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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 pfovide 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 ONE: OVERVIEW OF THE RESEARCH
1.1, INTRODUCTION

The new. democratlc govemment of South Afnca came to power wrth apromise of a better lrfe for alt in a ‘country

;that had been dtvtded nght rnto the middle, ‘where one section that had been pnvrleged was comparatrvely well
N off and another which had been poor asa resutt of depravxty One of. the vehrctes through which the state cou_td
're—engmeer a process of socrat Uplrftment of those who were prevrously drsadvantaged was:to lntroduce an
education syst_': n

jthose who were prevrousty drsadvantaged educatron hed to be: made free and compulsory up to a certain’ age

that would be a vehicle of upliftment. In order for education: to fulfill its task of socratty uplifting

jfor atl schoot gomg 'ge chrldren it meant also.that the vanous learnmg area ourncuta contents had to be revised]" :
S0 that therr conte

, vvould provtde tearners wrtmthe knowledge and skrtls that were requrred to make them

The reahsatron of the rdeat expressed above- woutd remarn an utopra, if the new’ democratrc government didn't
‘pass pteces of Ieglslatton and put potrcres in place that would ensure: that thts noble rntentton was reatrsed
: Amongst polrcres that had to be put in ptace to achieve: the rdeal stated above govemment had to took at the,
‘ order for educatron to futt‘tt its: obtrgatron to the*South Afrrcan masses tt meant that: the area of performance by
educators and how. it was: managed had to receive the attention of the state. In South Afnca, during: the years
precedrng democratrsatron educatlonal control through the Panel tnspectron System had been abandoned asa -
', resutt of unrelentmg pressure from educators Th:s unrelentrng pressure put on'the Panel lnspectlon emanated.
its nature the Panel tnspectron System was regarded as arbttrary, Judgmental and drd nothrng to develop
educators in areas where they desperately needed deVetopment As result of the pressure ‘stated’ above the -
Panet Inspectron System was abandoned during the late 1980's a srtuatlon that -created ‘a performance
management vacuum, a situation that see to go agarnst the Theory X of McGregor, which: states that most
workers function optimally when they are subjected to strict man‘agement of their performance. Co

It was eventually in 2003 that government and representatives of organised fabour finally reached an agreement
topu_t in place .a policy on performance management- of school pas’ed -educators. This was in'the form of
Collective ,Ag_reement-. No.8 of 2003 wherein -an instrument; known as the Integrated Quality Management
‘System (IOMS) which contained all the pn'nCtptes ‘methods ‘and procedures to be followed in managing the
'performance of school-based educators. The Integrated Qualtty Management System (IQMS) was a victory to all
as: govemment and unions finally reached an agreement on the mtroductron of a performance management
system for: educators The IQMS incorporated into -one system three different but complementary systems ‘of
performance management namely, Developmental Appraisal (DA). Performance Measurement (PM) and Whole
School Eva!uatron (WSE). ‘



The tQMS was supposed to- 'be;im'plemented' with' effect from . Ja'nUary 2004‘ so that the process of' 'edbmtOr
performance. management should be embarked upon'as a matter of urgency Today itis almost esght years. down
the line when perfonnance management through the. IQMS started. After the passage of such a'long period of '
: trme lt has become necessary t.hat an assessment be made to. determrne if: the IQMS is: achrevmg the desrred
eﬂ'ect in terms..of the performance by school~based ‘educators:as per strpulatrons of the Agreement.’ Hopefully -
..through thls study an attempt will be made to assess rf the pohcy has been abte to impact where'it was desrred
to rmpact the most. - '

1:2.RATIONALE

. Polioies.‘ whether it's i rn educatron or.in: the private sector, are’ fonnulated in order to achieve specrf' ic targets in
the fonn of specrf c objectrves and goals which are meant to meet the: needs ofa specrﬁc group In"this case of
‘the IQMS the: pohcy by govemment is:aimed at brmgmg about a: specrf‘ ic change |n the behavror pattems of 4

. school_: base_d _ed‘uvcators in the: way_rn.whrch they perform their educative and management dy_tres. The main
objective of the policy is: that when school-based educators perform their duties as specified in‘the policy, will
fi nally cu!mlnate in: lmproved performance by learners. When learners: ‘perform’ WeII then the govemment's ideal
of provrdmg an educatron that meets the: needs of its recipients will be realised..

An-impact: ass‘essment of the policy on performance of duties by schoolébased educators is therefore a fitting.
exercise after.a seven year: penod of policy implementation. In line with the general claim that policyi |s made as
it implemented, and/or implemented as it is. made,_ -an-assessment at thls ‘point in time would provide government
and stak_e_hol_ders an'invaluable information on where the pohcy. mplementatron‘ls succeeding, and also'on areas
where the policy implementation is falling short achieving its‘expected‘outcomes ‘When vital information such as
this’is at the dISposal of all those:concerned with the policy they may. take a decision either-to lobby for. pohcy ;
change orto Iobby for polrcy retention but with minor adjustments in areas where these are really necessary,

1.3. STATEMENT OF THE PROBLEM -

" The Panel Inspection System-as a performance management‘system employed by apartheid ‘government to
monitor the performance of eduwtors came under i increasing pressure towards the late 1980's until the system
eventually collapsed in the mid: 1980'5. thus leavmg a performance management vacuum in many schools as
principals struggled to- grapp!e with the: task of maintaining. performance management ! m thelr schools without
any power of govemment policy- to support their efforts. This; srtuatron led to a state. ‘of-near paralysis for some’
schools a situation which. meant that education in general entered a state of near collapse as national and
' provrncral figures of a matric pass rate fell below.the 60%: average while.in provinces like the Eastern Cape the .
provrncrat matnc pass rate fell below the 50%- average. A situation that indicates an education system thatis ina
chronic state..
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The chromc .state into Wthh our educatton system had drifted, was threatenmg the achtevement of the ldeats‘
that the new democratlc order ‘was stnvmg to achreve. hence Collectlve Agreement (8 of 2003) was srgned m the
,Educatron Labour Relattons Councrl (ELRC).- The sard Agreement detatled aII the pnncrples. .guidelines : and
procedures to be followed in. the management of the perforrnance of all school-based educators throughout the
_ :oountry The pollcy was: supposed fo be rmplemented as of January 2004 on cychc tntervals of- between three
_.years for secondary schools and five. year |ntervals for pnmary schools

Almost eight years have passed since the policy was supposed to be implemented. It is the expressed wish of
the. researche'r to 'do“a' fonnal impar:t’assessment on the potiey'*to détemﬁne 'uvhethe'r in"deed it succeeds "to‘
:seen_ when,r_t achvxeves.rts.targeted o_bjectrves that ls,_ belngb;able to .‘change, the;behawour_ ot_’ ,educators in the
tmarniner in which: they perform their duties so that they-are in’ line with policy prescripts. When there is a visible
behavrour change on educators in the’ way in whtch they perfonn thelr dutles it is: hoped that there wrll be a
:'consequentrat rmprovement in the achievement levels of leamers ‘and finally when thus happens the state’ wrll be
‘sticceeding in its:main task of prov_xdmg a quahty_educatron to'its crtrzens.

The intention of the researcher is to assess whether the behaviour pattems by educators meet or does not meet
‘with the expected standards set by the policy makers. Where this situation hinders the achievement of the

‘expected behavior pattems are highlighted and appropriate solutions are sought jointly by the state:and all thé
.relevant stake-holders.: Lastly, it-is the intention of the researcher to identify any portions-of the policy whxch are

unworkable so thatthey can be discarded or rep!aced with'more workable ones

1.4. RESEARGH QUESTIONS

"l‘he'main problem that the researcher intendsto. investigate‘ with:this 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 introduiction 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 directr‘on to:the research process. Thegiven.s’ub—prob!ems-ernanate'from the main:problem and that

they are given for the sole purpose of giving ‘struCture-tothe investigation and also make the main problem easy

1o handle: The sub-problem emanating from the big prob!em whxch has been used as our research questions are

following: '

° -What kind ‘of |mpact has the: IQMS hadon subject educators' and how they perform their duties?
Y What kmd of tmpact has the IQMS had on Heads of Department on how they manage ‘their
.departments? B
“® What klnd of rmpact”has the IQMS had on the Principals of schools in relation to how they manage their



"schools?

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

1.5. OBJECTIVES OF THE STUDY.

At the conclusion of this study the researcher will have achleved the: followrng objectives, which are part of the
réasons why the study was’ undertaken in the very first place: '

e To detennlne whether or not the: IQMS has had any srgnrﬁcant rmpact on how school-based educators
- perform their duttes smce its: inception in'2004.
‘¢ To indicate -areasfand or factors if there are any, where educators performance has come short of what
the |QMS prescripts dictate:
® To offer recommendations on- what could be done: to address areas: of dlSjuncture between theory and’
practice: of the IQMs.

1.6. RESEARCH METHODOLOGY
‘The research methodology will how be discussed atlength in the foitpWing ‘sub-headings.
' 1.61.RESEARCH DESIGN

This is ‘an evaluative: rese,arch»-stu_cjry ‘which seeks to assess the kind of impact that the Integrated. Quality
Management System*(IQMS) has' had on the performance of ‘duties by ‘school-based " educators, which' are,
subject teachers and SMT members namely. Heads of Department Deputy Pnnmpals and Pnnclpals smce rts_

The study will be conducted using both-the qualitative and quantitative research approaches because the nature
of the' topic and -the kind of data which is needed to carry the’"s'tudy to its.conclusion: requires the use of more
than ong: method in order to come‘up’ ‘with findings that are.valid.and reliable: (Bless. & Higson-Smith, 1995
Cresswell 1998 Leedy & Ormrod 2005).

'l‘h’eduatitétive research method has been- specifically chosen because some of the intonneﬁon te'be gathered
‘will ba: denvad from the respondents' rich: descnphons and explanatrons of expenences -and processes that occur

within, specrf' c localltres and that these could be-best obtalned by qualrtatrve methods (MIIBS and Huberman.

1984 15) Another compelhng factor for theuse of qualrtatwe research method is that it deals wrth the' mdrvrdual
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'm the natural world wherem hns personal wews and perceptrons are mptured Thrs sstudy exactty seeks to get the

views of rndrvrdual educators wrthln therr schoots on how the new. perfon'nanoe management tool.is rmpactrng on
- their everyday practxce

The: quantrtatrve research method has: also been specn" cally chosen as part of thrs study because of the nature j
of |nformatlon to be gathered Use wrll be made of. structured and mrxed questrons from a survey questlonnarre.
designed to draw ot feehngs and views: of educators at post leve! one, and also Heads of Departments deputy
' prrncrpals and prmcrpals as: members of the SMT about how the new perfon'nance management system has

rmpacted on; how they perform therr everyday duties: For the: purposes of this study, thrrty post ‘level one

educators will be requrred to answer questions from the survey questronnarre, whrle four members of the Schoo! -
Management Team (SMT) wrtl also’ answer: questrons from a survey questronnarre meant for SMT members. /

while three members of the SMT wrll be. subjected to a structured lntervrew These, respondents will be from Z. K:
Matthews High: School,Mzontsundu,Hrgh School and Thyusha_ Lower/H;gher anary School.

1,6.2.SAMPLING

Accordlng (o3 Baker (1988 137) sampling in the social researches is the practrce of selecting a lrmnted number of
the subjects of a research which: are also referred to as. respondents becsuse itis rmpossrble to cover-all those
‘who are potentral,subjects of aresearch; '

_ For the purposes. of this study three schools have been sampled -as they are located in the-rural villages
surrounding' King Williams' Town education district because of their proximity to the researcher. Two of these
~ schools are secondary ‘schools and oné is a primary ‘school. The number and type of schools chosen are
regarded as representative of the target population and results obtained from this sampte coutd be safer used to
generallze on the srtuatron that pertam to other schools thatare not part of this research

For the schools chosen, it will be important that an educetorateach category will be available to take part in‘this
research. This' means that educators at post level one and members 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
maxrmum participation and co—operatron consrdenng the time at which the study takes place that is towards the
end of the year when educators are busy prepanng for the end of the year examinations.

1.6.3.DATA ANALYSIS

Bogden and Bilken (1 982:145) define: qualrtatrve data. analysrs to mean a process of working with  data, whlch
are textuat and non-numencal and unstructured in nature, by organrsmg lt ‘breaking it into meanrngful umts
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searchmg for patterns; drscovenng whati isto. be leamed and: ﬁnatly reportmg to others what is rmportant about‘
'the data, ‘

For the purposes of this study the gathered data will t‘rst'be read through and transcribed. The main emphasis of
this exercrse will be:on the underlymg meamng that ig presented by the data A lISt of all the toplcs rnto whlch the‘ ’
transcnbed data fell will be. made Srmxlar toprcs will be grouped- together and to.each: topxc will be assrgned an:
'abbrevrated and rdentrf' able code.- The most descnptrve wordlng for toplw coded will be tumed mto themes and
;cztegones ‘Finally, the coded themes and categories will be assembled and afi f nal analysrs wrll be done fottowed
by’ the lnterpretatron and reportmg of research ﬁndlngs

1 ,7.|§E‘LIMITA1‘I'ONS’ OF THE STUDY

This Is ‘an evaluative study that seeks. to assess the impact of the ln'te'g'rated' Quality'Management System
(IQMS) on school based educators. of the" Klng Wllrams “Town District in terms of how they perform therr
‘educative duties smce the advent of the new pohcy on performance. management; which-came into eﬁ'ect in
-January of 2004 ‘

“The study will be conducted in two secondary school and one primary 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

1Thi5'study involves working with human beings, therefore ethical issues will be: upheld-at all times. According to

Srngleton JR. et al; (1988 445) the most lmportant ethical considerations to observe during thls study will be to
‘ensure that \no ham whatsoever 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 thepurposas of this sfudy. whrc_h is to meet the requirements of the degree Master of
PublicAdminieﬁation. 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.
CHAPTER ONE

The researcher will address the research:problem, formulate the research questions, ‘state the objectives of the
‘research, declare'fthe rationale for the investigation and state the research design. :



CHAPTER TWO. .

The chapter exammes the oonceptual and theoretn:al framework of the study as denved from the Irterature
studied. The chapter unfolds by def nlng concepts that form: the basns upon which theory on performance
management and eventually the lntegrated Qualrty Management System (lQMS) and- lts apphcabllrty in: schools
will be based

' CHAPTER THREE

ThlS chapter mtroduces the methodology to. be used to collect and select data from respondents Quantltatlve
and qualltatrve data g'athenng technlques will be Uised because of the nature of data needed in: lhlS mvestlgatlon 3
This therefore means: that the survey questlonnarres and a. structured interview’ schedule will be the:main test

mstruments used in ‘this: study
'CHAPTER FOUR

“This chapter -will focus on the presentatlon ‘analysis’ and interpretation of data that has been collected through a -.
questronnalre and the. interview. Dunng the process ' ‘of analysis;. the data collected will: thus' be. collated,
compared and analyzed ina descnptrve manner. '

CHAPTER FIVE

This'is the fi nal chapter of the investigation, therefore it will conclude the investigation by stating clearly what the -

-mann findings are followed. by ‘a short process: of offenng 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 of this study will be discussed and argued in great detail.



CHAPTER 2: LITERATURE REVIEW.
2.1.NTRODUCTION

The first part of tﬁié-gh_ap_;ér will gdqﬁne the basic conceptsthat are contained in the topic "uﬁderjn,v_esﬁgatjénffjn..
| this study. These: concepts’ are,. job _pé"rfdrméncé, quality s',e__ryi?_e and/or goods; per'fonnancef»gppraisalk,l

' be’r‘folifmani:aghianagemant,' ;to'tal: qugl'i;ty_ management, -vih't"’_eigra_tedv quality r-nanag_emen_tv system..,ThneEsei:ondjpa’r_t '

‘of this. ‘chaptef wm_;j_in'trodich the iheo'ries that form the -.base's' upon which this study is going to:be built by .

vihtrqucihg-Té{al'Qua!ity ‘Management and thq Ihﬁtegr?tedf Quality M_an'ag_e'mérit"as fheoriés and why they ‘are
' W’m"_th.ihfrod;lcing'a‘s"fhéoﬁe_s of performance mana‘_géﬁieht,\nith reference to the 'sgch’obllsetﬁng.f_Th‘rs_"\iyil[ be done

by outlining the jh‘is'tory_ of performance managément and particularly deal with arguments. in favour of the
introduction of Total Quality Management and more particularly. the introduction of the Intégrated Quality
Management: sYStém as & performance management system for school based educators. Finally this study will
"a:ssessv how the new policy én performance ﬁangg'ement has ‘beeri able to impact on practice in the rural

schools of the King Williams Town education district.

2.2. Definition of terms:
~ Terms used in this study.will now be defined at length in the headings that follow below.

2:2.1. Job Performance
‘Cascio (1986:274) gives a elementary definition of job perférmance,; that serves to give a very basic platform
from which students 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,'aci:omplis_hing tasks that are obligatory to the occupier ofa

particular job.

In moving a step further, Cascio (1998:43) cites Campbell, et al. (1990) who posit that “job performance” entails



?
people " doing obserVable things. that are: relevant for' the ~goals of : an | organization. “This defnitton by
Campbelt(1 990) as cited by: Cascro «“ 998) takes ]Ob perfonnance a'step further because from the initial definition
by Cascto(1986) lt takes the argument further by mtroducmg the notron that.in- accomphshmg tasks that are
' _oplrgat_ory-to a‘job the perforrner..of ajob meets th_e goals of vthe organlsatlon. Thrs,argument»dea‘rtyrputs pascrq
in line With"traditiona't -"s;chora“rty thtnktng onfthe‘tbbteibe(:aus‘,e‘ m‘eeﬁng'thegg_oals of an institution as the-ultimate _

'Cascuo (1998) further argue that ]Ob performance isa multr-drmensronal act and that it constltutes a multrphcnty
of behavrors and that these behavnors whlch constrtutes ]ob performance can be scaled in-terms of the! level of
¢Wﬁomanm‘they represent.' The notion ralsed by Cascio “ 998) that-job perforrr'ian‘ceis a mutti—_dirnensmnal,act |
: 'mdrcates that Cascro represents a break from the: traditional scholarly: thmkmg that tended to' view- job
'performance only’ from one drmensron that job performance can only be looked at from the. organisational

perspective, that itis aimed at meetmg an orgamzatron s_ goals.

