the 
schc,ol ~M • thf! · ciistri~ .gffice • to frE!c1te a. develOJ)IJlerllal plan for the.· schools and. the district to create a district 
improvement plan. 

After the.,creatirigo( the SC!'l091 improvement plan)and the district improvement plan, a series of workshops is 
supposed to take place between February and July of each year. Most respondents indicated that the workshops 
conducted . did not meet their specific ~reas' of developmental needs whUst a sign ca11t .number sai~ thf! 
wolkshops conducted for ther:11 were effe~ive. 

To date, after eight:y'ears of IQMS; irnpleirlentation, the greatest majority of all respondents ilidicated that they 
trave never been eyaluatc:Ki e)(iernc1Hy, \Yhilf! qnly a handful said. thf!Y v,,ere evc1luated externally. The. new policy 
says that this should hap~n after .three to five years for secondary schools while this should. hap~n after every 
five years for primary school. 

iarv1s implementation shoulcfgo wi~ WholEJ :Schooi Development, but this has not taken place and schools 
therefore still miss. out on being provided with rnuch .needed. physical .resources ... lQMS wolks fr01TI a premise that 
says learner achievement and e,ducator performam:e should be accompanied by a steady supply of resources. • 

• Lastly, educator perfonna~ce will 6e measured by the degree fo which learners pass. 

Thelasf aspect of strategy assessment.deals with an improvement in botll· feamer and .. teacher. performance. It is 
however disheartening to note that most schools indicate l'lO ~ignificant change in learner results since the 
lntroduction·of·this policy whereas ~nly few educators said•they had.experienced a.significant·improveme11t•in 
results since the introduction of the new policy. 
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5~2.4. RECOMMENDATIONS. 

After ·having. presented· the data obtained. from the questionm:1ire~ and interviews, the data was scrutinized 
cl~sely and a. surnmary of the main. findfngs • contained in·• the data was also. presented .. ·. Recommendations·• on 
what should be done in order to·ensure. thafthe policy should achieve the. kind of impact that the policy rnakers . ' . : • . ' ' . . . . 

• had.·in··mind when. they introduced ii in sq,ools in· order to monifor.the.pe~orn1ance of school based educators· 
wm now be made. 

In order.for schools• to. have any hope of managing the perfollllance of ail its. n,ell'i~~; school ma11agement 
teams; rnerribers•<>f.the·School Gov~ming Bo(j1es·a11d an.stakeholders of schools must ~ittogeth~r·and .. crafta 
common vision and a common· mission statement. A common vision and a common. mi~ion statement are.a part 
of ail institutions o~errill stra~y by which all those who have aninterest in a particular school are going to have ... ... . - .. . . . ... 

a single unifying purpose tf1atis going to drive arid directthe actions of all those who subscribe to it. ft is of 
paramount irilportcmce that these two aspects. of institutions overall strat~gy must be acceptable to all and riot be 
seen as animpositi011 ofthe principal a.nd.his management team.al.one if ordinary we>rkers are•to·perform.beyond 
themselves; 

During ·the strategy implementation phase. of performance management, it is of paramount· importance tha.t all 
·actions arid tools' that. are aimed.· at .. mar:iaging performance· of· school based· educators must have been jointly 
decided, for example, the class visit exercise as a constitutionaland legally binding tool, before it must be used it 
mustbe<discussed at length by all those who.are affected.and must be demystified, so thaUts real purpose and 
modus· operandi m·ust be known by all. It is when .this is tlappening that the class visit as an inalienable tool. of 

. . . . 

performance management is understood. that ·alt ·educators will• readily accept its ,use· and support it. It is e~ident 
thatthe class visit as a means ofevaluatlng and assessing educator performance is still going to pe with us irt 
the near future. This therefore .cans for more workstlops, debate and discussions on whatit is; its usage in 
teaching as an evaluation tool. . 
From the information gathered during the research stage, it became clear.that the management of performance 
of· educators at. schools is not don~ • as per prescripts of the IQMS policy. It has come • to the fore that the 
managementofperfonnance,at schools is taken as an event and not a process.This is clearly illustrated by the 
respondents who view .the evaluation of educators in. practice as an event that takes place at the end of the year, 
which disrupts the smooth running of schools as all the other activities of the school are terminated in order to 
allow foi:- class visits which are done only for compliance as edu~ators had to. do it in order to qualify for nexr 
year's pay progression. The concept ofthe IQMS still needs to be explained thoroughly through extertsive • , 
workshops and information sharing sessions so that educators mindsets removed from ;iewing IQMS as only"a.>' 
pay progression activity but that the other aspect of educator development be emphasized as wen; namely how 

. an educator is . supposed.· to perform his duties within the new policy framework'. It· is more frtting .that the· two. 
· aspects of pay progression and educator development be divorced from the entire system so that development 
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takes its ·own course and evaluatio11 :tor•pay progn3~ion .takes anotl1er.course; 