Grobler, et al -(20,06:282)_ wpture'th‘e'ess'enbe‘of' what job performance is When they look at it from a multiple )
| dimension by arguing that' emetoyee: performance of:a‘fjob related task implies a worker-achieving-a previously
agreed upon(between an empteyeerand’management)‘ ‘specified quantity and dua!ity ©of.a job:output; and that
this is done at set-timeliness, and that job performance also include human attributes such as always being
present at work to: meet the eaid job quotas, and displaying ahigh degree o.f.c"ooperativeness‘ tquarde fellow:

“workers and management.

The deﬁmtron as given by Grobler, et at (2006) can be applicable to both the: public and private sector, and more
especraﬂy to the education sector. It is exactty for thrs reason 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 fo’r

the purposes of'thisstudy.
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2:2:2. Quallty service

. lvancewch (1994 10) argues | that quahty" means dlﬁerent thmgs to: d!ﬁerent paople Thns therefore tmphes that lt

perspectlve the customer—based perspectnve product-based perspectwe the value-based perSpectwe andlor -

lastly, the _transqendeqt-based ‘pe!'specttve. :

v_[\('ancevi‘cﬁ (1994:10) argues that the purpose behind ‘the. employee's performance’ of their: jobs in their
‘organizations orinstitutions is to achiéyef and to deliver ‘a quality service, whethervthe Srg'aril‘s'._':iti_bn; is in the
'ASe‘[\;i‘c':e sector or in the production sector. Quality goods or service is what institutions aim to a‘cﬁi.e_:\__('el'i'f tHe_y;Want
to-attract aﬁd.k'e'ép‘thtéirﬂ bhétdr’hér’s[“\yivho are the consumers of their goods happy. Satisfied customers will ensure
.t’héjr continued ‘support-of :an institution, and this confihued support will eventually lead to the: continued
Aexis'ténce' of 'thét'_insﬁtuﬁ'oh. This notion is equally true when it:comes to education and ,schéd!s' in particular.
'iSc_thlS:,th‘at~p|:'év‘iouv"5iy served certaln ‘communities and were unable to .'prbduce. good feéu_lté;haVe seen an
-exodus. of learners from such schools to schoals that offer quality education tb !eame’fé‘._‘Thgj?@c_hd_olfjs res'u}"tsv ét
‘the end of thé'yea'r. mO?éf_eébeCiélly the grade 12 results, are regarﬁe’d asa yardstick by which to measure the
-efféctiveness of a séhool; Those schdo:ls that are seen to be ineffective and display a high failure rate are those
schools that are hardest hit by this exodus of leamers and most are closing down., |
Ivancevich (199,4.‘1,[5) explains the notion of “quality” goods explicitiy well, When, he- declares them;: ag'those
goods that display a tota'lity. of features and characteristics which bear on their ability o satisfy stateﬁ drim'pliéd:
needs of the customer. The definition by Ivancevich (1994) nmplues that in order for services rendered or goods
v prcduced to be regarded as being of qualrty, they must be able to conform to clearly stated nequxrements These
wjllveventual!y,le'ad to'the sgtisfaction of the needs of the manufacturer or supplier and eVehtually lead to the
satisfaction of the ﬁeeds of the users or anybbdy who comeé"into cqniat‘;t with those.prodb&:‘ ‘or services. In the
education sacipr this nqtipn équally holds true. The ‘lea'me_r. parent, tertiary institutions,: govemment-and

Aorgz'mized busiriess as consumers of the service bffgéred by schools will be satisfied wrth the quality offered by
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'sbciz‘hbid!s"pnly;if the percentage pass at grade 12 begbrﬁés-avhun'dre_d percent, whilst over above the hundred

percent pass rate other qualitative factors come mt_ofbiaj_*_sugﬁ as,;'.ih_e_'nu_rriber of students gaining passes that

‘allow them acceptance at university, the. number of distinctions achieved per subject, number of learners who

‘pass science and technical subjects with grades that will not only guarantee university entry but will qualify them

for bursaries to pursue these subjects further.

*For»the'purposeéfp’f{thisfStUdy the definition of a quality service as stated by Ivancevich which views: quality
service and goods, as the ability of the p‘mdﬁcf or service offered in ‘a particular _c’:p'rﬁpéhyjdi: inétitut‘idrj;to:satjisfy
corisumer, comes closest to the way and manner in which quality service will be used for the purposes of this

‘study.
2:23. Managéme'nt .

‘Evans & Lindsay (2002:149) argue that in order for workers to achieve the .goals and objectives of their
institutions; and for them to accomplish the tasks that they have been employed to do to the satisfaction. of their
companies ‘and:the. customers of their companies; and the goals: that they ‘set for themselves to.achieve at the

: end_.of the day; their peiformance.has to be. closely 1managé'd;

The -notion -expres_éed 'ébove is further suppp‘rtéd‘_b‘y' the MpGrégor’s’ ihedry X, which assumes that’ people
generallj‘d_i'sl‘ik_e“-work‘, and that in order for them to,achfgye the'i'r‘;ovhork' targets they have to be mqniio_red closely. '
Even those who according to the M;Gregor: theory Y, Whé are said o have a psychologiéal‘pre&fsmsiﬁon within
themselves to work because they have a psychological need to fulfil and therefore g‘i‘ve‘ all their best in the work
" process; their béychblbgical energfes 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, et al (2001 9): ‘partially explam the’ management of employee performance m an appropnate way when
they vnew management as both a: noun and a verb ln der nmg management as'a verb they posxt that it:i ls a
‘prpcess ;hgt pnyolygg} wqulng._wnth mdwlduals and grqups,a'nd other. resqurges suchas techn.olq_glpalf e]qullpmye_nt_
v,and capital in order to meet sét organizational goals by employing activities stich as administration, copying, and
rmaintenance’ of ‘systems “and. ,Stm,dutes;' As :a noun, Hersey ét al(2001), and McFarland(1979), ‘view .
"fma_nag"ement‘ias a prpc;ass;by“wmch ‘managers create, ‘\di‘rect...fr’_r'i‘a_invtain, and _gp,e_fat'e ‘purposive?:’prganizatibné

throigh cootdinated, cooperative human effort,

' 'Be_fi‘ne'ﬂ (1996:123) ‘deliiiefé an exhatistive explanation of management When‘s"he‘*posiﬁts that management is an
.ongoing process that aims to achieve organiZétibnél objéctives in'a most efficient way. He futther argues that the
.ma’nag‘emen’t.._a’ctifd_éalSWith-{hé‘vdeployrnent of the material, human and ﬁnén_ciarlv“ré_s_.purc_és,.'Whiié also:dealing

- j'ﬁvim the design of ‘d:r'g'an'izafﬁbns,‘-iheft-étmcturé and develop’_menf.;ihe Spéciﬁcation of objectives and the choicé

of criteria for the evaluation of organizational efficiency.

For the purposes. of this study:the definition by Bennett (1 996) Which views managément as an activity and a -
-process that must be inflienced by a multiplicity of theories based on how these view the management act, the
purpose of the inétitution,.—and.fh'e-ro!e'of--the.humén and non-human resources in the: management act comes

‘closest to the manner in which we will use management for the purposes of this study.

'2.2.4. EDUCATIONAL MANAGEMENT

Van der Westhuizen (2004:55) describes educational management to mean a specific type of work:in education,
‘,.,gui’d‘e'd' by the mission and vision of the schnol,.goals and objectives set by individual ednwtor's and those of the |
_ entire -institution’ ‘sét ‘by those who are affected by.th'em.‘ This s;peciﬁb-'type of wgrk called educational
managemant cbns_ists"of those regulative. tasks Aor actibn§ such-.as, _pfanning. c;rganizing..guiding.' leading,

wacning‘ \mento'ring'and evaluating. Van der»'Wesfhuizen (2004) further argue that these regulative task‘s_~ are

-
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executed by a person or a group of persons that are: in a. position of authonty in ‘a ‘specific: i eld or area of

regulat:on within the school setup

The people that are in @ position of authority to ‘exercise these regulative tasks in the education sector are the
’ subject-‘tea'chers,- the éubjeot heads, the "H'ea'ds of“foepaziinen'ts the:dep'uty' pﬁ'ncip‘ars and the 'pﬁncipars 4 An of

‘approach to: management where each of these employees perfonns specific duties that :mpact posmveiy or

: ;negatlve!y for the entlre lnstltution called a school

 For the purposeés of this stidy, we will embrace the definition of educational management as given by Van der
Westhoizen (2904) above becauee"it captures:ithe essence of what educational management within the:~ééh’obl

setting is all about.
2.2.5. PERFORMANCE MANAGEMENT

Cascio (1986:275) vxews performance management as'afotal orocees of observing employees' performance in
‘relation to.job ‘requiremients 0ver a period of time: by clarifying e'xpeetations vseﬁing‘ performance ‘goals, job |
- expectabons and management expectations, providing on'the ;ob coachmg and mentoring, storing'and’ recal!mg
all lnfonnatlon related to the employee performance management process and then makmg an appraxsal of the
successes of the' perfom\ence management process. Casc_:_xo (1986) f‘urther‘arguesthat;t‘he_ _m_fonnatzon gained
from: the process will be used by management to. oeteﬁnine the re'iev‘a‘nce of ‘the ",indiViduaI -and Qroup

performance to the organization so as to improve the effectiveness. of the unit and jof.its:employees._

Hopf, et al (2009:5) desch'beoerfom\ance management as the use of performance measurement;inforrnation to
effect.aj positive change in organizational culture, - systems and processes, by helping to set agreed-upon
pér_formance_ 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 perfonnanoe ‘in ‘the: pursuance of
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‘institutional goals.

-Hood (2007 7) posrts that performance management is an rntegrated strategy Wrth the. goal of rmprovmg the;
‘performance .of. organrzatlons and ‘the mdrvrduals qn those organlzatlons through systematlc recordlng and
tra"cking of 'perfon'nance'of 'pubtic organizations in order to prom'ote.a'cohtfnuws tmgrovem'ent' prdcess: In this
det” nrtron Hood. (2007) stresses the notron that in performance management the ultimate objectrve is to achieve.
an rmprovement at both the rnstrtutronal and - mdrvtdual Ievels. without overemphasrzrng .one aspect at the

expense of .,the other.

Grobler et al. (2006 262) describe: performance management as a broader term than performance appraisal;

':and that'it came into" ‘being as’a result’ of the advent of the theory of total qualtty management and that it
';_erhph’asizes t_he f-'use__,v.o‘f allt_manageme'nt; tools: in _rnanagtng .psrforrnanoe, 'in'ctuding ‘performance: appraijeats,

reward systems, job design, leadership, coaching, mentoring and training.

Meyer & Botha (2004:363) view pe_rformance_ management. as’ being synonymous With: organizational
‘development ‘when they  describe performance: management :as: % ...... @ collection of planned:-change
interventions built: on - humanistic-democratic. values: with the -aim" of improving organizational effectiveness:

“coupted AWEth’ .empIOyee well-being because the »organieational’ development ‘paradigm  values human and

coupled with the attarnment -of human development' Accordrng to' these two scholars- the processes. of
organlsattonal development and human. development need not be mutually’ exclusrve processes where one

process is achieved atthe expense of each other

‘Reeves, et al '_(2002:3) drgue 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 the thre_e basic: notions of‘ inst_itUtional

‘objectives, individual employee satisfaction and finally, satisfaction of the consumers of education service.
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Reeves, et al.(2002:3) argue that within the education sector, performance management can be viewed as a
. pzirtic‘ﬂlar set of practices implemented by managers, Whit:h are aimed at influencing the »o'eha'viors" and’

outcomes achieved by mdavrduats -and groups in schools as orgamzatlons Reeves et at (2002) further argue’ that"

performance management at schoo!s can a!so be vrewed ‘as @ range: of managenal technrques armed at -
" influencing the outcomes achteved by groups‘ and 'mdmduats at- bom'orgamzatxonal Ievel and’ across' groups-

within schools:as: orgamzatrons Lastly, Reeves etal al (2002) posxt that a def‘ nmon of perfonnanoe mahagement
must. mclude the notron that xt is regarded as'an. approach by whrch lndrvrduals and groups arm ‘at improving therr

‘own practice within their own institutions. '

For. the. puposes - of this study’ we will accept the notion expressed by Cascio (1986) that performance
management whether it bem the private and pup‘lio'seo‘t‘ors;;is‘a"prooess and not an e\‘ient,and.that the process
begins withvsetting‘"ofanvinsti_tu_t_ione goals, clarifying of the expectattons by management Upon all those who are
employees, and that during the working process management takesf purposive-‘actions such as_ coaching and
mentoring, giving constant feedbaok*to.employees.on'-howthe,:employees are progressing 'andfthat“ lastly an
‘appraisal-of the employees performance is' made in_ order to-determine  the rélevance of the individuals and
groups to the organisation. Those that have been found to. perform well are rewarded while those who do fiot

perform are either trained or dismissed.
2.2.6. The Perfonnanoe Appraisals

‘Grobler, etal, (2006) argue that performance appraisals have been viewed by some scholars on the-sut)ject as
synonymous with performance management while other scholars view- performance appraisals as totally
different concepts that form a distinct phase wnthln the bigger process of performance management Grobler. et
al (2006) further argues that performance apprarsals as a phase within the performance management process is
known by such terms as performance Jeview, annuat apprarsals perfonnance evaluatzons performanoe

measurement. employee evaluatxon and merit evaluations.
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Cascio (1998:58) views performance appraisals as -the systemic description -of job‘ relevant strengths and
' weaknesses within: and between mdwlduals and groups in-an institution which. are recorded. for employment
;dems:ons HR research, determmmg training . needs, - glvmg ‘feedback to employees and for facu:tatmg

orgamzahonal d:agnosxs and development

perfonnance would have to concentrate on determmlng if the employees have achleved the appropnate quantlty

and quallty of _out_put; predet,er‘mlned;t_lme.-. lmee of ,ou_tput,._ regular presence, at work, and ‘a hlg“h degree of

willingness'and cooperativeness.

- Steyn & van Niekerk: (2002:277) view staff performance eppraisals'.é‘re a managenial task fhétﬂftiakeé’ place
‘contiriuiisly -and systematically, -and that. it is deésigned to help individual teachers with their. professional |
‘developmental heeds and career planning by helping to ensure that the in-service training and-deployment of

teachers matches the complementary needs of individual teachers and also those of the school as an institution:

The definition by Steyn & Van' Niek"erk:’(‘_ZOOZ')‘Whe:_l"éfa staff performance appraisal is seen as a stage or phase. .
within the performance management process, rather than as being synonymous with performance management |
‘as 'some scholars would make us belleve comes closest to the manner. in which. perfonnance appraisal is to be

‘understood for the purposes ‘of this study

2.3. The Constitutional and Legal Eramewoljk‘s that form the basis for the implementation of peffonnance

management at public institutions and l_n't__he Deporfment of Education.

All'.publlc, and private institutions and organizations are formed either to produce goods or services and to meet
the needs of the people as part of ‘a service delivery strategy of the state. In other. words, public institutions are
delegated by the state to fulfill some ofvit_s'duties. In order to ensure that those who man public institutions have

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

‘Passing the relevant leg'i‘s;laﬁons to .give‘t.no‘se whose task l‘l is to provide _s'eryicis's.and.gooqé_to;:tne public is ,,not '
enough to ensure that public-office _bearere’ mefet“ their obligation. Performance of duties by_,quiiib office bearers:
has to bs m'an:eg:je_d,if it'is to mest both the Constitutional and Legal requirements impo'se_d"upon*them by the
 state. The performance of duty by public office bearers: therefore is a mandate set out by government in the

following pieces of legislation:

1. Thie Republic of Sotith Africa Constitution' Act, (108 of 1998)
2 Educators' Employment Act ( 138 of 1994)
' (2 Schedule 1-2, 7.
M) ‘Chaptef. C: Sections 1-3,4.
3. Collective Agreement No. 28 of 2003(ELRC)..
4. Basic Conditionis of Employrnent Act (1997).
k2 Skills DevelopmentAct (97’ of 1 998)

6. White Paper on Pubhc Serwce Training and Educatlon(Notice 422 of 1997) _

‘2.4, The PeffonnancevManagofment Process.
"The pe}fonnance management; process will -now be discussed at length in the following headings and stb--
headings. ‘.

2.4.1. Introductory. background

Before 1 994 South Afncas performance management system in’ educatson followed along the same lines as
those of the tradmonahsts where performance management was'seen as bemg synonymous with performance
_‘apprarsal. Performance management in education was conducted thljough a Panel Inspection System. Panels of
_inspec{ors ‘would at the beginning of the. yea:r_ Visitfschoo:!s,that haye achie\)ed poor resq‘ltsrat the end of the
previous year. The porpose of these visits ‘.woul'c'i be to find faults on how educators were doing their dai!y

teaching at:tivities‘ and often nothing' concrete would be done by the education department through the
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‘ln'sne_ctoré to develop the edu_cetor_s; in the- areas that had. been identified to have ‘contributed to poor |
perfbrmance at those schools. These visits by the‘_inSpeCtdrate at schools weie a once-off affeir with:no further

follow-up visits to assist the teachers in areas where they needed assistance.

After 1994 representatives-of 'eddéatdrs.COming from organized ‘tea'c'her unions together with representatives of
'govamment held sessions’in the Educatxon Labour Relations Counc:l (ELRC) in onder to come. up wnth a new

Asystem that was going:to be used’ ol manage the perfom\anoe of. educators on an ongomg basxs with:an aim. to

vdeve!op educators in areas where they needed development These sessuons led. to the s:gnlng of Cotlecttve -

‘Agreement No. 8 of 2003. This agreement Ied to the lntroductlon of 8 tool for managmg the perforrnance of '
~ .school based educators on an’ ongomg basrs with an alm m view. to devetop them in areas: where they needed

v_development

242, The Performance Managemsnt Process : The Integrated Quality Management System Perspective:
Managing performance in education- after 1994 meant folldWing a process which hadalready 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: Only the main features of these' management and how they were:

' supposed o impaet on education performance management will be discussed below.

2.4.2.1. The Strategy Formulation and the Strategic Planning Process

The strategy formulation ‘and strategic planning pmcesses unfold in.a series of steps that will be discussed in

great detail below.
2.4:2:2. The Vislon

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

better institutional performance by linking organizational acti\iitieé, in"cluding'the behaviour and competencies of
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all empi:qyees, to 'the’iprgénizational goals: In explaining the __notic_m_,of a link between the or'ganisbat_ipnal activities

‘and human behaviour:to organisational goals they came up with:a goal ,a{ig_nineni mpdel.

“Meyer & Bqtﬁé(?b_ﬂ)akgue that according to the | ntég';étéqgcualgty Méha'g‘e{me‘ﬁf System which is a product of
'various management techniques such as the strategic man"ag'ehent process, Ma‘nagéﬁi"eht by Objectives.
approsch (MEO), and the Organisational Development approsch (OD), and the Total Qualty Management
gppvroach:f(TQM).' the performance management system begms wuth a company Qr;finsﬁgqifQD‘% crafting a v(sipn for
tﬁe institution and-also: d‘_e‘_‘tvéi_‘r‘p‘in‘i‘ng a v"mi'_ss?fiﬁon:s‘tatément’ff‘br that particular institution. Ehlers & Lazenby (2@,94;43): |
_'s';gncurswivth‘Meyfe'rVS'ﬁ&?Bdmé (2004) :When'they,fstéte' that the vision defines the'purpose of the organization and
the direction in which it is gd:’ngi They further state that the vision statement gives :aﬁswersft‘o_jth'e~'qfuesti'onof

the organisation and sometimes it is regarded as a dream with an enduring promise.

According to fobbfeij. et al (2002:265) the determination of the vision, the mission statement and the clarification
. .of=va!ué§f'are critical.for a ébmpény'succésé‘ Grobler &t al (2002) further sué_';cjé'st's that i:taﬁin_g_é vision by an
prgahisat'.iontshomd' 5'3 the task.of ‘fop management; middle ‘management and ordinary workers at operaﬁoﬁal
level. The participation of eve'fobdy in the detenninéﬁon.éf "tvhe»brganiZatiOn's.futufejvision' is of vital im'porfance'
i an institution hopes to succeed in the longer term. Ehlers & Lazenby: (2004) stresses that the vision crafting
exercise, more especially at school, should give as many stakeholders as possible a chanice to éive their inputs -
:in:to‘k the exéttiig,é ‘i their support'is: going to be needed later on in réalfsati,on of the vision in practical and

concrete terms.

Ehle_rsv & Lazenby ‘(2004)' concludes that é 'viéio’h statement -should not be an elaborate document that is
impossib!e' to achieve othen&iseit will lose its'value andvbec:ome_.jus't another piece of .useless paper dbcument.
This assertion is totally tme‘ﬁheﬁ it &omes to schools bg&a’use many schools _héve"wé!l_ﬁcdined, vision Statements
that make good- reading but are unrealisable in‘p_r_ac‘t'ic'xa,l terms. When the con_fents of a vision have beeﬁ

realized, it must be constantly reshaped so that it continues givihg focus to all those who subscribe to it.



A mission statement is in some ‘cases formulated by institutions and organizations after a vision for the for a
particular institution has been crafted. It is worth rioting that same organizations do not have a vision but rather a
mission statement that serves as both. A'vision is the statement of purpose of ah institutions’ existence, whereas:

“a mission statement moves a step further to identify the organization’s overall strateqy in terms of the nature and

competitive adyantagé.: Lastly, a mission:statement talks ito the organization's behaviour standards and.culture,

in terms of how the organisation of institution - does ts business (Ehlers & Lazenby; 2004).

In-conclusion, a: mission statement indicates precisely what actions are’ going to be taken by an individual
institution in -order to: feaiise"the‘dfeam ‘stated in a v:i‘si‘orj.u The: mission: statement is :an. embodiment: of an
- institution's vision.

2.4.2,4. The Organisation’s culture.

Meyer & Botha (2004) concur with Grobler, et al (2002) and Van derVWesthUiz“En (2003) - when they argue that
the crafting bf the vision and determination of the mission statement of an’ organié_at_iqn are 3d_ebenden‘t on the
‘organization’s culture; An organization’s culture cdnéfsté of the values; norms procedures-and attitlides of people
working in:a ‘pérﬁt;ular organization. Within the -school .setting *culture” r_eiers ‘to“a;spéc:ﬁ"c‘ way:in wﬁiqh thinéé
‘have :been done:and conﬁnue to be done at a]‘ speciﬁc sc;hoql, Within aschool_setﬁng :as‘pe‘cts of ‘a:school’s
culture will include code of conduct by teachers, the way. lessons have been presg'nted to leamers over the |
years, the style -of méhégemént by the. principal. and »t:ﬁs ménagement team, p_'a.rﬁcipation,‘in .ex_tra-cufriéular

© activities, interaction between the school a‘nkd' its immediate community and o on.

Grobler,

et al. (2006) argue that an institution’s cpltum_should be part of an organiZaﬁon‘s'overéH performance
management strategy. 'The‘aumcrs cited above, further argue that different schools have different cultures:and

becatise of these different ciltures schools. tended to do things differently and that.is what distinguishes: one
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school from ,ihé other: This fr_ﬁea:rjse’thérefore,th_atj different: schools. will in:most cases come up with different

strategies for success as 'de_teﬁhinsj.fd by their. specific cultures.

2.4.2.5. Determination of an :orgéh]séﬁoh‘s customers

. institution is, and'who its duét@hiéis are. [f ani institution is'in ttj_e servica sector, the type of éeryic_;g to'bé’prov_id'ed
_isithe mstrtutlon'scorebusinessWxthm t‘ﬁe'_eddcétibh'-sphgre.’;the core buSines's‘of_sc‘:hbblsisﬂprddml:.i@ leamers
who are equipped with all the basic skills_thiat will equip’ thj‘em‘:fér lifein 1th”e'éivr‘f'vx'vmméd‘iét’e environments. it is
therefore vital th’ét:éﬁ\kefj single worker or employee ina school should be reminded of Wﬁa@iis the school’s core’
business is and their specific roles within the's.ch_o’ol’s core bué;inéSS.:_BOth' the intemal and external customers as
consumers of the: product 6r»thé-paﬂibular service 'p_foVid_éa must be known _by"e'v'eryqné in the institution. Within

the school situation the internal ‘customers are leamers. The extemnal customers are the leamers’ parents,

government, and business and the larger community.
2:4.2.6. The swot analysis

According to:the strategic planning process, it is necéssary fora s.\Not analysis-td"be done on the culture of the
school at the institutional level, and at individual level if a school will have any hope of sticceeding. According to
3 .Watl,ér (2003:3) a _S\i./:ot analysis is the strategic. planning ,foo.i that attempts to match the:internal stréngths and
weaknesses of the organization, of all units within the organisation and strengths and weaknesses of _individuél's
énd groups‘égai’nst dangers ‘presented by ext‘e,'rnal,thvreats as well as-external opportunities. In a school setting
this is of vital importance to the success of the teaching and leaming proérémmes. For a school to succesd It:is
vital that strengths of individual ‘e‘du‘cators‘ ‘anc‘i: learners are maximised whilst areas of weakné#ses are

addressed éaﬂy enough through skills _trai"ning programmes’ and workshobsﬁ in order to:counter their negative

 effects.
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Van der Waltt, et al (2002 258) s;_at__e that an envnronmental scan isa necessary- step after a swot analysxs
‘,be_cas!f»?-‘lt«_enables an_-orgamsatxon to prepare for: eventualttxes eyen.beforeiv_thay‘manxfest_ themselves by cqmmg
| up-'wiih- a“édntihgehcy'plan to deal with the envisaged. ‘fhreats when theyia\ienfua:lly manifest themselves Within
'-the schoo! settmg the emnronment in whxch a school 1s situated is' vital- to the success or fatlure of. the school m
all its teachmg and !eammg actlvrtles. A school that excels m results excels because it manages todoa proper
-scan qf_ r_ts .lmmag_xate» afnd _rgmq_te Aenvgrqnme_e:nts ‘and. put in:place - cont_mgem_:y _mea_sures to ‘deal ;wtth any

eventualities;

Anthony; &t al (1683) agree with Waller (2003) who. posit that the outside environment presénis a- set of

opportunities and threats to the,'.orgam&sation:in the form of laws, economic conditions, social and demographic
' ‘éhahgés, domés’fic and i-n‘t'em‘atiOnél political forces, ‘Jt‘eAc.hnology ‘and 'so-on: 'THis' exercise serves to assist the |
mstztut:on in coming up with- wmning criteria that ‘tend to’ capxtahze on' the opportumties presented. and/or .

mlmmlzmg or deﬂectlng the effects - of threats by introducing strategies in order to deal with enwsaged

'shortco_rnmgs durlng the strategy Implementatlon stage ‘(Grqbler et _a_l.,.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. One. of the
‘serious, criticisms levelsd at the edué‘atiohal’brocéss‘ and its bbja,cﬁi(és wés,tha_t ‘educational objecﬁVe.s 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 perfonnance management"proceés is a technique: that Department
of Basic Education has been adopted from recent managemeﬁt approachessu¢h as the Strategic Management

approach, the Management by Objectives (MBO) approach, Ofganisaﬁqhal Davelopment (OD) approach and
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lastly from the Outcomes Based Education theory (OBE).

Accordlng to ‘Steyn & Van Ntekerk (2002 122), these work objecuves whether itiis m the pnvate sector orin the
pubhc sector, fall into two categones Objectlves should be of both short tarm and long term. They further state‘
 that both 'short term and long term objectives should be. “smart”. “Smart® !fs:anr.acr,onym used to indicate that
objecuves setare Specific; Me’asnr’:able',_AcnieVa:_tﬂe, Realistic, Time bb'un‘d:'_or' Traceable. Most of the ﬁme‘yiihen'v
‘Objectives are not met, they are not met;betause workers are lazy'an_d ignorant bﬂt‘bewhee at ‘t‘imes, ‘objecfiVes '
" set are vague, unrealistic, immeasurable and indefinite inv“té'rinfé of timeliness. A_i:.cor‘ding_'th:eé'rpe‘ & Robinson,
JR. _(2004:291 }.8hort term objectives serve the purpose of ‘giving breadth aiid spééiﬁéity. fo l.t.h‘e long term
objectives. Shgrt term objegt'i:vee_gaf_equs_e'that'_.mx'xst be. re‘a(iza‘bii_e_ in a,time:ber‘iod'i oi beMeén one day and up to
two ;ye'arg,,whﬂé long term bne's[aréfrealizable.,bemeen;aj period of two years and up to ﬁve.years.; According'to
Bolman and Deal (1991:171) the notion of long range aims and the question of--simnltaneous‘planning is. the
contnbutxon that:OD has made to the lntegrated Quallty Management System as'a performance management

-system of school based’ educators
2.4.2.9. The critical success factors

When-all ft‘_hev objectives that have-to be met have been determined for all individuals at‘a‘ll levels.Within ‘an

institution, the next step is to determine the'so-called critical success factors. Anthony; et al (1993) referto critical |
" success factors or keys to success as all that it takes to be'succeseful_in‘:a particular organization, These faciora
ereate a climate for success and that the whole institution must identify with these and co-owns these if it is
gaing to expeﬁence'success.- Theseso icalled critical .succes’s-factbrsimean amongst others a sha'red vision by
all within the. mstttutxon ‘customer onented sérvice process, emphas:s on team’ efficiency-and team development,;
.|ncreased employee perforrnance through goal sethng, and Iastly effective management that. emphasnzes
vcontmuous. measurement of employee ‘performance and constant feedback to all employe_es on how the_y

progress (Van der Westhuizen; 2003:267).
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2.4.2.10. The Determination of Performance Standards

Grobler, et al. (2006:269) posit that performance standards are used primarily 1o measure the performance of all

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

furiher argue that performanice standards play a vital role in the performance management process because

they serve 1o indicate to the individual employee, groups of employees and to the supervisor whether the goals
‘set for t_ﬁe_ organization at.;the.fvaﬁQUS levels .an'dbéréiidns" in-an institution have been' accomplished or riot.
Hersey, etal. (2001:13) further indicate that the performance:standards are a kind of a road rhab'shbwihs‘»ﬁow
'the‘go‘a'lsjsfi‘a.h_;f institution are to be accomplished. It is vital therefore that perfcmahcé,isténdfa‘rdsf should be set

collectively by management and all the émployee's in an institution.

The. Department of Education h:as'. also adapted the exémpievsétl by the Industry and the private sector by
v :intfd&ucing.pferfdnhante fstahdarc_‘!'s in'the process of manag{ng}t’he-per,fomance of educators: Thi‘_s*p_racticé has
‘largely been influenced. by the. widespread use of the Strategic Management prdbt.asse's,‘ Management By
_05}édiv95(MBO) ’én‘di fhe Organizational Deyélbpm'ent *man‘agemjent.t.ech'niq'ues»i'n thé public- sector,- and :its
subsgquent‘introducf}bn into the education _sfeéto’r’- by.vthe,‘lntegr_ated;QUality Management:System contained. in

Collective Agreement (8 of 2003).

In Collective- Agreement (8. of 2003), the performance standards that are to form'a basis for evafuéting' the
performance of ‘school based educators have been clearly ta_b_ulated. In total, these performance standards for

educators are.twelve.in.number. For an educator in _post:level: 1;Perf0’r'mahce Standard Cne-u’p”to TWeré will

form the basis for evaluating the performance.of -educators. at this particular level, Total scores of all points -

~ contained in these performance: standards are 112 (One'hundred and Twelve). Minimumipo'intsvtha_t an educator

must get in order for an educator to receive a satisfactory ranking is 56 (Fifty six) which is equal to level 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 obtain a satisfactory ranking is (Elghty 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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Standards 1'up to 12 with a total store of Two hundred and: eight; ‘and a minimum score of a (Hundred and

four)which is equal to a level two, which -qualifies an _e;dm{;atp‘rrforla satisfactory ranking and also for pay

~progression,

Accarding: to Cbl'}_edi‘;{e-)\_g‘regmgn_tf /(8 'of :2003);. fhe raters. of 'the"perﬂjrmva:nce, of :an educator were: to rate
educators in ferm’s of ‘Scores. thét» have been f$upplied fiext to' the vanous pga;r‘fbr‘mgnce standards ‘and ‘their
criteria. The rating 'ih':tgnn§‘;of‘scqrgS‘gfven for a particular performance standard. were fixed as,foﬂoWs: A score
of 1 meant the performance of an. "eﬁdc:ét_dr’f in:a__parxticméff_pérfbnﬁaﬁCe-vstjaindard‘ Wa_‘_s‘lmacceptable; A score of 2
jnieénf an educators: performantce only satisfies minimum expectations. A score of 3 meant good: performance,

A\_y‘hi)e a score of 4 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.insitiiutioﬁ and its groups-and individual em’p!by_eeS‘hévese_t-fdr- themselves. Like objectives, action btarjs
‘are -ejther ‘aimed ét ‘achi__e'\)in’g short term or. long range objectives: Long range: plans are done at top
.'ma'nagerneht: level and ihey.aim to achieve long-term .,O”r future objectives. Within a school setting long term
p!ané are a competency of the ptincipal, ‘députy pi‘im;ipal, and Heads 'of'depér_tments as fhey,are all members of

‘the.school management teams

‘Waller (2003:3) furthér'_asserts that Short term plans deals \)vifh-the'dai[y operational activities of the individuals
and émups within an: institution as they go abbut with their day to day '_acti\;ities. These'plans at the school level
are carried on by the Héads of departments and in‘diVidhél'sUbjéc_f teachers under their control. Short term plans
fndude individuai -educator's: *feéching_ time | tables, individual educator's daily prépératioh of lessons;

depa"rtm'en'tal timetables of daily, monthly, quarterly and annual class visits and conirdi of the' work of educators.

Action plans that ére, of a long term within'a school setting would be the achievement of departments that-are

fully functional and are manned by educators who are dedicated and fully motivated. The achievement of this
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objective would mean that the school is on its way to-achieving f_ulty‘funetionalvdepa_rtments that will contribute to_

their school being a agaaing school in the circui, oiStriet. prov_inoe_"-and in South Africa as a whole.
. 2.43. sﬁaftéujr"'lnifﬁrémenm_tics:nt The 'ori‘;;_&rhg and cyclic process .
. 'The.str_ategyfi"molementation [p'rocess of'pe_rfonnance management will now be discussed
_2‘-‘4'.-13».-,1. Org'ani.sino_

Van d'er"Wes,thu'izen (2004:«115’!;):' ,\_/'i_ews‘ 'organis:inglas,’ that_management:,f'task_ which:is' involved. with mat(ing:
available and also arranging the activities and resources of-a'n:ins_titutionto\ivards the purposeful a”c’hvie'\(emeh_t of
all the goals and 'objedives'-set eartier'duﬁng_ the 'str‘ategic‘ planning process'.' Resources in this case includes -
educators, learning and teaching enhan'cing‘tods’su¢h as pre's'cribedtektbooks' writing stationery, to teachino
) and. leamrng «atds ‘in order to- support the teaching and leaming-activities. Lastly fi inance-as one of: the vital

resources is. also. organrsed to purchase all the necessary equipment. Hersey, et al. (2001 12) conc!udes the

description of organizing as a management‘actrvrty,when‘ they state that itinvolves:an mtegratlon of resources;

With regard to support services for‘edUcators. Van_der Westhuizen'(2004:45,) argues that they. are a kind of
'spec'fatisee services that are needed by edur:'ators .acrossallv levels within the, teaching'fraternity’in order for them
to deliver quallty educatron service. &ecrahsed services. needed by educators lnclude psychologlsts, subject
advisory servrces and educatron deVelopment offi cers The purpose of these specnahsed servrces s to help'
educators to deal with edumtors and :leamers’ personahty problems soc:o-polltlco-economrc problems ‘

vocational and professional problems.