1.t.·•has·· atsobecome apparent:that·the .. second phase of the policy dealing with.•per:fcmr1ance management, 
namely, external .whole ~C>QI Evatua~on vvhich :forms an • integral part of managing the perfornrance tit • 
educators .seemed to. abandoned by the state. This phase is very vttahn evaluating educators externally and 

• ~t tile sarne. time ex~min~ tll~ .bacicgr.ound aga111st.which. ~ucators.are working at their sci16ols;seem~ to have 
beellneglected. This is regrettable beca1.1seanumber of our school ftducators are force<i tcrwork.at schools With 
virtually 1/erY .little or rto re~urc:# at alt. Tllts)s Jeg~ttable, l:>e~use. resea.r~ results on the m~tter Indicate that 

• best resourced schools a~ amongst the best r,eifomiing schools all over thi:} world. IUs. th·ereforft st~ly, 
recommended th.at th~; pfia~ of Whole $ch®!. Evaluation ll'lllSt,b~ iritroducecf11Sia, ma.ijE!J'.. ~f. urgerjcy so that the 

. other fa~ors impaQting advef$1y onedueatorperformance in class are addressed speedily. . 

5.3. CONCLUSION 

• It is c!ea,r that the:1aM~ as a. poUcy for managing the performance· ofschool. based educators· has had. an impact 
ori how educators both atoperatiorialand foanagemel'it level go abC>ut doing theirwork, as concepts which were • 
previously res¢rved for'the • corporate• wortd ·.have. now come, to be• used• in the•· education sector. • Terms like 

,·. . • • .. 
strategy, vision and mission s,taternentwere previously unheard ofin education but now they have become 

. ~old names~ Where decisions were taken atmanagement level alone we see that decisions:at schools are 
now takenjointly. ltis• has t>ecorne essenµaltherefore fui!t prillcipals ~isted by the E.O.O.'s and the IQMS 
·fieldworkers work.clo~ly Ylith one another in order·toensure thafthe·policy is·· .. explained at length, •discussed 
e,xten'sively, and that its implementation be monitored closely so that .all edu~tors work according to it, the. 
department of education thrc>ugh its districtoffices. honours its obligations as per• policy derriandsi then learning 
• atid teaching is bou.nd toJ)roduce the kinds. of outcomes envisaged ~Y the s.tate through this. policy. 
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APPENDIX A 

• The c;trcuifManager . 
CircuitNo.11: 
Kil)g WjlHarns Jbwr)l?i~tnct. 
Kir,gJ/l(illiams Town 
5600 

Sir/Madam 

9T 

P. 0. BOX 1240 
King Williams Town 
5600 
·27 ~eptfi!rnb~r.2011 

.·RE; Penl'lission·toconduct research on three schools falling iri yourCircuiton the lrripa~tthatthe. IQMS 
asaperfonnance rilanagement policy has' had on how educators perfonn,tbeirdtJties and 011 tiow' 

.. rnanagel1ll are rnanaglng te11ching ;a¢tivities ~Jn~e Jhe im:eption of the policy. • 

I arri an M.P.A. StudentregisteredwiththeUriiversityrifFort I-fare; ahd I amcurreritly doing r:e!3earchJn partial 
. ,. . . 

fulfillme11tof the• requirements of the said degree. As•part of the research project I am trying to assess the kind of 
' ' ' 

• impact that.Ute i9MS ha~ ·had on .how edu.cators are .discharging their teaching duties and cm·.hovl SMT's ar:e 
• also discharging their duties since the inception of the said policy in 2003, 

1·have.subseque11Hy pU(POSiVely sel~te<fthree schools faUihg,in your circuit as samples tcfbeinvestigated·under 
th ... is. study because they fall in thE3 rural areas. I wou .. Id highly a. PP. reciate itif yoU could grarit me permissio.n to 

•·' .,,_,,' ,•,•,,.•· .... , ' " ' '' ' ,' ,, ,,. 

visit those schools for purposes of distributing q~estionn;ires tt> be used during the research process. Such 
visits will take place during tbe breaks when no teaching .takes place. I also undertake to use. the information 
gathered only for the pur:PQ5e!3 of meetlng the requirements for.the said.degree and that the tnieJdentity ofthe 
scnools involved will not be mentioned ariywhere in. this study. 

I ,am hoping fora positive response in this regard. 

Yours Faithfully 

C.X. MA.JERMAN 
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The Headrr,aster • 
SchoolX 
Circuit.No.11 . . . 

• . King WilHarns Tov.rn District 
5600 

Sir/Madam 

98 

. P. O~ Bo>e 1240 

~ng William.sTown 
5600 
25 ~eptember2011· 

. . 
RE:Pennissio11 t~ conduct research in your.school on.impactofthe IQMS on management and teaching 
activities ohducators in your school since the inception of the 1>tilicy. 