‘ When‘organ'ising» is 'taking place within the strategic management process, and in the context of quality'
management, it is lmperatlve that management takes the leadership role in the process of organising- all the
support’ sewrces and resources necessary to put the action plans into operation. Van der Westhuizen (2004 11) .

states that when:all the resources that a're required by-all _educ':'ators to put their operational plans into action are
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available and distribited amongst. educators, management in the form of departmental heads and the School

‘Management Teams(SMT)ensure that action'plans and operational plans are put into action.

2.4.3.2. Leading

Ivancevich, et al, (1994:12) posit that leading in management. circles is also known as directing because it
involves d;lre‘ct:ihg"thp- personnel within a particular institution to’ perform!in:certain ways that will result in the
-accomplishment of all organizational ‘objectives. ‘Leading as .a. management function seeks to - difect the

‘employees of an organization to perform towards the realisation of set objectives.

During the' leading and directing activities of management, a leader must also motivate the employee's so that
they: perform at: the highest possible level that »fhéy;could reach, Hersey; et .al.(2001:12) further argue that
aécording to ‘lfa, research: tﬁ'ét'fwas»cdnduc’ted5'3(=J‘a'r'h‘es'.(2‘(')00)' in the United States, workers who were le'sé’
motivated were found to operate ataboutZD percent of their true poiéntiél, whereas workers who Were_.‘high!y;
motivated were found to be: 6peréting at betvire:en 80 to 90 percent of their true potential. The situation depicted

by James (2000 in Hersey, et al. (2001:12) is equally f_rué.in the education settings as well.
2.4,3.3. Coaching.and Mentoring

According to'the State of Oklahaia's Pérformance Management Handbook(March, 1999:31) coaching means all
the activities: that are involved when a supervisor on a reguiar 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 starida'r'ds of 'perfbnﬂanc‘e in hislher ihstitution.

The State of Ok'laho'ma"s Perfon'nahce Managemc{nt Handbook (1999) further states that coaching is a Prbcesé
that takes place over a longer period of time,;forexample,- it may take place throughout the year, with seﬁsions ,
that are frequent and often very close to one another. When these:are-close to.one another they allow regular

' .féedback Abe_tween, the supervisor and the orie being coached
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Within the school setting, the Goaching acvity i the responsibilty of all members of the School Management
: Teant(SMT_)' starting from the Subject Heac‘t;; Developmental Support Group(DSG), the Head of Department and

the pnneipat because of ‘theitltoie‘é as supervisors and because of their knowledge and"‘sk'il'le'in‘ certain aspects
of ._the teaching at;ti\('ity.‘lt should be noted that coaching is a management activity that'is embarked upon only -
after'a need has bee{n“identifiet! by the mentee and the_rr_’;_ententﬁreugh'a process of observation of the person to
be mentored. Observation of an educator may tat(e'i the ‘fo_nn.ggf»‘a class visit.or indiredtly'by.» scrutinising 'a ldt_‘ of

documents used by the educator i the teaching activity and by scrutinising the evaluation fesults of the learners. '

According 16 Van der Walt ’(2062‘5330):,‘ mentoring is‘another management dctivity.that is- designed to-assist

educators who are paticularly new to the profession to cope with the standard of work expected of them'in a
« :par‘ticu!ar'subject'?areav,et learning field by glac'ingithem unde‘ritne; care'{dt;',an‘expefiencegi,_educator. The idea .

‘behind the méntorship_':'progtémmés,'is that an educator receives ‘éxperien'ﬁa(ﬂtr‘a_ining and ‘assistance under the . -

. direct supervision ofa mentor:who'is a qualified subject expert With'sevefal years of appropriate experience.

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

use of the lntegfatediﬂualtty Ma'nage'ment System.
2.5.1. Background and overview of the Integrated Quality Management System

ThexCoIledtive‘,Agreement (8‘<of 2003), introduced a new sys'teni.‘o'f- managing the performance ‘o'f ‘'school based
educators Wthh is called the lntegrated Quahty Management system The: Integrated Quahty Management
system is performance management system that mtegrated a number of management systems and approaches
in 'one sys_tem. Furthermore the lntegrated Quality Management System integrated under ‘one system, three
,diﬁerent_petfonn'ance;mahagemeht sjstem, namely, Develdprn’ental Appraisal, Performance Measurement.and
Whole'School':Evaluation.. The process of perfpnnance.management_ is ‘consolidated into a,__stngle tool for

purposes of its practical application on educators at th'e school level.
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The first part of the tool i'nlroduces the.perfonnancevstandards and the ,crifen‘a thatv';f_Ormsrpart of-a particular |
"performance standard that will be used to measure- the effectiveness ‘or non-effectiveness of an educators
performance and: marks or polnts are awarded foran: educators performance through a ratlng soale of one 1) .
to four (4) The performance standards are a yardstnck used to evaluate an educators performance are: twelve.

i

- {12)in total.

yn;omorat_es various management satyles and appma;hes,: ,Amo‘ngs‘t‘ :th.e :mqst-Pmmm_ent ;management styles
‘which form part of this:style of managemient are,__:t'he%St:r'a'teglornanagernent‘, Quatity Management, Management

By Objectives (MBO), Organisational Development(OD);

During the practical application of the Integrated Quality: Manégélﬁent; System, wé will-note: that the: various
management styles and approaches are an.i_nlegral part of the’process."-lt'w’lll be noticed also that during the first
cycle of lhe'aopllcation of ‘me,ﬂlntegrated Quality Management System, which coincides with ‘phase two of the
strategic - management proc‘ess;‘- namely " strategy i'nlplernentation {the ‘management activities - of “organizing;
| leading, Coaching, Mentoring, Motivating and ﬁnallyl‘giVlng feedback will inform the progress and the direction of

activities taken.

The;_lnte"g’rated .Quality'Management'Systern ,a's'.'a'-perf.orrnancei management system is im»ple’m‘ented -in two.
‘dis'tlnc‘t phases,. Developrnental Appraisal during the first three y'ears.in- the case of seCondary' schools- and five
years in:the case of pnmary schools and Whole School Evaluatron after three years at secondary schools and
aﬁer five years in primary schools The lmplementatlon of these two phases wrll be outlmed in more detaxl in the

following sections of this study.
2.5.2; The First Phase of the implementation of the lntograted Quality Management Process

As already outlined in the precedlng sectlon the appllcatlon of' the process of perfonnance management of

school based educators as outlined in Collective Agreement. (8 Of 2003) through the Integrated Qualxty
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'M‘anegemeqt‘: System .'?r)tegratee-.,-varioue management - approaches and -technigues. These m‘an_avgernen‘t'
‘approaches are reflected in a series of stéb's;,ta_ken duiring: the implementation of the Integrated Quality
Managsinent System. The efitre process of the implementation of performance managsment process through
strategy implementation takes place along two distinct phases: The first phase will _priméﬁry deal with managerial
‘activities of leadihg,‘- coaching, mentoring; motivating and giving 'feeébac_'k to all educators who”a,re'subiécte'q td‘
' thns pro‘gramme_._-'lfhe process: efvb‘ihi._plementing t_he_brp‘grérhme“‘\iiil!:‘unfpf_d‘ih series of steps that vrill‘be‘quihed

and discussed in detail in the stages that follow below.

25.2.1. Formation of the Structures for the implementation of the Integrated Quality Management System
(1QMS).

The first step in the. implementation of'theElQMS'. is'to form' all the structures ‘that will enable ‘:the”suc‘c"eséfm’
implementation of the programme (Cdlleetive Agreement | 8 of 2003). The first structure that must be presentand
fully funchonal in order for the' amp!ementatlon of the' programme is'the: School Management Team (SMT). The'
SMT consists of the: principal, deputy principal, and Heads of departments. This structure enables the school to
function ‘normally; ‘so tha_t ‘the programme of IQM_S ‘will also be implemented »successfully. Where there is'no

- strong and functional SMT it is doubtful whether implementation of the IQMS programme will succeed.

The second efructUre that must be put in place in.a‘school is fhej'staff'DeVelopment Team (SDT). This structure
cdnsiSts of the prihcipal~ one head of department or serior teacher where a 'schoel has no H.0.D, and a post
level 1 educator The purpose of the SDT i IS to determme the deve\opmental needs of mdw;dual educators and’
~ accordingly prescnbe relevant training within the school and: atso determme programmes that w:ll be forwarded
to the. Dnstnct- Education Ofﬁces. The’ developmental needs: of educators come from. mdrvldual edpcators'
professional g’r&vth plans(PGP's): that they compfie' after doing a self-assessment that is confirmed by the
,ed“ucators"DSG after the edemtOr’Was"obSeNed during a lesson presentation in class (Collective Agreemerjt 8,

of 2003)

Another crucial step in preparing for the implementétibn of the programme, is for the school principal to ensure
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_that, educators ‘have ‘nqmina_tgd;DSQ?s_'for-vt}'\emselve‘s.‘ “The DSG .acts as & mentor to an educator’ and is

therefore: réspéhSible for coaching and mentoring an: educator ' in; 'areaé'_ where' the educator feel they need' .

‘assistance and. development in cartam jasp_eth' of their work. More often DSG"s;are«s"ubj’evcvt specialists:with years

‘of experience in their fields. D'S“G"sf"a”_r_e_ inGertain cases peers to the educators they coach and mentor, and are

from the same school. If the need arises an educator's DSG may.be a feacher from another school (Coliective

~ Agreement No'8, of2003)

Lastly, a school principal has to enisure that thers is an External Whole Schaol Evaluations c_c_iét:obr'dinator,__

~ whose task is to.ensure that all documentation rg_laiing'to"Wﬁdie" School Evaluation is available at the. school. Of

‘paramount importance is that ihe"th!él_Scﬁ_bbl'"EV”alua'tidh co-coordinator co-ordinates all the activities of W_hol_e

~School Evaluation in the school and betwest the school and the District Education Offices.

2.5.2.2. Organising.all the resources' that are necessary to implement the process'd',-e\ia}luatih»g‘ school

based educator’s performance..

Gorton (1976:51) - posit that one-of vthe'm;)st-i,mportant;tésks‘ of the principal as a leader and a manager in-a

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

achieved. The resources which will enable the i_r'nplemeritati‘on‘ of performarice management in school, educator
teaching resources such as 'prescribed:t'e)dbooks, syllabus guidelines, Collective Agreement (8, of 2003); all thé
forms that are necessary for t;qnduc}ﬁng,evalu,atipn;of:an educators  performance, énd evaluation time tables:
These are ohly but-the basic 'and, fgﬁvofvthe.re'sources thét ‘are necessary forithé ‘sﬁcoessf’ul_pe\r‘fzor‘mance of

‘teaching duties by educators.

2.6. Strategy Evaluation :The Perfonn,ancéApﬁraisal’PfoéeSs- of school based educators.

During year dne of the implementation of the IQMS, the appraisal or evaluation of educators:in practice in a .

school is an intemal matter, and edch school ‘choosés whether evaluation is to be conducted by the DSG alone

or is condiicted by the educators’ DSG's, the Subject heads and the Heads of respective Departments. During
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 the third year of implementation, as it s the case with secondary schools, or the fith year of implementation, in
the case of primary schools, eualual_:lo_n of educators..in pra;:llce- is done extemnally by the Whole 'Séh’ool

‘Evaluation team:

Grobler et al (2002 268) argue that a vanety of: appralsal techmques are: avallable to measure employee

perfon'nance dependmg on: ‘the purpose far whrch the performanoe appralsal wrll be: used The: perfon'nance
appralsal prooessrcl_r_os_e_n depends on the purpose for wh:oh it will _be;-:used fro__m‘-_one _o‘rgam_,zatmn to another
orgﬁ;n'izatlpn.; Most: evaluation’ methiods used by companies and institutions ranges: between the traditional
evaluation methods of graphic rating;-scales‘,‘, ra_n_l(lrig mefhods,uweigljt_edf checklists and descriptive essays; while
modern evaluatlon methods ‘ised behaviorally anchored rating scales (BARS) _a_na Management by

Objectives(MBO) methods:

The Integrated Qualrty ‘Management System as: a; pedonnénceii'manaéemeht 100l for school Based ‘educators
contained: in Collec':'tlve 'AQreement (8 of 2003), is a ‘mixture of the two -'modem methods . of performance
' management because it uses both the system of evaluatmg educator performance against the achxevement of
certa:n predetermined objectives which- in this case -are' specific perfonnance -standards. The educators
,perforrnance_or achievement of those set performance. standards is measured by giving certam‘scores or rallngs*

by the.raters to the evaluees.
- 2.6.1.Who should do the rating?

Cascio (2006:293)' argues that the traditional _performanoe,appraisal method of individuals,where ‘ithas'.oeen the
"norm for the evaluation practice to be done by the employee's immediate supervisor. He further argues that this:
has been que'stloned because of the‘ current debate taking 'on-anrongst- scholars on the subject regardlng who
should be: responsible for conductmg the evaluation of an employee's: 1ob performanoe Grobler etal (2002 293)
posit : that within the tmdmonal performance appraisal paradsgm |t has ‘been standard for the: supervrsor to
perform the ratlng aspart of a managenal duty. Anthony, et al. et al. (1999:373) concur with Cascio (2006) and Grobler

(2000) who argue that current developments in-the corporate and public sector have resulted ln the use of multi
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raters. or-the so;called-360—degr‘ee'-fe'edba'ck“‘parédigm -‘whioh arg‘ues for the evalu’ati'on‘bf- an employé‘e‘s‘
the‘* form of & ‘_Devel_oprnental Sopport:.Group'_(DS_G),.the, Staff Deve_lopme_nt-Te_am (SD.T),; in the; case ‘o_f: an
external evaluation; during the period of Whole Schooi Evaluation, members of the panel, of Extemnal Whole
School Evaluation. | |

'Anthony, _L_ (1 993) come: -up w:th a revolutlonary approach to the process of. eva!uatmg empioyees when they.
i ,argue ithat the' process of evatuating perfonnance of’ emp[oyees must be as representatlve as: posmble They
‘even suggest that tha customer or customers‘mustralso be mvolVed-'xn-the evaluatton-processOVer and above
ﬂWthln the educahon sector. lf the quesuon ofa 360 Degree appralsal was to:be: followed in the manner m whlch
Anthony. et al. suggests; it would mean the mvolvement of the parents of Ieamers aﬁendmg that pamcular school .
by being given a chance to evaluate educators ‘eﬁeotiveneés:indifé{:tly,by;bein‘g'~a"!lowed to fill & form that rate the
effectfveS'of the educators in feaching their children. The institutions off higher learning that receive leaners from
‘individual schools for further study would also indirectly be ello’yled‘to evaluate the effecﬁveneSS of teaching and
eaming by filling in forms that indicate the. siate of learner readiness"to, pursue studies‘at the tertiary level based |

on skills acquired at schools to prepare them for this eventuality.

Cascio (2006:349) advances his discussion of the use of the 360-degree feedback by sounding a warning that
eVidence from research in the Uniited S'tates:reve'a'ls” that the diﬁefent‘soun;‘ee of ra‘tin'g‘ infotm'a'tion-a's contéined
in the 360—degrae appraisal techmque find it:diffi cult at times to agree wrth one another on the fi nal ratlng of an
:employees performance. This notion is equally true when it comes to the educatlon sector, hence Collective :
Agreement (8, of42003) bas mechanisms in place to deal with grievances by educator during the' xmplementatlon

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

According to Qolle’ctfve Agreement (Bof 2003), the steps taken prior to the internal ava!uétion of an educator are
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* similar to those undertaken during the year of External Whole School Evaluation, this is done purposefully to

prepare the educators for the final external evaluation:

._The,inte;rﬁal evaluation team mests with the individual educators to determine dates and imes of evaluation. the
processés; to.be ;.invbl\"leq dunngthe evaluation, and the mstrument that is gdfng to be used and the Various
performance standards contained in the tool, together with-the criteria that form each performance: standard,
togethier with. the rating method and the in@erpr_e’tz_ltiqn_' of ‘é;_,:v:'q_rggf:tha't“ ;afe’ to be. awarded. 'W,h'en 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 o Collective Agreement (8 of 2003), the evaluation of educators for intemal performance
‘measurement purposes takes place at schools m the béginnfng‘ Of:Sépte'mser- tothe end of-S’épterﬁber, because '
that |s the end of ‘the’ period f‘of ed}ucator.tde'\ieiopmént_‘and-vthja' péginnihg of ‘a period of ‘internal ‘s'ur'nmative '
'evalhatiohs.rlt}'shbuld be noted that during the‘y'e.ai's- of.internal abservation all edudators at'éli levels in a:school
‘ -must.bé appraised. Educators at post level 2, 3, and.4 are also evaluated: These educators are evaluated by
their-peers. In ca"ses'én educator at one of these levels does riot have a peer at hisfher school, an educator fromj.

-another. schobl may be nominated asa DSG (Collective Agreement 8, 0f 2003).