I arn an M.P.~ Student, registeredwith the University of Fort Hare..! am presently doing a research project, in 
partial fulfiUment of{he requirements for the M.P.A degfee. I am trying to assess the kind of impact that the 
IQMS as aperformance management policy has t'!ad on how teachers are doing theirteachin~ activities and 
how school managements are managing the perfonnEince of educators since the inception ofthe policy lri 2003. 

I have thus purposively selected you,• and .your educators as subjects of study in the C<:>Urse of this study. I am 
:therefore.humbly requesting you to.allow me to distribute questionnaires to your educators, and your SMT 
members. Some ofthe members ofyourSMTwill.alsobe requested to participate by partaking in interviews. . .. .. . . . ' ,' .. ' ' ' ' . '''' .. , ' ' . '' ' . ,', . . 

I .undertake to keep all respondents anonymous,;l:lncl that thl3 information gathered during the course of this 
. study will be. used for no other purpose.except for meeting requirements in partial fulfillment oi the said study. 

I am hoping fofa positive response in this regard, 

Yours Faithfully • 

C.X.MAJERMAN 
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APPENDIXC. 

IMPACT ASSESSMENT TOOL FOREDUCATORS AT POST LEVEL ·oNE 

Biographical Details about the respondents 

1. Gender of the Responde11t 

· 11. f em818 • 
- 2.Male 

.2. Age group -

1; 25-30 yrs. 
2'. 31 -40yrs 
3. 41-50yrs 
4. 51-60yrs 
s. st '."ssyrs 

3. Teaching experience 

1.1-10yrs 
2. 11 -20yrs 

3~ 21· -30yrs .-_ 
4. 31 -40yrs 
5. 41yrs upwards 

4. Qualifications 

I I 

I 

1. • Matrlc and• professional Diploma 
2.ADegree and·a Professional Diploma 
3. Two Degree_s and Professional Diploma 
4. A Masters Degree and a Professional Diploma 
5. A Doctorate and.a Professional Diploma 

--
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5. Type oflnstltutlon In which the respondent teaches 

1. Ordinary Primary School 
.... , .. ,. ' . 

2. Ordinary Secondary School 
. 

3. Special School 

6.GfJographlc lopation o/ the schopl 

1. Village 
.2. ToWnship 
3,Town' 

7. Condition of buildings 

.. 

1; Excellent 
,2; Fair 
3. Dilapidated 

B. Elements of Strategic Planning 

1. Does your school have a vision? 

2. No 
3. Notsure 11 

2. If the answer is yes,, can you state it in writing? 

.............................................................................................................................................................................. _.; .... • .................................................... . ... . . . ......... ... .. . ,. . -~· .... ~-: ........ ~--· ..................................... ~· '.' .... •• .• -~· ~-·· .. •.• :.-. .. ·----~· .... ~-··· .... ··~·-

............ ·························· ........................................... -.. .................................... ............... ~~--~•;.········••-:••············ .. ··-· .. ; ................... • ... .. .; ~····~··~-··· ... ~. -~··· .................................... .: ..................... .-...................................... . ····~···~-·-·~~······~·······~·········· .. ···· ... · ........................................................................................ ........... " ......... .. 
. ' ' . ......................................................................................................................................................................... 

................................................................. .; .......... • .................................... ": ........... !"~ .. .. ;. .. !"~ ............. ". ...... ............................ . 
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3. If the answer to question 1, is yes, who was responsibl~ for crafting it? 

.~ •• ; ............ 11 ........... jll ......... ....... .;: .............. , ............... 'II ....................................... ......... ~,~·-~~-·~-~~---······· 
,' ... "''"' 

......... ~.·-.~~-•· .............. • .......... ........ ... ..... ........................................ .. --..... ~~-· ... .. •· .. ···~-·.~-......... . 
••.•· •••• ~--~ --~ ! ,• ·-~ ••• !' ......... • ............... ~-·· ................... .;-.: ••• .-......... -............ ; •••••••••••••••••• -..... ~-· •• ~. 

,., .'• . . ' ' ' .. · ... · .. ··. :·· .. , . ,· ,, .... _, ",," . ,. 
. . ·. . . . . . . ' .. ' . . . ·. .. . .. ' .. ............................................................................................ _., ....................................................... . 
······• .. ~·~-.. ~-.. ... .......... .. ..... .... ... ~-... ..... 

4. Does your school hav-e a mis~don .statement? 

1.Yes 
2. No 
3. Don't know 

5. If the a-nswer is yes, can you state ft in writing? 
. . . ..... ...... ~. ·~· ~·· ........... -: ... ~-.... ~··••_••· .... ......................... ;~ . ·-~•~_ ................ ;. ... .: .................... ~. _ ....................... .. 

' • 0 • •, • 0 CO . ••" •• 0 0 0 _. • 0 • • ........................................................... ~•!-:-••~•-:·•·••!_~•-:!~~-~-~-.. ": .... ! ...... ~-~--~~~•,•·~ .. .. ··~~-.. ~-...... ............ ....................... . 

................................................. .: ...................................... .............. ; ................ ~!• .................................................................... .. 

............................................................................................................................................................................................ !!'~ ...... ........ .. 

6. Do you have your own vision as an individual teacher? 

11.Y., 
2. No I I 

7. Have )"OU detennined the mission by which you will accomplish your vision? 

11. Yes 
2. No I I 

8. If you have c~fted your vision and mission statement, do they fit in with the vision and mission of 
yourschool. if your school has.them? 

Ii. Yes I 
-_ 2. N-o .-----1-----i_ 
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9~ Do you· hav.e a $Chedule for ail your teaching .activities 

I 
1 o. Jf your answer to question· 9 above Is, No. state why?•· 

* ~.~• • ••~.• •.• ..... ... ; .. •· • • • .. • •• .... •• • •• •·~':'•. .. -~ •-: •~ •~ •.':' .•.•.•~ ••• • ••~-• .. I~~---~-!:"••~-•• .;.~•.;.~!'~~•• ,i, ••~• •:- •. ~; 

.............................................................................................................................................. ! .. ~~-~--~•i•••.•~·-·· ........... ~~-···~· . . . . . ', . ' .• ........................................... .,:.; ..................... • ..................................... -....................... ... .:~ ........................................................................ -... . .. .· . ' ,. . .. ·. • • . .... ............ • .................... _ .......................... ~~·.;.:_.• ....................................................................... ·.; .................. ........................... . 
.......... .. ~.~: ... .. ~- .... _ .... ... • .. ~- .. .. .. ~--... ..... .. ~--~9: ... .. .. --~ ... ... ~-·~·•· .......... 

11 .. If the answer to question 9 Is Yes, 11st all the aspects of your work that are contalne.d In your 
schedule~ • • • • • 

........ _ .................. ..................... ............ '! .................... • •. ~-: ~! ... ... _~-:_ ......... ~.-~ -:• ... ........ ~-·-·~ .... ~": .. .: .... ~- .. ~·· ..... -~ .... . 

.... ........ •. • •• ............ ...... ...... • ... • .. .. .... .... .. .-.......... .............. ~- .-........ ! ...... _ ................ "'! .. -: ~-.... .............. .......... ~_ .. ~•····· ...... ~-

...................... ~,. ............ .................. ....................... ................................................... ................................................................ " ............... ' ......... .. 
. • • . ' . . 

.................................. _ ................... ..................................... _ ................. !.~ .......... ; .............. i ................. ! .................................................................. .. 

-..... ........ .................................. _ ................ '! .................................. -.~ ••• • .... -~ ..... i, ... .... !'.-.; ...................... ;. .... :.. i, .............. .................... .. 

C. STRATEGY IMPLEMENTATION 

1. Doyou prepare for all your lesson presentations? 

1.AII of them 
' 

2. Most c;,f them 
3i Few of them 
4. None of them 

2. If you do not plan for all your lessons, state the reasons why you are u.nable to do so . 

............ _ ........................ , ..... .......... ............................... ................................................................. ;. ................ .:~ ............................................................ . 
. . . • ............................................................................................................................................................................................................................. . -· . 

............................................................ -.................................................. _ ........................................................... -.......................................................... .. . . 

................................................................................................. .................................. ............................... ........................................................................ . 

........ ........... .............................................. ;. ....................................... ;. .................................................................................................................................... .. 

..... _ ............ ;. .............................. ;. ............................................................... -........................................................................................................................... .. 

................. ........................ ! ...... ................ _ ....................................... ~_ ....... '." .................... ................ ~-............................ ...................... .. 

.......... ..................... ..... .... ... ... .. . .. ............. .... ..... ..... ....... ..... ... . ......... ..... . . ~-... ... _ .. _ ...... ................... -~--... ............ _ ............................. . 
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~- Do you keep all. records of your lesson plans· and dally preparation on your educator fHe? 
·. . . . . .·. . . . .. . .' .·. . ... : . . ·. . . 

1.Allofthem 
2. Most of them 
3. Few of them· 
4; None ofthein I: 

4. If you do not keep all your lesson plan records and daily preparation records In your. file, state:the 
reasons wh~ itis not the case. • • • • 

............. • ...... ••.•••• ... ·•• .. •~••·-•-••.•u~~ ........... ~~•••!·•-•••.••'!1'." ....... ·~••.~!••~:9••:~-~~·~•~• ... •·••~••,•••~~~••~~••o•~--•~~11>•'!•~••·~~ 
: ..... -. ........................................ ........ ........................................................................................................ .;. 
' .. - ................................................ _ ....................... _ ................................................................................... 11••······················ 
.•• • .• ·-~~! ••+ ~-•.•·· , ............. .; ••••••• •••••• ••••••• •••• ··-~~ ·••.•· •.•• ~··-~ •• -.. ........... ••• •• f ~.•.•·· ••: •• ••••••••••• •.••• ~•.• ·~, 
.... .... .... .......... ~······• ... •·•·:~ ........... ..... ; ... ... .-."!_••··~······~~ ......... ...... '!" •• ••••••• •• •• ~· •• ·~ •• 

• ........................................................................................... -.-. ....................................... . ...................... ............... -.............................. ............ ~-.:. ........... ;;-............................................ . 