Again, during the sctual’ obsefyétiq'n\ of educators’; the r'aters‘ decided upon by the school, acco'rnpaﬁy an
_ educator to a class where observation is going to take place. The:ﬁeducatqr p__resents a lesson.in the présence of |
-fhe' raters or evéibaiorsL itf should be noted that the.-raters.muét'Be; és u‘n‘obst'ru‘cﬁve' as possible -duﬁng-ihé
presentation of ﬂf«e‘ lesson. Their role would be to rate an ediicators performance in class based on the ﬁrst"four
~ performance standards which deal with an educators per'fofm‘an‘cé in class, while for performance standards five
_up to twelve raters USed*speciélly constructed quésﬁonnairaé to determine-an educato'rs-invot\)ement in those.
asbects ‘detéiie_d therein. For educators.in post lei{el two, three and four also docum»t‘ants‘ w

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

‘the educator aboujt;(t‘hg ratings given so that an agreement may be reached. When an 'agreemént:hés been

reached by all the vp_yar_tieé involved a report. will be drawn ‘in which areas of strength as well ‘as areas of
weaknesses are identiied. In areas wheré development will be niseded these are éntered down into the report

(Collective Agreement 8, of 2003).

Asmed withthe report, an educator develops an own Professional Grovth Plan (PGF) which i then forwarded t
‘the Staff Deyelqpment'.Teém, ‘The SDT, after receiving all the reports and PGP's from individual educators create
: a‘slc_hgol_.(s'taﬁ)'ivl‘inpmvénjiaﬁt L#Ian (SIP): The School Improverent él’aps_ from individual schools are submitted
t6 thé district office, which will in turn creats a District .;rﬁpmve“@ehf Plan. The District will also ‘famardf its copyof -

“the’ District Improvement. Plan to the Province, which in’ turn ‘will develop a Provincial Improvement Plan -

(Collective Agreement No.8 of 2003).

During year-two:(2005), of the implementation of the ééﬂmanw management _proﬁéss‘ theré" will-be no self-v~
evaluation by educators who had done so during the first year (20045,--85’ the summative éva]ﬁation‘ results of the
~previous'year(2004)" will be’use_drais a baseline for: evaluation’ durih'g year tﬂo (2005). Only new educators .WHo

had iOEnéd-th‘e‘_ teaching:service -during year two. (2005) Wil]abe_ éva_iuated.‘ From-January t_o ‘September of year
| ‘two (2005) and year three.(2008) it becomes t'he‘*devebpme'ntalz‘cycre for all edulcatorsfwho according to their
* summative results of year one and:year two were identified to have developmental needs in:certain _aspecis of

their teaching activities.
'2.6.4. Resolution of Grievances

According o Collecti.vef' Agreement (8 of 2003), grievances during the process of interﬁal :aﬁd ‘external
:evalqat_ions;arebdund fo occur. Most diﬁeréncesbetWeen‘tl'neiedubator'and_the Developmental Support Group
are resolved at the II'AeVel of D_SG and edﬂcator-discussions. Where there is no agreement betwee'n,'.the ﬁ{o, the

problem is referred to the SDT within a week. If.nio résof‘ution is reached within five days, the matter is referred to

the Grievance Committee, which will consist of a Senior Manager, who is also a peer of the‘educatbr,‘obsérver's .
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from the?Trade Uniohs admitted to C¢3uncil and a neutral person appointed by the District or Regional Manager.
The Grievance: Committee make: recommendattons to;the Head of. Department. who ‘must: make a rulmg Wlthm

five working days after: recelvmg the recommandatlons
2.7, The year of External Whole School 'EVaidetign;

: CollectiVeAgreerrieht (8 of 2003), states that the external Wﬁble School Evaluation takes place in cycles of three
to-five years. The purpose of external Whole School Evaluatlon (WSE) is to validate the i ndmgs of the two |
cycllcal lntemal WSE based on the documentary evndence produced. dunng the: cychcal penod of three years ..

T his documentary avidenc,e“incl'udes _self-evaluatibn;dqeumente by educator_s; evalqajiphs of edqt_:_aters by peers,

the Personal Growth Plans of educators a'nd'the School lrﬁpm\}erhent Plans.(SiP's).

Cascio (2006:351) argues that traditionally, it was a norm thai'erhpleyee performance appraisals were conducted
“at least-once a.'year and at most twice a ye'ar. ‘Cascio (2006‘351) furtherargUes that with recent deveiopments '
appraisals being conducted througho_ut the yearvat shorter intervals. These may be formal and at times informal
“and are oh a one-on-one basis where feedback is given immediately. Within the Department of Basic Education;

these formal and informal appraisals that take place.throughout the year-are conduct by the SDT and DSG's
. 2.7.1. The preparations for external Whole.School. Evaluation

In'the year of exterhal.WSE; the provinces ap‘p'oiht members of the WSE team, which'is rnade up-of supervisors
appointed by the province while the séhools appoint intemal co-coordinators of the .WS'E in their.schdols as
“these will liaise:between the school and the district.. Thé'e#temal WSE team th’eh selects a list of schools and a
-sampief of educators pe'r»-sch_ool; that will be evaluated and the dates at which thdse schools -will be: visited.
These lists of .sehpd!s and edusators are communicated with the Provineial'Educatien:depamnent , which in tuh
communiﬁte, d}bse dates with the District Offices which mustiin turn-commun_icate these with schools. Schools f

v

are informed in a period of about four wéeks, whi_le'indivi_duai teachers must be informed not less than five days
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‘before the isit, that they are going to be visited (Collective Agreement 8, of 2003)

“The school principal miust  inform all the educators about the impending vistt, fa‘nd.al’s‘o‘ inform those educators.
‘who have been speclf cally samp!ed ina penod of not. less: than ﬁve days together wrth parenls and. learners.
‘.about the tmpendmg WSE visit by the departmental offi cnals asithe normal programme of teachmg for the schog)
xs goxng to be dzsrupted for the duratwn of the visit’ by the: team The visit: normaily takes a maxnmum of ﬁve»

workmg days and less dependmg on the size of a school in terms of the numbers of educators

“The WSE team ises the same tool that was used by the school when it carried out intemal evaluations. T tool
consists of 12 Performance. Standards and eéach:petformance ‘standard has between 4 to 6: criteria that best
‘describes an educator’s performance in each performance standard. These twelve performance standards have:

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

ﬂ'.Perfo’rm’ance Standard 1: Creation of a: positive learnt'ngien\)ironment'
Criteria of Performance Standard 4, are: () Leaming Space
| | (b) Learner lnyolveﬁtentv

© Discipline

(d) Diversity

2. Performance Standard 2:'Knov)lodgerf»certieQIﬁm and Learning Programmes:
Criteria of Performance Standard 2 are: (a) Knowledge of learning area

®skils

© Goal s'etttng‘ '

‘(d)l‘anlvemen't in learning programmes

-3'.‘Perfor‘mance Standard 3: Lessen ptannlng Prepatatt'en'
Criteria of Performance Standard 3are : (a) Planning
(b) Presentation’

© Recording




38

(d) Management of Leaming Programmes
4. Performance Standard 4: Leamner Assessment

: C;itéfi‘a of PQr{p’miahéfef‘Stahdai‘d 4 are: (a) Feedback to Leamers.
. (b) Knowlédge of Assessment Techniques-
 ©Application of Techniques |

(d) Record keeping

5, Performance Standard &: \Profe‘ssi:otjal' Devélopment in ‘field ‘of Work/Career and -participation . in

professional bodiés_;

Criteria of Performance Standard 5 are : (a) Participation in professional development
|  (b) Participation in professional bodies
© Knowledge of education issues .

(d) Attitude to professional development
6. Human Relations and Contribution to School»Dev‘elopmentj
Criteria of Performance Standard 6: (a) Learner needs
(b} Hufan »R’elati'ons Skms
© Interaction
(d) Co-operation

7. Performance Standard 7 : Extra-Curricutar and CQJCurﬁcular Parﬁcipatiqn~

Criteria of Performance Standard 7 : (a) Involvement

' (b) Holistic Development
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.+ © Leadership'and 'Qoaching' e

(d) Organisation and Administration
8. Performance Standard 8 : Administration of Resources and Records

Criteria of Performanice Standard 8 : (a) Utisation of Resources
| (b) Instructions
‘© Record keeping
* (@) Mainfienance of Infrastructure

(&) Circulars
9. Péﬁonﬁéhc‘é Standard 9°: Personnel

Criteria of Performance Standard 9 : (a) Pastoral Care:
(b) Staff Development
‘© Provision of leadership

' (d) Building commitment and confidence
10.Performance Standard 10 : Decision making and Accountability

Criteria of Eerfoﬁnénce Sténdard 10 ; (a) Stakeholder involvement
~(b) Decision making
© Accountability/responsibility
(d) Mbtivation

(e) Objectivity/faimess

11. Performance Standard 11: Leadersh_ip,‘.Com'munication; and Servicing the Governing Body
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Criterla of Performarice Standard 11: (a) Leadership, -

 (b) Support
©I¢ommun.i9a\ii°n
. (d) Systems
© 'Cbmmigmént' and confidence

() Initiative; Creativity

12, Performance Standard 12: Strategic Planning, Financial Planning and Education Management

Devélopment (EMD).

Criteria of Perforriiance Standard 12: (a) Strategic Planninig -

{b) Financial Planning
‘@ Project Management
: (d)‘CommuhicatiOn,
2.7.2. .The“be'n’eﬁts of the introduction of National ‘Standards in the whole process: of ‘performance

evaluation, '

Green '(2004:,257). argues that the introduction of National Standards in the process of performarice management
is vital in that it can‘yield considerable benefits tO'theiprocess.'Th’e benefits to be attained by the introduction: of

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

g Ithas helbed, téac‘.h,ers‘and scthOI'téachefs»,to vrna‘:r‘jagé-cha'nge ahd gets an éﬁéw;ér' the question: “What
do l‘ne‘ed:tld be able to do, to be more effective in my role”.

O It has provided ‘,e\”/idéhcg" for teachers and. school leaders to “cl:elébrat"e l@h,eira(:hie\'lém‘ents,‘ ie,”1am
doing that well or very >wellv" ‘

'@ It has contributed to job satisfaction; ie:, 'ﬂ)is‘ié what | should be doing and | am”.
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Ithas helped schiool leaders to identify.the support teachers need, *| should be doing this, | want to do &, -
but I need training and support to develop®.

It has ‘focused_]p‘rofessibnal‘development»on the real needs of in_diyidu'a]é{and"sf;eciﬁcAgronps,_,i.e_.,_ if the

individual teacher, the line. manager and\or the team undertake & review against Standards: prior to a

programme of professional development, the programme ifself can be tafgeted specifically at the needs

of the individual or group:

It has: enabled ‘participants ‘and head-teachers to evaluate the impact of training and ‘development -

activities using Sfan.darde as amore preaieeicfﬂenon for evaluation and subsequent action. -

It has allowed for a growing: sense of progression in teaehing;;ﬁ_i;'egi entry to thie profession and induction,
followed by gsppor‘tu‘hit‘iés;tqmave, on past'the pay threshold o g;c_s;..Advqncea Skixvs'Teache'r=statﬁs and.
tne'n' to‘,“v'ari_olj‘s formal leadership roles. o |

It has created ‘in.many teachers'a more reflective way of working and an increaséd commitment to

‘ furthar adult learing:

It has helped wxih recruxtment and retentlon by. srgnalmg that wrthm the teachmg professxon there'is

progress:on and scope for chal!enge and support,. Le., that is a profession that knows what it ls-domg

| and what it is aiming for.

!nterpretation of the ‘Performance Management tool used for Developmental Appralsal

Performance Measurernent, and Whole School Evaluat!on

According to Collective Agreement (8 of 2‘003_), the tool for. measuring the: performance of -all 'school based

educators 'contain‘as shown previously, twelve performance standards. itis of baramount'iinporiance that all

" those who are going.to:be the svaluators and those who will be evaluated know the tool.and the performance

standards contamed in it. Knowmg the. performance standards mean knowmg exactly what is expected of an.

-educator to:do:and alsc_) what an educator will be evalua_ted on, Theeeperfonnance standards are divided into

two broad categoﬁeS'. The First category, 'wnich consists of performance standards one up to four relate to the

educators ,te_ach;n_ng activities. All levels of educators ‘are evalnated in this category because this category forms:
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the core business of a school.

Performance: standards five to seven deal with the involvement andfor non-involvement of ‘all ‘school based
educators in extra-curricular activities and per_eSSion;'alv teaching vodies; while also looking at educator attempts |
te’irjiprQVe‘théirIteat_:hing‘knev_viedge th[quéh.fu[th_er' etUdjes t_o_‘gain more knowledge and experiencs.

The last category of performance standards fall between performanee standards nine. and tWetVe Tl hlS category

- deals’ wnth allithe: management activities of personnel in'management posmons at schools whlch are the Heads

of pepart:nents;- D_ep_u_ty - p_rmeupa!s‘_end P‘nn_,clp‘als.,
2.7.4. The evaluation of an educator in practice.

The External Wholesale Evaluator official onfirms if indeed the educator that helshe is about fo evaluate is the - -
educator who was supposed to be evaluated according to the lists given to ‘s:chools' by the district and the
prot}vince.'s'econdly‘ the supervisor involved in ’th'e'*obeewetipn meet tog'et_herWith the:edueetors'Deve_!ppme'ntel
Suppon. Group and the appraisee to complete a pre eyalt_iatioh educator checklist and collect other significant
‘infofr'nation"about on the'edbt:atoﬁ ‘The:educator |s accompanied into class ‘byzh'i's_lhe,r Deye_!opme'ntal Su’pport
Grqup who has appropriate knowledge in the subject or learning.area to be evaluated. Whilst m class, a member'
of the educator DSG and the’WSE.eup‘ervisor observe the lesson using the same ‘instrument’ used dutirtg the
“period of internal ediicator 'observetion,.with each e'f\thetwe'completirtg' geparate forms. At the conclusion of the
| dbservatioﬁ, the' WSE supervisor and the DSG compare their findings and discuss these with the appraisee: The
_;appra'.isee is given a copy :of the evaluation forms. It should be'noted that the confidentiality o,f.the'iderttity of the
‘éiddcatior is guaran_teed. The name df_'the-edLicatotfdees not appear” in any of the forms of WSE leaving the

'school, but remain in the forms of Developmental Appraisal and Perfotmancé Management kept by the school.

According to Collective Agreement8 of 2003, the ratings by the raters on performance by an educator is based
on performance standards and a group-of 4 to 6 criteria which make up a performance standard, Under each
criterion of the four criteria a'n'-educator is.__giyen a particular score. These scores are added up to come with'a -

I8



:‘total fora par'ticu!ar“standard' The *‘scores'dbtained by an 'eduéato‘r in all of the 7, 10.and 12 categories of -
; performance standards as per. relevant educator post level are eqded up to ‘comewith the total of: marks

(scores): These marksitotal score) of an educator will determine if one qualifies fo_r vpayrprogr,assan or grade

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

(a)1=Unacceptable
(b) 2 = Satisfies minimum expectations
- {6)3=Cood

(d) 4 = Outstanding
2.7.5. The external WSE reports on the observation of educaters

After-an observation of en educator i}n"p'facti(:e-ha's ¢come to an end, and the isitisions between the ediicators
‘DSG, the external WSE offi cual and the educator has yielded an agreement between all three pat’aes an-interim
'report by the, extemal evaluator is made and together with:the compieted instrument, the report is: submxtted to
_ the principal, SMT and the,SDT.,Alt,qthe,r reports and completed instruments from other evaluators are received.
" “These reports should:contain reeOmmendattthTfOr further development. After di'seessions by the principal, SDT'
_'and‘SMT;, differences must be r_esogve&,,'befofe the external evaluators' reports could be accepted as final .by‘ the
school. When _deelared final the school receives lts own copy of the final report which must Be,'kept as part of the

‘schools quality management records (Collective Agreement 8 of 2063).

Another copy of the final report. is stbmitted to the. District Education offices, which is:then discussed by the
District Education officials responsible for quality assurance. After thes'efdis'CUSs'ions.»the‘District Education office
»eoinpile its own pregramme' of support and provision of relevant In-service: Training programmes for educators.
'Anott\‘er_ copy of the final report muet be submitted to the Provincial dejeaﬁon Department, Directorate of Quality
'Aseurence_and ﬁn.ally.anotherfcoﬁy goee to the National Department of Education {Collective Agreement 8 of
2003).” L | |
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After the’ extemnal »W"SAE'tAeamt has completed its: work, the school ‘re‘sdmés its normal academic programmes.
- F‘eat'uﬁng, brﬁmi’henﬂy in-the: school’s ‘normal operational programmes, the' schools would .‘mn;j:enjtra_’t'e'- on -
educational development. The: schools wolld more often @’ncénuéte’ on areas that have been identified as
areas’ that: needed qévjexopme‘g'g,. if those ‘areas’ of development: fall within the: competency of the ‘Schz'dol
‘Developm ent Team. This would continue unil the next lgg_of the extemal WS_E_efﬁa' ,DiS{ﬁct-'Educatiohoﬁde and

. “the Provincial Deparimerit of Education would also provide training in areas thiat needed intensive training.
2.7.6. The Use of the Results of Educator Performance Evaluations

-~ “According to Caiscio (1998:59) the results of the performance e\_)aluatiOn process could be used for a number of
purposés. Hpi"fkq;rjtherilists' ih_e purposes of performance evaluation io include ‘being a _b'as,isgfotj'e;.nployment
decisions- such s o promote cutstanding performers through grade progression in case of educators while
maréinai and nthpeﬁdnnihg workers-are either trained or reprimanded. He fUrther‘éSéérié ‘that"performance

E appréisals,beda’uSé’_of ‘t,h‘e'nat’ure of information they yiél_d in fespe_cf:of edUcatpr'w_eaknésses and-»_strengths,
they'inform the: content of efnp!oyee;'(edﬁcafors),- trainiing programmes. Feedback to employees, which is a very
vital ‘component of the performance management process: is constantiy being provided throughout the

. ‘management grocfess;to ‘employees in-order to inform the_m of how well or badly they are doing. In conclusion

Caécio (1998::59) concludes by stating thét perfonnanf:e appraisals tended to be diagnostic of how well or badly

an organisation was performing.