5. Do you honour ali your schedule oHeaching periods as indicated in the teaching time table? Indicate 
your choice by making a cross in the appropriate box. • • 

1. All of them • 
2. Most of them 
3. Very few of them 
4. None of them 

6. If _not all teaching pElriods are rt'ot honoured, tstate the reasons why they are not tlon·oured: 
. . ··········~··· ........................................................... "'. ........ ....... ........... ": ................... .-.......... . 

• ''' '' • ' I• . ..• • ·················· .. ··················· ............................................................................................... . 
............. -: ......................................................................... .................. -.................................................... . 
........................... ,; .................................. ............. -.................................... • .......................................... . 
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, I ,. • . .-

7. Did you ever have one or all ofthe following officials assisting you when you have a problem in your 
·. .. 

teaching work? Make a crO? in the approa:>riate box~ 

1. Mentor • 

3. DSG 

4.HOD 

~- [)o you,hav~ a probJ-,~ with reso':!rces~uiredfor planning and presenting y~ur.lessons? 

LAIi of thetirnt3 •• 
. 

2. Most ofthe time 

3. On few occasions 

4 .. No problem at all I 

9. If you experience a problem of resources for planning an~ presenting your lessons; pf ease list thein 
iri order of importance to your 1.esso.ns. 

,, ' ' < • ' • '" ., •' •• •. •• •• ' • ,,, • ·~·-··············· •'!'••··············. •:-••···· ..• •••·•••· ....................... ~···· .• ···~···· .................................. ~·····. ~-~-~. 11 

... . . . .................................................................................................................................................................................................................................................... 

 

 



10. De> ~II l~amers In your classes attend your.!e.aching periods? 

1. All learners attend 

2. Most of them attend 

3. Few of them attend 

4. None of thernattend 

11.Jf not all lea"."ets .are ·1n clai..s all of the thn~ whe.n you teach, ~here do you think they are? 

' ... . .. . . . . ................. -......................................................................... ....................................... _ ......... ~~---~··································· 

C. ·srRATEGYEVALUATION 
. . 

1. Do you have a programme according to which you evaluate.your learners? 

11. Yes 
2.No I I 

2. If the Answer is Yes, how often do you evaluate, and at what Intervals? • 

ii••······················································-·························································· 
.................................................................................................................. .................... ~-------~ ................ ..... ....................... . 
·····················••!1·•··········· ~·••_•1!··· .. ····••.•·• .. ·····~·········· •••••••••• .. ···················-·······~··· ............................................................................................................... , ............. . 
...................................................................................................................... 
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3.Jf the answer to 1. above Is No, ~e the reasons why you do not have one 

. . . ·. ', . . 
• ···~····· ·~ .. ···············~••.~••.••.••.• ........... ......... 11••,•··~ ·~········· .......................................... ~·.' 

••••• .................... _ ............ ~1'.'·~••.•····'··· ... •• .. ·~·· .. •••••••••••• .. • .. •••• .... ··············'························ 
. . 

............................ ..... ... -· •• ;,;:.•-~·--···~!'I'' •• ; •• .;·.~~=-··~---;·~········ .... ,.-. ••••• .......... ................. ~•··••.• 

4. Do you give feedback to your learners· after every task of evaluation given to them? 

: . 
: 

1. All the lime 

2.: Most of the time 

3. Very few times 

i4. No feedback at all 
l . . 

5. If feedback is not given to learners ~U the time after they have been evaluated, state the reasons why 1.t 
isso? 

.... • ...... •.••·~·········· ... ..-;.-..~ ................ .;; ................................................................................. . 

................................................................................................................................... ,. . . . .. ., . . , . , . 

.............................. _ .............. ··-~··· .. .................................. ................... ~! .................................................... • ............... ,;. ........ ,.;. 

6.Have you ever done any self-evaluation on yourself? 

II.Yes 
2.No I 
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7.tf the answer to. 6 Is Yes, did you discover any areas of weakness In yourself? 

11.Y•s I I 
a. Do you have a Personal Growth Plan? 

. ,1. Yes 
2.No __ . II 

9. Did you ever receive any training on your areas of we.akness from your school'?• 

I 
10. If the an~wer to 9' above is Yes, who of the following officials gave you tn1inin9? 

• t. DSG 
2.SDT 
3.HOD 
4. Subject 1-fead 

11.Was the training received by you from the official indicated above adequate? 