'Chapter 3:will deal with the resgarcﬁ methodology chosen for conddbting this research.
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CHAPTER 3: RESEARCH METHODOLOGY -

3.1, INTRODUCTION

Chapter two dealt w1th the det” mtron of what performance management rs and the process that is followed'in its
;rmplementatlon, more Specifi cally in:the! educatron sector The lmplementatron of performance management: |n:
-the educatlon sector,, post 1994 ‘was .done. within. a paradrgm that rs known ‘as the lntegrated Qualrty
.Management System ln the apphcatlon of thrs employee performance management paradrgm -a'whole range of
management approaches that mclude qualrty management strategrc management Management by Objectrves

;_(MBO) ‘and’ Orgamzatronal Development (OD) have been. fused in one management process..

“The: stages |denttf' ed in: the: |mplementatlon of the Integrated Qualrty Management System during the: llterature
:revuew stage of the prevrous chapter wrll be used asa basrs on whrch to formulate questrons that wrll deterrmne if
the new management process rs bemg rmplemented by schools to momtor the performance of school based
' educators Also on the secondary level questions’ wzll be desrgned based on these ‘stages to determrne if the
rmplementatron “of this' pollcy on perfonnance management of educators yrelded the desrred effects. The
achievement of the desrred effects by the rmplementatton of the pol:cy wrll be seen in changed behawour-

The:etfectiveness'of the Integrated Quality Managem'ent'SyStem as a performance management system will

have:reflected in‘the changed management activities .of managers as. managers ‘at-all levels of the school, will

have. during: ithe strateglc planning process. crafted the vision and mlssaon of the entire school; detenmned the .
critical success factors. orgamzed all the resources necessary. 1o implement the strategy, while. middle
‘ management will have created factical plans aimed at reallzrng the greater strategy of the school. The' educators

will have been able to create their own daily operatronat plans that are in line with the vision and 'mission of the

school It must be noted that during the |mplementatron stage management will have to lead, coach, mentor

evaluate and grve feedback constantly throughout the year based on self - assessment results by educators and

therr Developmental Support Groups (DSG's) reports.

3.2. RESEARCH APPROACH

- This studyz is an evaluation research that. seeks 1o assess the krnd of lmpact that the Integratéd Quality
Management System has had on how educators at.schools. across their'occupational hierarchies are performing
their duties after the introduction and subsequent implementation of the Integrated Quality Management System.

" The main 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 yietd the intended outcomes, viz, r'_n'creas‘ed'

.and close management of the educators’.performance and the impr_oVed’results:on learner attainment levels.
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'The enorrmty of the task lnvolved in achlevmg the purpose of this: study as outlmed above necessutates the
employment of the pnncrple of tnangulatlon whereln both'the qualitative and quantltatrve research. approaches-
are employed in order to armive at credltable results in this regard

' The use of a combmatxon of: approaches is accordmg to Creswell (1998) in: Leedy & Orrnrod (2005 133) a.
approach ‘| problem under lnvestlgatlon -and. thus at the ‘same: tlme come up- wrth credlble results. For-this:
'partrcular study the use of: a combrnatlon of the quantxtauve and qualttatzve research -approach: is. regarded as.
“imperative:in order to also serve to cover: all the’ parameters wrthm ‘which’ the teachmg and leamrng actrwtles of:
_educators as mentioned by the lQMS_poll_cy and as mplemented at yschools__ are ooveredh_satrsfactonly.

~ . Combining the quallta_tive"andiqiuantitatil{_e%approaehes in a single study iinplie's,lhat the researCh’ericonstanﬂy ,
‘moves between i’fpara'digms.at_the;l_evels}'of theory and practice, an activity which may be interpréted o be:
‘violating prooedure as set out in research: textbooks; 'as some experts on’ research taVour a process Whe‘re a

.researcher is. expected to stick stnctly to one- research approach and any practxce that combmes approaches

'may be regarded as messy and dlsorderly

Bogdan -and Blklen (1992 30) assert that qualltatrve data is a source of nch descnptlons and well-grounded
'explanatnons of | processes and experiences of sublects under study whlch occur rn local contexts: They further
argue that quahtatlve research views the rndlwdual as part of the naturalistic world and. that their personal views
and perceptions are therefore very important Understandmg people from: their own: perspective and from their
own “frame of reference is therefore vital in this approach. In this study, the researcher has studied the sub;ects, N
namely, educators, in their natural envzronment which is, the school setung “This meant therefore that they have
been :studied as they perform their daily’ actwntles of - teachlng leamers, and how those -who- are- in ‘the
: management positions oontrol the daily teaching act:vmes of sublect teachers.: Itis: -against that background that
educators in- thrs study were- ‘asked a number of structured qusstions from the ‘interview schedule, based on
certain aspeots of therrteachmg practice and management thereof as dictated by the IQMS tool. - :

Van Renstrg,;gt_al.’ (2009:85) explain the qu'antitatiVe approach to research as a formal and systematic activity
in which numerical data are used to gather information about the phenomena under the investigation. ’The‘y‘
further,arguethat the quantitative approach is therefore more structured and controlled in nature as the scopeof :
the topic. under investigation is wide and universal in nature. Lastly, Van Rensburg, et al. (2008) argue that the
' quantztatwa approach amongst ather techmques it emphasizes the useof structured questlonnalres in order to
'elzctt data on certain aspects of social reality.

. This. study is; two fold In the first lnstance, it seeks: to examine through a structured survey questlonnalre, the
manner in whlch -educators at therr schools complxed with the prescripts of the IQMS policy as they conduct their
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daily business of teaching and managing the teaching activities of. educators Data gathered in'this respect was,
presented and mterpreted in numencal fonn This meant: that in the ‘fi nal analysrs percentages of actual
reducators who complted wrth a specrr ic prescnpt versus percentages of those who drd not comply with the same

: specrﬁc prescnpts were indicated In tables and these were eventually explamed agamst the background of their-
relatronshrp to. the study

The second part of this study’ dealt with examining the views of educators on how the'new policy: affected them
as. they pursue therr darly teachmg actrvrtres Thls exerclse necessrtated the use of: the structured mtennew
:schedule asa research tool The topic under mvestlgatton is: the rmpact of the IQMS polrcy on teachlng and:
?management of the teachmg actrvrtles of school based educators whlch meant that in order: for the researcher to.
:detenmne the vnews of educators in this: regard ‘a more controlled approach was necessary m the form of a
structured ‘questionnaire and structured interview schedules. if the questronnarre and. the rntervtews were notl
1structuned one would run- the risk- of not captunng all the vrews of educators regardmg the {opic. under-‘
imvestlgatron

'ln conclusion the use of both the quahtatwe and quantrtahve ‘research approaches m ‘this study has been of great
?benet' tto the researcher, because the strategy enzbled the. researcher to-have a clear view of how the IQMs -
since its _rnc_eptron, has impacted or had ‘not impacted in the teachxng; practice and management of the teachmg
practice by.revealing cornpliance or-non-‘compliance with-its prescripts by ‘educators across the educational
spectrum at schools and at the' same time: revealed how" educators percerved the polrcy to have empowered _
;_them in their practlce

3.3. DATA GATHERING TECHNIQUE

:As:statedibefore_. both qualitative and quantiative methods were used in the coliection of data in this study; The
approach’ where multiple methods ‘or triangulation s ‘used ‘in research on'certain ‘topics is ‘often' ‘used by
researchers on:a rather complrmentary basis. Borg and Gall (1989:393) posit that social reality is sometimes
'v:ewed as “confused reality” which i is difficult to study.or investigate becauise it is complex. To study this complex
reality therefore necessitates the use of multipie methods.

As stated prevlously. a oomple)t topic in-th‘is study Was being inVestigated The toplc of assesstng the impact of

. because it mvotves matters of comphance by educators at schools to polrcy, where there has been comphanoe
v:ews of educators on benefits they.achieved professionally by’ complymg, and-whether indeed compliance by
educators translated to rmproved leamer: performance. In this: study it was therefore more fitting that both
questronnatres and interviews be used as data sources and the use of both quantrtatrve and qualrtatrve methods
and more than one data analysrs techniques were used.
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study would be more relrable and valrd
34. THE suavsv-auss_rrdmas

Bless: and Higson-Smith (2000:111) argue that using a questionnaire has a number of 'adv'aniage‘s that incltide
reachrng a large number of respondents ata. low cost. They. further argue that questronnarres are qurte ﬂexrble‘
and’ are not llmrted in what theycan meastre;

Gurded by the topic and. the purpose ofithe: study the survey questronname was chosen as the chref research tool
over: the other research lools benuse of its’ flexrbrllty. as it can be: manrpulated and: structured idn; a way that
surted the researcher and' at the same trme yrelded results desired by the researcher as stated in the | purpose of
the re_search“_

Before the questronnarre was: admmrstered to: the respondents it was fi rst submltted to.a colleague who was

also p:loted on f ve eduwtors who work at a school that is not part of the schools sampled for thls study

Before the. actual drstnbutron of the questionnaire to schools sampled for partrcrpatlon in this research a letter:
was wntten {o' the Clrcurt Manager in whose jurrsdlctlon the schools sampled fell for permission to distribute
quesllo_nnalre_s;(seeAppendlx A)

" With the permission: lAppendbl B~ letter of permission to conduct a research at own school) and co-operation of
the school prlncrpals, questronnaxres (Appendix C; ‘and D) were distributed to educators at schools that were part
of the sample. It must be noted that only educators who had been in service for at least two years before 2003
who are ina posr_tron o know what the srtuat_lon_ was prior. tothe: introduction ‘of the new" pollcy and also in a
position to know what the position is to date were targeted as respondents.

“The design of the questionnalres for. each category -of educa'tors_Was informed: by the prescripts of the IQMS
policy for the particular category of re$pondénts and also informed by the research questions; content and
literature on the subject under investigation. The nature of questions contained in the questionnaire ranged from
closed ended questions where a response was indicated and the respondents given.a number of options to -
choose from, to a'set of questions where educators opinions and views had to be expressed in respect of policy
prescripts in a manner in which the educator feels affected by them.

The questionnaire consisted of two sections. Section A con'stituted the demographic and ‘biographic details of
réspondents. Section’ B, dealt with issues of lQMS polxcy as a Performance. Management too! at schools and
what krnd of. rmpact it has had on educztron practroe by educators, and how eduwators complied or not complied
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with prescripts, what their views and feelings were in respect of the policy.

3.5. INTERVIEWS

of a teephone. Serdman (19913) -fw,ther argues that interviewiri is focuse.d on understandms tho ﬁubief;t,'ve;
expetiene‘es of other people'and the meaning they attach to such experiences.

‘As stated earlier, thrs study also employed mtervrews conducted usrng a: structured rntervrew guideas a
_ ‘technique in the: quahtatwe method m the process of: data gathenng (See Appendrx E) The mtervrews like the
quest'onnalre' were stmaured, whe.re spem_fc questions were. .5!5."..557‘.: because the r.esear.cher wanted to, direct
the "eneounte'r with' the’ interviewee towards a specific diré'étibn in order for the research questions to be
answered ‘and: at the same tlme get: the feelmgs and’ oprmons of the respondents. The mtervrew was. also'
channeled in a dlrectlon determrned by the purpose of the study ’

During this investigation, a'structured interview was conducted using’ open-ended questions (see. Appendix E).
with:the arm of prov»drng respondents with an opportumty to elaborate on their responses and ‘where the
responses fell short. fotlow-up questrons being asked to assist them to elaborate further. Open ended questlons-
-allow for: free: expressnon and to-reveal freely the subjectlve feelrngs and views whrch qualrtatwe studres 50"
desire. Van Rensburg, .e_ta_ (2009 179) further state that: in‘structured interviews specific l!st of questrons are
-asked, in whtch the wordrng may be the same or similar to that used in questionnaires. Lastly, Van Rensburg, et
.al. (2009 179) drstrngursh between ln-depth mterwews and focus group. mtervrews

For the interview. process specific: questions were set on the role of the educator as determined by the 1QMS
1ool; Questions ‘asked du'rin‘g‘the' interview. process, followed a predetennined wording and.sequence as the
same . questrons wereasked. to all the' respondents. The mtervrews were scheduled over a week: and. lasted:
between 30 and 40 mmutes

" The interviews were held in a relaﬁ‘(ed and non ~ threatening envifonment as the researcher before the actual
interview, sought to: make ‘the interviewee to relax by explammg the purpose of the interview, assuring the
interviewee that there are no.right or wrong responses to questrons asked but that the most important thing is the
respondent’s views and perceptions on issues asked. When the. researcher ‘was satisfied that the: rntervuewee
was relaxed, the actual interview began Recordlng of data during the. mterv:ew assumed note-taking by the
‘researcher It must be stated that.extra ‘care was taken to ensure that note takrng drd not unduly dlstract the
interviewee dunng the course of the. mtervrew

The purpose of the interviews was to get answers, responses, personal views-and attitudes towards IQMS policy
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. prescnpts and how these relate and affect them as they conduct thezr darly teachrng activities-and managemente
of their teachrng actlvmes,

3.6. §AMPLING

Maree, et at (2010:79) refer to sampling as a process in research -which: is: used:to select 'a portion ‘of the
populatron for a study leson (1993 172): further state’ that samphng is*a feasible and Iogrcal way of makrng
istaternents ‘about a larger: group based ‘on what the: researcher knows about the smaller group Bless and
‘.,Hrgson-Smrth fi natly capture the essence of what samplmg is when they state that samphng serves to deten'nme
’ ‘asample that best represents a target populatnon ina manner that allows for accurate generahzatlon of results to '

the larger populatron.

-Armed wrth the 1nformatlon crted m the paragraph above; the researcher decided that the popu(atlon to draw
:conclus:ons about were the school based educators fallrng within the King Wlham 'S “Town Education District. The -
time and resources at the drsposal of the researcher meant that he: could not manage: to'study all schools i in the
Krng eram ] Town Educatron Drstrict, but only three schools; with thrrty educators be purposrvety sampled for |
the study The three schools were each awarded acode (Code AB and C) for purposes of statistical analysts of
‘data and for reference in order to hide the true ldentlty of the schools to: those who will be consumers of the data
later on. ln each.of the schoo!s targeted all educators at non-management {evet (Post tevel 1) and educators at.
'management level (Post Level 2 3 &4) were fargeted dependmg on the srze ‘of the -school and its' current
gradmg

At _sch_ool_ A, twenty post.le_.vet 1 educators; two members of the ‘S¢hool Management Team, answered the
questionnaies, and two members of the School Management Team was subjected to the interviews. In schooi B,
four post level 1 educators answered:the questionnaire, while one member-of the School Management Team,
answered the questionnaire, and one School Management Team answered: the lntervrew In school C, six Post

 level 1 educators answered the questionnaire, one School Management Team member :answered ‘the . -

questronnarre. while one: School Management Team member sat forthe mtervrews
3.7. CONCLUSION

In conclusion, in this chapter the researcher‘introdUc‘ed the elements of the research design which included the
research methodology, lndrcatlng the type of. approach that was gorng to be used in the data gathenng process..
’ The most salient: feature of the research ‘process, namely, determlnatron of the instruments or tools to be used.
for: the collectlon of data that formed the basis of the 'investigation was made The most appropnate tools
decrded upon were the questionnaires and the ;ntervrew The sampling procedure. namely,. purposrve 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
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v schools h;erarchles The pnocedure on how: the: co!lected data would be analyzed was descnbed Last!y the“ ,
questlonnalres were sent 0. schools for. educators to, recewe and answer whlle respondents for the mtemews;
were: approached and dates and times for the encounter fixed.

In the following chapter the collected data will be collated; analyzed afid interpreted and presented in tables and
in @ written manner so as to provide adeqiiaté insight ihtothe nature of the impact IQMS has had on‘how school.
' .based educators perform the:r educatwe duties-after the mtroduc’uon and 'subsequent: application: of the saxd
potu:y Chapter four thus deals wuth data presen’aatlon, analys;s and mterpretabon
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CHAPTER FOUR: PRESENTATION, ANALYSIS AND INTERPRETATION OF DATA
4.1. INTRODUCTION

- The previous chapter, introduced the crucial aspects of the stu’dy“thét"ls' the research design, the method and the.
. sampllng pmcedure used in the study The research desrgn of this’ study was rested fundamentally in’both: the

educators

'The, imain aim of this study is 1o analyse the Kind of quaniitative:and qualiative data that was collected in the

previous chapter. After the raw data was collected, l.he,chapter_proeeeded to outline the findings made by: the:
researcher after a beréftll and palnsﬁkiné'énalysis of data from the reéponées glVen by ‘school based educators
from questlonnalres preSented to them and the responses grven dunng the. intervnew process. The. data collected
was: collated analyzed and’ mterpreted within the conceptual framework provided by the literature  review ‘aspect
of chapter two‘ ’

It has already been indicated in the previous chapter that the résearch design of this chapter rested
fundamentally on two data gathering. technigues, the:qUestionnaireS'and the interviews. With regards-to the
application of the questionnaires, two separate sets of guestionnaires were ;'adrninlste_'red to‘,eddca_tors at different
hierarchies Wlthin their school settings. These'qdestlbnnaires are lndicated asAppendlx C (for teachers:at Post
Level'1)-and Appendix D {for'teachers at SMT fevel), respectively. A‘response rate of 100% was:achieved wrth.
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 retuming
of the questionnaires. The number of respondents' responses were theréfore regarded as sufficient enough so
~ as to be able to use them to draw meaningful conclusions and obtain reliable results. The guestions contained.in -
the questionnaire revolved -around the varlables of strategic formulatlon and.planning, strategy rmplementatlon
- and lastly stmtegy ‘evaluation. dunng performance management ’ :

The second stage of chapter three dealt with the interviews as a qualitative research technique, where in four.
‘SMT members were inferviewed from the three schools sampled as part of the reeearch actrvrty The educators
who fonned parts of the interviews were three females and .one male.

: Data collected from the questlonnaires was subjected tO'a descrlptllie data‘analysis'and the evidence deduced '
- which perceptl_qns. feelings and attitudes of SMT members were: presented. These perceptions, feelmgs'and
~ attitudes of the SMT were collated and analyzed. The. responses were interpreted and the'vﬁnal responses
represented in the form of percentages. It is hoped that the findings reached out of the data obtained from these
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interviews wrll provrde rnsrght mto the kmd of rmpact IQMSas a perfon'nance management tool wﬂl have had on'
educator performance m schools post IQMS rmplementatron.

4.2. PROFILES OF EDUCATORS

Section A of both ‘the'ques’tionnairesﬂfOr educators ‘at Post L'evel' 1 and 2 required educetors-'to indicate: their
gender, age group teachmg expenence quahf cahons ‘of: respondents type of mstttutton where they teach

geographlc Iocatlon of their schoo!s and Iastly the condmon of the bulldmgs of therr schools

These demographsc characteristics of educators were requtred in-order to determme if: the educators Wwere. reatly‘
quahﬁed enough to make informed: and acceptable :mpressxons feetmgs and personal expenences about the
impact that the’ IQMS system had on their teaching and management. of the' teaching‘and Iearnmg experiences.
at thelr schools smce its mceptron The vanables whlch qualifi ied educators to: take part m this: research were
‘age; teachmg expenence, type of. mstrtutron where the respondents teach and lastly the geographlc locatron of
the school of the reSpondent.

Table 4.2.1. PROFILES OF EDUCATORS BY GENDER

‘Educators
: 1.(N=30).
Gender Total ~  “Percent
[TMale 0 8%
2Female |20 67%

The respondents were mtxed in-terms_of gender. The females were 'in majority by a ratio of 2:1 as the
‘percentage figures in the table 4.2.1 above indicated 67% and 33% respectively.
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" Table 4.2.2. PROFILES OF EDUCATORS BY AGE GROUP

:Educators
1 25&"5- Spny‘ e 00 100%
T3 alyrs—Soyrs |23 |77%
. Slyrs—60yrs. ~~  © © ¥04 1 13%
- : _5.--’~‘61yrs 65yrs'?~” et 0% :

Iasﬂy 10% fell in the 31-40year category. whlch means’ that they are matured enough to make a meanmgful,
contribution to this study.

Table 4.2.3 PROFILES OF EDUGATORS BY TEACHING EXPERIENCE

Educators
, o (N=30)
. 110y 00 [00%
2055 o [2a |80%
e m-ays A 1%
T4 s-ops |02 7%
5. Aiyrs wpwards 00 | 00%

The-biggeétnumbef of'res_pondenté at'80%:in terms of teaching experience, falls in the 11-20 year category,
13% fell-in the 21-30year category. and- lastly, 7% fell in the 31-40year category. This means-that they have the
necessary teaching experience to make a meaningful contnbutlon to this study because they taught before the
new policy was introduced and had experience of the new.policy.
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Table 4.2:4 PROFILES OF EDUCATORS ACCORDING TO EDUCATIONAL QUALIFICATIONS

F:Educator's_ v
| =3y
1. Matnc and a Professional Diploma’ 15 | 50% o
2 ADegree andaProfessronal Drploma ‘ ' 10 o 33%
-3 Two Degrees and a profess:onal Drploma : el 03 10% ;
4 A Masters Degree and a Profes51enal Dlploma I 02 7% _
g 5A Doctorate and a Professional Dtploma : -0”0". 00%

' 0% of the respondents had a Grade 12 and'a teachmg d|ploma, 33% of the: respondents had:a degree and a .
‘-teachmg dlploma. 10% of. respondents had two degrees and a teachmg dlploma while 7% had a Masters degree

' ‘and a teachmg cemf‘ cate: The respondents are therefore hrghly quahf ed and have the necessary academrc
‘qualifi c;atlons and technical know how to make a critical analysls and lnformed assessments on the new: pohqy.

 Table 4.2.5 TYPE OF INSTITUTION IN WHICH THE RESPONDENT TEACHES

‘ Educators per institutions

~ | [N=30)
1.Ordinary Primary School 10 - |1 33%
' 2 Ordinary Secondary School 20 © 1 67%
‘ 00

00%

3 Specral School-

33% of the respondents hpres‘ent‘primary‘sc‘:hools."While' 67% represented secondary schoals.

The respondents teach'in both primary and secondary schools whrch make them suatably quahf' ed to be part of
this study as they wnll be able to give perspectlves from both the: primary school vnew and the secondary school

point of vrew

Table 4.2.6 GEOGRAPHIC LOCATION OF THE SCHOOL WHERE YOU TEACH

Location:of School

3., Town/city _ 100

o (N=30)
~Village 130 100%
2 ~Township 00 00% t
00%
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"1 00% of the respondents teach in the niral schoots of the King Wlhams Town. Educahon district. v
:‘Atl schools selected. are’ rurat and therefore meet the main requxrement of ‘this study. namely, to assess the
|mpact of the pohcy on: performance management from the perspectWe of educators i rurat areas; of the kmg
‘William's town education district. |

Table‘tt.z._?;CONDiﬂON$3OEisCHQQLBUILDING&

School Buildings

5 (N of Schools 3)
7 Excellent T [05 . [16%
SFar 120 | 68%
SDetaptdated S T N ET A

' 68% of the respondents indicated that the conditions .of their schools were fair; while 16% indicated that the
‘conditions of their' school buildings were: dilapidated- and lastly 16% mdlcated the cond;t:ons of ‘their school
| bu:ldmgs 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 environment where teaching and
: Iearmng takes place.

SECTION B: ELEMENTS OF STRATEGIC PLANNING AT SCHOOL

Table 4.2.8 Does your school have a vision?

T Educatofsf

(N=30) -
T¥es 30 [67%
2No e [3%%

The majority of educators at 67% indicated that they had a vision at their schools while 33% indicated that they
did not. have'any vision at their schools. The number of schools that did not have a vision, though they stand at
33% they were:a cause for concem because these fi gures mean that out-of three schools one did not have a
vrsron , ' ! ’
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_Table 4:2.9 If your answer to the questions In Tabl:e‘_4.v_8: above is yes, please state it in wﬁt_ing?

B ) R
_ Wntten B ' '_DO%
2 Unwntten :30 100%

All the' respondents at 100% cou!d not state their schools vxsaons in: wntmg mcludmg those who mdxcated that

they had onéin thexr schools

’Table 4.2. 10 If your answer to'the’ questlon stated in Table 43 above is yes, who was r‘e‘s‘pphns’ib»le- for

' craftmg the vision?
[Educators 'r}eSpons_es-‘
N=30)
T Principal 10 TBB%
2.Principal and SMT 10 RESEE
3.5MT,5GB and Stakeholders 10 13313 %

‘Only 33 1/3% of the respondents could ‘ind_ica‘te‘ precisely who must be involved in crafting of the visiﬁn 33 1/3%
indicated that it was ‘the principal and his SMT alone who' crafted their school visions, while the remaining
Tespo’ndents. at 33 1/3% indicated that only the principal was ,inVo]ved in' the vision crafting exercise.

‘Table 4.2.11 Does your school have a mission statement?

Educators responseé‘

7 Yes 20" 57%
2 No 70 T35%
3. Don'tknow. 00 00%

The majorﬁy of respondents at 67% indicated the presence of a mission statement at their ‘schools' while only

)
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33%'indicated_tha_t they did not have mission statements at their s;‘:ﬁo‘_‘gl‘s,

“Table 4.2.12 If your answer to question stated in Table 4.11 above s yes, please state it in writing

Educalors rosponses
[AWitendown  [00 | 00%
P =

All respondents at 100%, could not state their schools mission statements in writing.

'Tabg’lgtl._z;ﬁs,_boj‘yoqf have your own vision as an individual educator?

. [Educators responses
1 Yes 28 [&7%
"2 No o4 3%

The migjofity of fespondents at 87% indicated that they had their own visions as individual educators, while only
13% indicated that they had no personal visions by which they govern their teaching activities:

Table 4.2.14 Have youi determined the mission by which you will-accomplish; your-vision, if you have
one? ' ' ‘

1.Yes 30 . |100%
2No oo 00%
3.0ther ’ 100 00

100% of the respondents indicated that they have individual visions.

Table’, 4215 If you have crafted your-Vision”ani missfon' statement, do .they 'ﬁt'.into the. vision and
mission statements of yd‘u‘r school, if your school has them?

_ o Educators responses
1.Yes o I L | 80%
2.No _ 06 - 120%
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'80% of respondents mdxcated that their -visions and" mxssnon statements ﬁtted into thelr sschools: visions and
mlsslon statements whereas 20% mdlcated that thelr visions. and mnssnon statements do not fit lnto their schools
- wsnons and mlsswn statements

. Tablje,{ls Doyou have _a'S_chedule fol:_'all'yo'mtea'ching a.ctiyttles? '
. ‘ ‘ T Educators responses
|t-Yes - 30 A 100%
Z.No — o 100%

All responidents at 100% indicated that they had a schedule for all their teaching activities.
Table 4.2.16 If your answer to question 4:1:17 above is No, state the reasons why it is'a No.
At 00% there are:no educators who indicated that they' do 'not'"ha’ve‘a: schedule fortheir’ teaching activities

because all respondents indicated. that they have schedules that they follow in. plannlng for thevr teachlng.'
.activities: :

Table 4. 2. 171f ' your answer to question 9 above is yes, listall the aspects of ‘your work that are contained
in yourwork schedule '

: 'All educators at 100% indicated that in-their teaching schedules they had planned for aspects of work such as
lesson’ plans leamlng content plans. and summative assessment schedules for leamers.

C. ELEMENTS OF STRATEGIC IMPLEMENTATION

Table 4.2.:18 Do you prepare for all your lesson presentations?

_ , Educators responses
1Al ofthem |7 23%
_2Mostofthem — 1238 | 71%
3Fewoithem [ 00
‘Noneofthem — | 00 “0,0 -

- 77% of all respondents indicated that they did not plan for all thelr lessons but only plan for most of thelr lessons .
while only23% indicated that they plan for all of their lessons.
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Table 4: 2.1 8 lf you do not plan for all your lesson presentations, state’ aII the reasons why you are unable

to do 80, .

All educators at 23% and 77% mducated that they do in‘one way or another to plan for their lessons and as a
: result there are: no educator responses for this quesuon

Table 42 20 Do you keep a record of all your Iesson plans and :dally. preparatton records on your_
: educators portfoho? :

[ Number of educators;(N%m) '

[TAToem : ; SO P

: 2Mostofthem R - 5 — 17% —
' 3Veryfewofthem o3 0%
[ANons ofhem . LT — [o0%

keep most of th_elr lesson prepara_tlons and 10%, mdxcated th_at they keep vevryfew r_ecords of the;rrl_es_son‘ plans.

“Table 4221 lf vyou‘ do not _kc'ep‘al'l‘ Your lesson p‘lan records and daily preparation ré"cords“ih'yo'ur;.filé,
state reasons why it is not the case?

:In this question there were no responses from educators because -all of them did some réc'ord keeping exercise
of one or other aspect of, their teaching tasks. '

Table 4:2; 22 Do you honour all your schedule of teaching penods as indlcated inthe teachlng time table
of your school? Indicate your choice by across inan appropriate box below.

. - .Educators responses s
1:Allof them -~ e8| 2T%

TMostorthem |2 |73%
[3Very few of them o0 [00%
[@None of them Too — [00%
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73% of all respondents mdlcated that they honour most of thexr scheduled teachmg penods whlle only 27%
‘indicated that they honour all their teaching penods

'Table 4.2 23 If not all your- teaching perlods are . not honored state. the reasons why they - are: not«

honoumd.

A variety of reasons were given by educators for not honoring- all of thelr teaching periods. These. teasons.
ranged from workshops arranged by the department at 23%; to meetings scheduled at their schools to attend'to
urgent extra-curricular matters and union activities organized during working hours at 77%. -

“Table:4.2.24 Which one of the following officials:at '_y'oor*school;_.nonnelly assists you when you have a
‘problem in your teaching duties? Put across in the appropriate box from those given below:

| Educalors responses.
O D & st
ZCoscher &4 |13%
@Eose T [27%
4HOD B 04 NEEE

The, responses given above indicate a variety of-officials that they: thlnk‘should be: responsible'to'assl'st them
» :whén they’encounter problems in their teachmg duties. At 47% the majonty of respondents mentioried aschool
:mentor as the’ respons:ble official, 13% lndxcated a coacher, 21% indicated the DSG and 13% named the HO.D:

Table 4, 2 25 Do you hava a problem wlth resources requnred for plannmg and presentmg your lessons

to'your classes?
Educators responses-
- o | .onresources -
[TAlofthe tme . |00 Joo% .
[ZMostorthetme™ . o7 3%
SOnafewoceasons |17 [57%
ZNoproblematall % [20%

The majority  of respondents at 57% md:cated that they faced problems w:th resources necessary for plannlng
their lesson presentatlons ona few ocms;ons whnle 23% indicated facmg the problem at most of the' tlme while
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-only vz_o%indic:ated to :exoeﬁenc'e no p‘r"oolem at all with resources necessary for planning_lesSonlpr’e’sentations‘.

jTable 4. 2 26 If: you experience a‘problem of resources for plannlng and presenting your lessons please:
list them in order of i lmportance to your lessons

;Mdst"educators' at 80% indicated that they had a problem of having adequate textbooks for all "’learnere in their
asubjectsland or leammg areas to’ teachmg models and adequate statlonery that could be used to: make?
hotocopxes for: matenals that were not avaxlable at thelr schools for teachmg and prepanng Iessons whlle 20%

Leamer attendance

‘ l-?All learners attend ~ - 17 B 57%.
SMostofthematierd |18 |48%
3Fewolthematiend 00 [00%
4.No learner attends 00 | 00

- At 57% the majonty of respondent mdlcated that all leamers attend all teachmg periods, while 43% indicated
that most leamers attend teachmg penod : L ‘ . o g

‘Table 4.2.28 If not all leamers are In class most of the time when you teach, where do you think they are?
The 43% of réspbndents'in table 4. 2.27. who indicated learner absenteelsm in betweeri periods, stated that

“these leamers tended to bunk certain periods by hldmg 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: ace_ordln‘g. to which you evaluate yo'ur learners?

Learner evaluation

1Yes {30 [100%

[ZNo T ~[00 T [00%
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, 100% of respondents mclrcated that they had standlng programmes accordmg to whrch they evaluated their

learners

e

Table 4.2:30 If the answer Is yes, how often do you evaluate your learners?

| Number of Edueetor responses(N'so)

R H As per learmng area; demand 10 T “ 33 1!3%
- 2.Asperschooldemand T 1o T 33 13%
| 3Accord|ngtomy programme v NECE ‘ ; 33 113%

' 'The responses given above mdlcate that Ieamers are assessed as per Iearnlng area demands at 33 1/3%, whnle '
- .another:33-1/3. %: mdlcated that they evaluate as:per: school demands and the Iast 33 1/3 % mdrcated that they
_évaluate according to the individual educators’ programmes ’

‘ 42 31 lf your-answer to Table 429 above is no,: state the reasons: why you. do not. have a learner
v evaluation programme?

100% of all educators responded fo the question by mdtcatmg that they all had programmes accordmg to which

: ;they evaluated ‘their leamers, although drﬁerent consrderatrons ‘were given for a particular reason’ behmd the:
cholce ofa partrcular programme '

.::flfable' 4232 Do you give feedback to your learners ‘after ave;y' task of evaluation given'to thein?

_ , ‘Educator responses on Learner feedback
1. Allthe time” EE 22: 73%“ e
2 Mostofthetlme ' .08 o 12 7% —
3 Very few times 00 ‘ -1 00%:
4Nofeedback grven oo 00%

73% of all respondents |nd|cated that they give feedback to their Iearners all the time after. they have been grven
tasks to do, though 27% mdrcated that they give feedback to leamers. most of the time.

’ 4.'233 If feedback is ‘n‘otvg'iven to learners all the time after every evaluation, state the reasons why it is
807 ‘ ' -
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The 27% ofal| eduwtors who mdrcated that they: dld not always gwe feedback to’ learners do: so because those ,
tasks did not oount for consxderatlon as partof the leamers year marks '

) N Educator self-assessment
e |3 100%
 [ZNo oo [00%

r1,o_'o‘% indicated that they assess themselves to determine if they are effective in their teaching:

Table 4;2.35 If the answer to guestion 6 above is.yes, did you discover any areas of weakness in your
teaching activities? '

‘ “Areas of weakness discovered
11.Yes s . 26 : 87%:
2No — 04 5%

87% iridi‘t‘:a'tedithat”on‘ self-'evaluation they tend ‘to disoover areas: of weakness in their teaching practice and
thus waork towards xmprovmg them while on!y 13% saxd they did not fi nd any ‘areas of weaknesses in their
»teachmg

‘Table 4.2.35 Do you have a Professional Growth Plan?

e L ExustenceofGrowthPlans‘
1.Yes - R 125 ‘ 183%

BN " 08 . %

83% indicated that they- had their own: professuonal growth plans which they follow in thelr route towards |
professlonal gmwth while only 17% indicated that they dld 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 school

2R

53% of the respondents’ indicated that in their schools they ‘are-trained on areas where they niseded'to be
trained. 47% indicated that they were not trained in ‘areas where they needed training, The percentage: of
‘respondents not trained in their schools indicated that the situation of lack-of training. by schools on those
needing training s Serious and needs a lot of attention; | '

“Table 4.2.38: If the answer to 4.2.37. above s yes, who of the following officials gave you'the t'fa'inln‘g?'

Training:officialsiat schools

s

10 R

28D

Ao

0% 20

4.Subject Head :

07 ’ 23%

34% of the respah._d"ents‘_i'hdicéted that they were  trained by the DSG, 23% indicated to have been trained by'the,
'SDT, 20% indicated to have been trained by the H.0.D, while 23% indicated to have been trained by the Subject

Head.

“Table 4.2.39: Was t'he'itraining received by you from t*he”oﬁ:ié'ial indicated above adequate?

[Adequacy of training received

1.Yes -

. |60% .

.‘ zeNo. )

o | 13%

v 3.0ther

08 27%

‘Whiere 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 deve,lgpment'al needs.



while 27% said they did not receive any training therefore they could respond to the question.