I'• Yes 2.No I I 
12. How many performance standards are u~ed to evaluate _the perfonnance of an educator at Post Level 
one? • 

. . ..................................... -..................................................................................................... . 
................... '!·•·••";' ................. -. •••• _~ ..................................................................................................................................................... ••••••••••••••••• 

•• ............ ......................... ............. .......... ~·..,.'!;. ••••••••••••••••••••••••••••• .; .................................................... . 
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13. How many learning outcomes are used tt> indicate a learner's understanding of.the content of a 
learning programme? 

. . 
14. How did learners in your school perform at the end ofthe year exams before the lrnplemelitation of 
the IQMS on ed~cators as a. metltod of ma11agingJhefr performance?· 

r•Weli 
2. Poorly I l 

15. Do you t~lnk that the IQMS as a f)erfonnance management system has been able. to assist in 
improving the perf'orrnance of learners at the end of the year? 

,1. Yes 
2.No I I 

16~ Do. you ~hin~ that the IQMS as a perfonnance· management system has been able. to assist in 
changing how educators perform their teaching duties in school since its implementation? 

r- Yes 
2.No I I 
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17. If teachers' performance in class has improved but Jeamers., achievement at the end of the year has 
riot cha~ged signiflcantly,·what do you think is the causeoJathtt disjunct~re betwe~n i111proved teaching 
• arad poor learner performa.nce? (Give an the possible factors thatyou can think of).• 

• ,.• • • •• ,,• • ••• 'c• • ••• •• • • ••• • • •_ ,, •• • •• ••• •••'', • ........................................................................................................................................... . . . . . .. 

.......................................... '!"-·· ···••-:••--:••··· .. •••• .. •••• ~·· .. ···'."·· ................................ ~•-:•·~· •••••••••••••••••••••••. 

• .. ! .. .,.• • ,,,',, ' ' • •,I,• :,: ''" .. , , • . ,,'' "'' ••.. . . • .• , '. ' .,,,,,' 
............. ~-··· • -~ -~-~--~· ~-· •• ··•-~.!'· •~-:•~-·~ ··~· •• --~ ..... ••-:•:--'."•· •• .... , .. :" ...... _ ........ _ •••• ~- -~""'.'! ..... ~'."· .. '! :" ~•'.".~·~•.• .. ~~":•.~···. 

. . ' . . ,,,,.. . ... ,,,. . .. . . .· ,. .. , ' ,, .. ·: ",.· . 
....... ........ " .................. "!~ ........ ~--~•.•·:"· .......... ..................... !"_~ .. .. "! .......... _.~- .. ~•-•,• .. ~·• .. _ ..... ....... ~-·• .. :-·····~··~·• ... , ...... -: .. •~---~··· .. •••• .... .. 

.. . . .. . .. . . . . '.. . . . . . .... . . .. .. .................................................................................................................................................................................................................................. 
.............................. .. ........................ ,,, ................. .............. ;. ........ ~; ............... -........ ......................................... • .............................................. , ..... .. ..... •. ... . . . 

 

 



llO 

APPEijDIX o~ 
A STRUCTURED INTERVIEW SCHEDULE FOR SCHOOL MANAGEMENT TEAMS 

1 Please indicate the fe>llowing: 

A. Yourgender. .. . 

• B. Teaching experle11ce 

C. Qualificatiomi (Academic and Professlonal) 

D. Rartk occupied at your school (Educ~tote>r Member of SMT) 

E. Type of.Institution where you teac~ .(f>rifllary or Secondary) 

F. Geogfaphic location ofyo11r school (Rural.or Urban) · 

2. Whe~ did you hear ~bout the possibility• of the introduction of the Integrated Quality Management 

System as a tool to manage the perfo~ance <>f sc:hoe>l~based educafors? 

3 .. What we~ your feelings when you. heard that as government policy the IQMS was· going to be used 

to manage the performance of all school:.based educators? 

4. What were your expectations from the implementation of the IQMS as a tool to manage the 

perfonnance of school-based educators? 

5. Is your school Implementing the IQMS to monitor the perfonnance of all educators at your school? 

6. Does your school have a vision statement? 

7. Doe~ your school have a mission statem~nt? 

8. Who crafted your school's vision and mlssl_on sta_tements? 

 

 



s~ Has the Implementation of the IQMS, been able .to Impact positively or negatively on your. planning 

duti~t please ela,b<>rate ,on the bnpact it had on you~ planning aspect of.your ma~agement duties? 

10. Has the implementation •of ihe IQMS been able to Impact positively or negatively on your 

implementation of teaching and learning dLtti~? Please elaborate~ 

11. Has the implementation ofthe ICl.MS been able to impact positively or negatively on how you evaluate 

the success of your teaching duties? Please el.aborate. 

• 12~ Has the achievement of learners In your school improved or not rmproved since. the introduction ~f 

thelQMS? 

13. Has U,e physical co.ndltion of your ~chool (buildings, teaching space, teaching and learner support: 

materials) Improved since the introduction of the. lQMS? 
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APPENDIX A 

P. 0. BOX 1240 

King Williams Town 

5600 

27 September 2011 

The Circuit Manager 

Circuit No. 11 

King Williams Town District 

King Williams Town 

5600 

Sir/Madam 

RE; Permission to conduct research on three schools falling in your Circuit on the impact that the IQMS as a 

performance management policy has had on how educators perform their duties and on how managers are 

managing teaching activities since the inception of the policy. 

I am an M.P.A. Student registered with the University of Fort Hare, and I am currently doing research in partial 

fulfilment of the requirements of the said degree. As part of the research project I am trying to assess the kind 

of impact that the IQMS has had on how educators are discharging their teaching duties and on how SMT's are 

also discharging their duties since the inception of the said policy in 2003. 
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I have subsequently purposively selected three schools falling in your circuit as samples to be investigated 

under this study because they fall in the rural areas. I would highly appreciate it if you could grant me 

permission to visit those schools for purposes of distributing questionnaires to be used during the- research 

process. Such visits will take place during the breaks when no teaching takes place. I also undertake to use the 

information gathered only for the purposes of meeting the requirements for the said degree and that the true 

identity of the schools involved will not be- mentioned anywhere in this study. 

I am hoping for a positive response in this regard. 

Yours Faithfully 

C.X. MAJERMAN 
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APPENDIX B 

P.O. Box 1240 

King Williams Town 

5600 

25 September 2011 

The Headmaster 

School X 

Circuit No.11 

King Williams Town District 

5600 

Sir/Madam 

Re: Permission to conduct research in your school on impact of the IQMS on management and teaching 

activities of educators in your school since the inception of the policy. 

I am an M.P.A. Student, registered with the University of Fort Hare. I am presently doing a research project, in 

partial fulfilment of the requirements for the M.P .A degee. I am trying to assess the kind of impact that the 

IQMS as a performance management policy has had on how teachers are doing their teaching activities and 
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how school managements are managing the performance of educators since the inception of the policy in 

2003. 

I have thus purposively selected you, and your educators as subjects of study in the course of this study. I am 

therefore humbly requesting you to allow me to distribute questionnaires to your educators, and your SMT 

members. Some of the members of your SMT will also be requested to participate by partaking in interviews. 

I undertake to keep all respondents anonymous, and that the information gathered during the course of this 

study will be used for no other purpose except for meeting requirements in partial fullfilment of the said study. 

I am hoping for a ~6sihve response in this regard. 

Yours Faithfully 

c.x. MAJERMAN 
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APPENDIX C. 

IMPACT ASSESSMENT TOOL FOR EDUCATORS AT POST LEVEL ONE 

A. Biographical Details about the respondents 

1. Gender of the Respondent 

l 1. Female 
2. Male 

2. Age group 

1. 25 - 30 yrs 
2. 31- 40yrs 
3. 41- 50yrs 
4. 51- 60yrs 
5. 61- 65yrs 

3. Teaching experience 

1. 1-lOyrs 
2. 11- 20yrs 
3. 21- 30yrs 
4. 31-40yrs 
5. 41yrs upwards 
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4. Qualifications 

1. Matric and professional Diploma 
2. A Degree and a Professional Diploma 
3. Two Degrees and Professional Diploma 
4. A Masters Degree and a Professional Diploma 
5. A Doctorate and a Prfofessional Diploma 

5. Type of Institution in which the respondent teaches 

1. Ordinary Primary School 
2. Ordinary Secondary School 
3. Special School 

6.Geographic location of the school 

1. Village 
2. Township 
3.Town 

7. Condition of buidings 

1. Excellent 
2. Fair 
3. Delapidated 

B. Elements of Strategic Planning 

1. Does your school have a vision? 

1. Yes 
2. No 
3. Not Sure 
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2. If the answer is yes, can you state it in writing? 

3. If the answer to question 1, is yes, who was responsible for crafting it? 

4. Does your school have a mission statement? 

1. Yes 
2. No 
3. Don't know 
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5. If the answer is yes, can you state it in writing? 

6. Do you have your own vision as an individual teacher? 

11. Yes 
2. No 

7. Have you determined the mission by which you will accomplish your vision? 

11. Yes 
2. No 

8. If you have crafted your vision and mission statement, do they fit in with the vision and mission of your 
school, if your school have them? 

11. Yes 
2. No 

9. Do you have a schedule for all your teaching activities 
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, 1. Yes 
2. No 

10. If your answer to question 9 above is, No state why? 

11. If the answer to question 9 is Yes, list all the aspects of your work that are contained in your schedule. 

C. STRATEGY IMPLEMENTATION 

1. Do you prepare for all your lesson presentations? 

1. All of them 
2. Most of them 
3. Few of them 
4. None of them 
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2. If you do not plan for all your lessons, state the reasons why you are unable to do so. 

3. Do you keep all records of your lesson plans and daily preparation on your educator file? 

1. All of them 
2. Most of them 
3. Few of them 
4. None of them 

4. If you do not keep all your lesson plan records and daily preparation records in your file, state the reasons 
why it is not the case. 
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5. Do you honour all your schedule of teaching periods as indicated in the teaching time table? Indicate your 
choice by making a cross in the appropriate box. 

1. All of them 
2. Most of them 
3. Very few of them 
4. None of them 

6. If not all teaching periods are not honoured, state the reasons why they are not honoured: 

7. Did you ever have one or all of the following officials assisting you when you have a problem in your teaching 
work? Make a cross in the appropriate box. 

1. Mentor 
2.Coacher 
3.DSG 
4.HOD 
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8. Do you have a problem with resources required for planning and presenting your lessons? 

1. All of the time 

2. Most of the time 

3. On few ocassions 

4. No problem at all 

9. If you experience a problem of resources for planning and presenting your lessons, please list them in order 
of importance to your lessons. 

10. Do all learners in your classes attend your teaching periods? 

1. All learners attend 
2. Most of them attend 
3. Few of them attend 
4. None of them attend 

11. If not all learners are in class all of the time when you teach, where do you think they are? 
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C. STRATEGY EVALUATION 

1. Do you have a programme according to which you evaluate your learners? 

11. Yes 
2. No 

2. If the Answer is Yes, how often do you evaluate, and at what intervals? 

3. If the answer to 1 above is No, state the reasons why you do not have one 
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4. Do you give feedback to your learners after every task of evaluation given to them? 

1. All the time 
2. Most of the time 
3. Very few times 
4. No feedback at all 

5. If feedback is not given to learners all the time after they have been evaluated, state the reasons why it is 
so? 

6.Have you ever done any self- evaluation ? 

, 1. Yes 
2. No 
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7 .If the answer to 6 is Yes, did you discover any areas of weakness in yourself? 

1. Yes 
2. No 

8. Do you have a Personal Growth Plan? 

11.Yes 
2.No 

9. Did you ever receive any training on your areas of weakness from your schodl? 

, 11. Yes 
2. No 

10. If the answer to 9 above is Yes, who of the following offials gave you training? 

1.DSG 
2.SDT 
3.HOD 
4. Subject Head 

11. Was the training received by you from the official indicated above adequate? 

 

 



130 

11. Yes 
2. No 

12. How many performance standards are used to evaluate the performance of an educator at Post Level one? 

13. How many learning outcomes are used to indicate a learner's understanding of the content of a learning 
programme? 

14. How did learners in your school perform at the end of the year exams before the implementation of the 
IQMS on educators as a method of managing their performance? 

l 1.Well 
2. Poorly 

15. Do you think that the IQMS as a performance management system has been able to assist in improving the 
performance of learners at the end of the year? 

l· Yes 2. No 
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16. Do you think that the IQMS as a performance management system has been able to assist in changing how 
educators perform their teaching duties in school since its implementation? 

11. Yes 
2. No 

17. If teachers performance in class has improved but learners achievement atthe end of the year has not 
changed significantly, what do you think is the cause of the disjuncture between improved teaching and poor 
learner performance? (Give all the possible factors that you can think of). 

Appendix E 

A STRUCTURED INTERVIEW SCHEDULE FOR SCHOOL MANAGEMENT TEAMS 
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1. Please indicate the following: 

A. Your gender. 
B. Teaching experience 
C. Qualifications (Academic and Professional) 
D. Rank occupied at your school (Educator or Member of SMT) 
E. Type of Institution where you teach (Primary or Secondary) 
F. Geographic location of your school (Rural or Urban) 

2. When did you hear about the possibility of the introduction of the Integrated Quality Management 
System as a tool to manage the performance of school-based educators? 

3. What were your feelings when you heard that as government policy the IQMS was going to be used to 
manage the performance of all school-based educators? 

4. What were your expectations from the implementation of the IQMS as a tool to manage the 
performance of school-based educators? 

5. Is your school implementing the IQMS to monitor the performance of all educators at your school? 

6. Does your school have a vision statement? 

7. Does your school have a mission statement? 

8. Who crafted your school's vision and mission statements? 

9. Has the implementation of the IQMS, been able to impact positively or negatively on your planning 
duties, please elaborate on the impact it had on your planning aspect of your management duties? 

10. Has the implementation of the IQMS been able to impact positively or negatively on your 
implementation of teaching and learning duties? Please elaborate. 
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11. Has the implementation of the IQMS been able to impact positively or negatively on how you evaluate 
the success of your teaching duties? Please elaborate. 

12. Has the achievement of learners in your school improved or not improved since the introduction of the 
IQMS? 

13. Has the physical condition of your school (buildings, teaching space, teaching and learner support 
materials) improved since the introduction of the IQMS? 

 

 