4 2.40 How many: performance standards are’ used to evaluate the performance of an'educator at Post
Level 1?

100% of educators indicated that an educator at post level 1 is evaluated using seven performance standard as

per Cd!!e?ﬁ\'fé Agreement No 8 of 2003.

,4 2 41: How many Leamlng outcomes are used to assess a leamers undersmndlng of thie content ofa
'leamlng programmo?

i33% of. respondents lndrcated that they drd not. know the learmng outcomes used to assess a leamers,
?understandlng of the content ofa Iearnlng programme whrle 67% mdlcated that these dlffer from leammg areato.

' leammg as per Natlonal Cumculum Statement documents

Table 4.2.42; How did learriers.in your school ‘on average perform during the end of the year-exams:

before the implementation of the IQMS on ediicators as a method to manage their performance?

"Leemer' performance ‘orio:r to 1IQMS |
P _ implementaﬁOn‘ ) | ‘ '
[fwer e
‘2.Pootly . B 2 — 73%

73% of the respondents indicated that their learners were performing 'po'o'rty_ in final exams before. the
‘implementation of the IQMS and that only 23% of respondents indicated that their learners performed well.

Table 4.2.43: Do 'you think that the IQMS as a performance management system for educators has been'

abte to assist in rmprovmg the perfonnance of learnersin your school at the end of the year? |

J

[1aMS "and ‘_i_mproved performance of

o leamers .
T¥es ' T T [61%
2No |06 20%

:3.Notisure. 7 ‘ & : 13%_'




67

67% of respondents indicated that the 1QMS. has been able to assist in improving leamer performance at their:
‘schools at the end of the' year, while 20% |ndrcated that rt was not assnstrng and 13% indicated that they were not
sure lf the pohcy assrsted :

Table 4.2.44: Do you think that the IQMS asa performance management system has been able to assnst
m changmg how educators perfonn their teaching dutres at your school sinceits imp!emenhtion?

JQMS  has  changed _teacher

. |performance on inception
51Yes 22 3 73%

2 T |~ S 7
[BNotsae |04 |13%

T 3% of all the respondents rndrcated that since the lntroductron of the IQMS the perfonnance of educators in.
classrooms has been able to rmprove while14% indicated that thefe. has been no rmprovement of: eduwtor\
performance in the classrooms while 13% mdrcated that they are fot sure. whether there has been any educator'
lmprovement in'the class or noL

 4.2.45. If teacher's berfonna’nce In class has improved but learner achlevement at the end of the year has
not 1mproved signifi cantty, what do you think is the cause of the: drsjuncture between rmproved teaching:
and poor learning performance? Give all the posslble factors that ‘you can be able to think of?

In.response to the above questio’n educators indicated that there were factors outside the classroom which were
not related to. IQMS'i_rnpler_nentation such as: - '

1. Poor parental support to Ieamers on their educatronal tasks which are supposed to be performed at
home:. . , '
2. Depravity: of the home and the 'social envrronment from ‘which' leamers come &lso ptay a blg role in
_ Ieamers perfonnance at school.
3. Inclusive classrooms meant that in some schools learners of different: leaming abllmes are taughtin’ one
classroom thus resultmg in a failure by the schools to allow those learners who progress ata lower pace'
- than their classmates to recewe individual -attention that will ‘enable. them 'to catch up with their
classmates. - ' ‘
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4.3, IMPACT ASSESSMENT TOOL FOR SCHOOL MANAGEMENT TEAMS (SMT).
4.3.1. BIOGRAPHICAL DETAILS OF RESPONDENTS

Table: 4.3.2. GENDER

 [Number of Respondents.
| N=9 .

‘,"52;Fem_al§>' e 5%

“The. respondents were both female: and ‘male. The. females do'rﬁméggd‘ the males by 2 3:1 ratio w’h’ic_n in
‘perceritage terms means 75% females to 25% males. ;

Table: 4.3.3 RANK OF RESPONDENTS

" [Number of Respondents
| | (N=4y ¢

T Principal [z 50%
Z.Depuly Principal |1 5%
3HOD. I T25%

The respondents were fairly distributed across the édubat_ion profession ;épe,qtrum.a's all post levels at school
management were represented in the sample. 50% were principals, 25% being deputy principals-and 25% being -
'H.O.DS. ' ’ '
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Table: 434, AGE GROUP OF RESPONDENT

1 Number of Res’pondent _
4 | (N=4) L
1.25yrs—30yrs : R 00 EEEEE -;OQ% SR
"231yrs —aoys o1 ' 25%
T 50yrsv | ®%
~45Tyrs = 60yrs — [0z ~[50%
BEye-geyis [0 [00&

The respondents. we're'matiJred enough in order tO"contrtbdte‘me'aningftrt'ly”’in this study-as 100%‘of them ‘were i
above 30 years of age: 25% were in the 31-40 year age bracket another 25% belng m the41 50 year bracket
‘whilst 50%" were in the 51-80 year | bracket

Table: 4.3.5. TEACHING EXPERIENCE

T i-1oys o [00%
2 W—zoys o1 25%
3, 21— 30yrs 02 50% -
T4 3140y [ I T25%
'5. 41yrs upwards CE0D 1 00%

* The: credentials of the respondents lndlcated that they were well experienced educators wrth 100% of them being
above 10 years teachrng experience. 25% were in the 11:20 year teaching expenence bracket; whrle 50% were
in-the 21-30 year experience bracket:and Iastly 25% were in the 3140 year teaching’ expenence This means
therefore that: they could be used to give meamngful inputs in assessrng the kind, of impact that this polrcy had on
‘their teaching practice.
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Table: 4.3.6. QUALIFICATIONS OF RESPONDENTS

Number of respondents
' | ; (N—4)
1 Std. 10 andaprofessnonal dlploma [ 1) ST 88%

12, Aprofessionaldegree =~ o DO T 1o

3.Adegree andaprofessmna! dlp!oma T e 0z - 45%

‘A42degrees andaprofesssonal dlploma B et 8%

- 5, AMasters degree andaprofessronal dlploma H L o ‘ » .05%

‘6 ADoctorateandaprofessxonaldlploma AN\ Soyen _,00%"“ .

The respondents are well qualified as 100% had at least a formal fraining @ ‘a teacher and had a teaching
diploma o add to their academic qualifications..35%:had a Std 10 and a teacher's diploma ‘for the relevant
phase they were teaching, 45% had a degree and,a"'tEachihg diploma for the phase being taught; 15% had two
degrees plus‘a teachers: diploma and lastly: 5% had & masters’ dégrée’éﬁd a feacher;s diploma. This means
therefore they have the necessary knowledge to give rational mputs on a number of aspects regarding the new-
pohcy

Table: 4.3.7. TYPE OF INSTITUTION WHERE YOU TEACH

‘ NumSer of tespondenis,
1.Primary 01 25%

[2Secondary |08 | 5%
SSpeclal School ‘ 00 C 00%
4.0ther 00 |00%

The respondents teach at both primary and 'séc':ondafy.schools-, but 75% of them Wérete‘abhing in secdndéiy
schools while 25% were teaching in primary schools.
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Table: 4.3.8. GEOGRAPHIC LOCATION OF THE SCHOOL WHERE YOU TEACH

L "'NumberofEducators
* [T Rural= \nnage {6 [100%
2Townsh|p o T 00 Treo%
[FTown=Clty — e 00 — o

-All the respondents at 100% mdxcated that they teach at schools located in rura! ‘areas, Teachmg inrural. schools'
: "was the matn factor that qualrf' ed them to be sampled m thts study, as: thns study seeks to assess the: lmpact of
v -the pohcy on how educators in rural areas perfonn their educatwe and management tasks in their schools.

Table: 4:3.9. CONDITION OF THE SCHOOL BUILDINGS WHERE YOU TEACH

[Number or educators
A S =y _
MBeelent ., [0 [10%
[2ZFRr e [5%
O T T S - R 165%

The: respond'enfe indicated that the cdﬁditio'ns of their school buildings:ranged from fair to poor as 65% were
teaching i in schools wnth ‘poor buildings as 25% were teaching in schools wuh falr school buﬂdmgs and 10% sald .
they were teachmg in schools with poor school bunldmgs

‘B: STRATEGY FORMULATION AND PLANNING FOR PERFORMANCE MANAGEMENT AT YOUR SCHOOL.

Table: 4.3:10, DOES YOUR SCHOOL HAVE AVISION?

'Number ofeducators —
_ (N=4)
MYes 03 T [75%
[2ZNo R Y [ 25%

Respondents indicated by 75% that they had vision statements in their schools and that 25% of the respondents
“indicated that they did not have vision statements in'their schools.. ,
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Table: 4.3.11; If YOUR ANSWER TO THE QUESTION IN TABLE 4:3.10 IS YES, WHAT DOES IT SAY?

25% of educators who indicated that they have a vision in theit schiool wefe able to put the school’s Vision dowii
in writing - whlle 50% could not be -able’ to put. it down m wntlng It was also. noted that out. of a total of four
' ;educators only one eduwtor mdlcated that there isno vasnon for their schoo!

434 z‘.f:F*YOUiRAnswé‘R' TO THE GUESTION IN :TAs:LE 4340 msves WHO GRAFTED IT?

75% of the total number of respondents who mdtcated that they had a vision for their schools, 25% of the total
;number of respondents was ab!e fo’ indicate that the: wsnon was craﬁed by a wnde range of a group of persons at
: dlfferent points in‘time’ and sometnmes ‘together while 50% of those educators |ndncated that the vision was
crafted by one-person. ‘These grotips of mdawduals,m}ciuded,amon_gst,others the principal, educators, members
of the SGB, leamers outside the' SGB a;id.stake“'holdéifs:ooisid_'eﬂthéisohool} From the group of three, who said
they have avision two could not indicate who was responsible for the crafting of their schoofs vision. -

Table: 4.3.13; IF YOUR ANSWER TO 10 WAS YES, IS IT WRITTEN DOWN?. -

) [
T Yes. |0 [75% :
2. No ‘ o1 25%

100% of the respondents indi'catéd'precisely'that their school visions are written down.
Table: 4.3.14, IF YOUR ANSWER TO 10 ABOVE WAS YES, WHERE IS IT PLACED?

’50% of respondents indicated that their schools' vision was placed.on a file in their schools' administration, while
25% of all respondents, indicated thiat the criginal documeént is kept in a file'in the principal's office'and 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 that their school visions are placed in the pnncnpals offices, in the staffroom and in
all school hal(s v

Table: 4.3.15. DOES YOUR SCHOOL HAVE A MISSION STATEMENT?

tYes - ” ‘ 53 — ?5% ‘
2 ] ot 5%
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The respondents indicated that the majority’of schools at 75% had mission statements crafted in their schools

while only 25% didn't have crafied mission statements.

'Table 4318 IF YOUR ANSWER TO 4.1.15 ABOVE WAS YES, lS YOUR VISION RELATED TO YOUR
SCHOOL’S MISSION STATEMENT?

» Educator Responses
N I & =

?nq. !_nf_lufa,nce d_ py the!r_ Schoo!s wsxons_, and: ,ml_S‘S‘lon. statem,ent_s}_.. wh_i_!e_ _2_5% Ind_lcat._ed th_at their _mlSS!c:n},
statements were not related to their schools' mission statements.. |

4.3.17. IF-YOUR ANSWER TO 4.1.47 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
- msss;on statements whlle 50% of the other respondents could not indicate if there was any connectlon between .
their mtss;on statementsﬂ and t_hexr scho_ols mxssnpnlstatements.

'Table. 4. 3 A 8. DOES YOUR SCHOOL HAVE: A SCHOOL DEVELOPMENT PLAN FOR THE NEXT THREE TO
'FIVE YEARS? ' ‘

EducatbjrsR_espons‘es-

, N=4)
“1 Yes S ' 04 ’ -1 100%
ZNe oo 00%

100% of the respondents indicated ‘that'their schools: had school developmental plans for three to five year
penods
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43. 19. lF YOUR ANSWER 1O QUESTION 41 A8 ABOVE WAS. YES, LIST ALL ASPECTS OF YOUR
YSCHOOL’S DEVELOPMENT PLAN?

Aspects of the schools" developmental plans glven by 100% of all educators as part of thenr schools
fdevelopmental plans mcluded the follow:ng

. Renovatibn'stb’ schdbt buttdings
. School premrses 1mprovements
. Broademng the curriculum,

¢ Improve: the schools’ pass rate’in. grade 12;
. Cpmputer hteracy. .

43, 20 IF YOUR' ANSWER TO: 4 1.18 ABOVE WAS YES LIST: ALL THE ROLE PLAYERS THAT WERE
INVOLVED IN ITS CREATION?'

75% of the educators indicated that in their schools the School Development Plan was drawn at a meeting in
wh:ch the SGB and educators pamclpated while 25%.of the educators mdlcated that it was drawn by the SGB _

educators and the school burldmg committee.

. C.STRATEGY IMPLEMENTATION FOR PERFORMANCE MANAGEMENT AT SCHOOL FOR SCHOOL
BASED EDUCATORS '

Table a. 3.21. ‘DO ALL LEARNING AREASISUBJECTS OFFERED AT YOUR ‘ScHooL. HAVE EDUCAT_ORS
TO OFFER INSTRUCTION TO LEARNERS ON THEII?

o _— . ‘ Educat_or'Re'spdnse_s" :
1.Yes o 04 | 100%
"2.No ' 00 00%

100% of all the respondents indicated that in their schools all subject/leaming areas had an educator allocated to
thern, and that lessons are bemg offered to leamers by these educators
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Table' 4322 IF YOUR ANSWER TO QUESTION 4.1 21 WAS YES ARE ALL EDUCATORS OFFERING
INSTRUCTION IN SPECICIFIC LEARNING AREAS TO LEARNERS QUALIFIED TO DO ‘807

Educator Responses
(N=4) '
[AYes |oa _ [7o0%
fZNe . 0 | 00%

1 00% of the: resoondents from all the drfferent schools andrcated that educators who are teachrng the different
subjects in therr 'schools are quahﬁed to do'so. ‘ :

4.3.23. IF YOUR ANSWER TO QUESTION 4..22 WAS NO INDICATE THE NUMBER OF EDUCATORS WHO
ARE TEACHING LEARNING AREAS IN WHICH THEY ARE NOT QUALIFIEDAS A PERCENTAGE AND THE
SUBJECTS ILE‘ARNING AREAS THEY TEACH.

100% responses of educators indicated that in their schools there were rio educators teaching a leaming area in
- Which' they were not trained or qualified Io teach:

Table 4.3.24. ARE ALL EDUCATORS INYOUR SCHOOL ADEQUATELY SUPPLIED WITH RESOURCES TO
CARRY ON WITH THEIR lNSTRUCTIONAL TASKS?

r : Number of SMT members(N‘4)
AYes: oo 103 o | T15%
2. No ' 01 B 25%

75% of all the respondents indicated that they were ad'equately'suppIIed wrth resources to plén and present their
Iessons while 25% of the respondents mdscated to experience a serious shonage of teachmg and Ieammg
- resources,

4.3.25. IF YOUR ANSWER TO QUESTION 4.1.22 WAS NO PLEASE LIST ALL KINDS OF TEACHING AND
LEARNING RESOURCES THAT YOUR EDUCATORS HOSTLY HAVE TO DO WITHOUT AND - ALSO
INDICATE THE EXTENT OF THE SERIOUSNESS OF THE SHORTAGE. '
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'?The 25% of educators who: indxcated to be: expenencmg a problem with: resouwes indxcated that there was an.
acute shortage of textbooks in some leaming areas in her'school.. ' ‘

 Table: 4.3.26. ARE EDUCATORS IN YOUR SCHOOL MONITORED TO ENSURE THAT THEY TEACH?

. SMT (Number 4y -
1Yes o 104 c 01 100%: :

100% of 'tfh‘e-r_’espondénftszi'_'n'dicate@iithat' they monitor-educators in ‘theijr_..schqois ;o‘ ensure that they teach.

4.3, 27 WHO lS RESPONSIBLE FOR MONITORING WHETHER EDUCATORS IN YOUR SCHOOL DO
: 'TEACH ACCORDING TO THE TIMETABLE DRAWN?

 50% of {ﬁeféducétb;s from the four resporiderits indicated that moritoring the performance of educators was the-
responsibility of the SMT and the senior educators, while 50% of the educators indicated that monitoring the.
performance of educators wasithe responsibility of the SMT, senior educators and peer educators:

A43_,.-28,_W'HAT IS THE ‘PURP.O__S_E,OF ACLASS ViSIT AT YOUR SCHOOL?

Outof the 1 00% of. educators who responded to this question, 50% of the educators indicated a class v:srt as a

mechamsm to: motlvate an educator to do more Work, ‘while 25% of the educators identified syllabus covefage as.
) the main’ purpose for monitoring the perfonnance 'of educators, while one identified evaliating.an -educator-for
pay: progression purposes, the last 25% indicated that they monitorthe performance of their educators so asto
develop teachmg competencses of underpezformmg educators.

Table: 4.3.29. 1S THE PURPOSE OF CLASS VISFTS CLEARLY COMMUNICATED AND MADE KNOWN TO
ALL EDUCATORS IN YOUR SCHOOL? IR ‘

, e _ SMT Responses
1Yes. ~ ¢ 04 . 100%
2.No - - oo 00%

100% of the respondents indicated that the class v:sus and their purpose are discussed and cleariy
commumcated to everyone at school.
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‘Table: 4.3.30. ‘IS- CLASS VlSlTS AS. A: MECHANISM TO MON!TOR EDUCATORS’ PERFORMANCEE
ACCEPTED BY ALL EDUCATDRS AT YOUR SCHOOL?

[ sMT Responses

1Alleducatorsaccep’tthem e oo%-:

2Amajonty of educators accept them 02 ,50% ‘

3Feweducatorsacceptthem TTTUro 180%
14 Few educators do not accept them : 00 B ‘OQ'%' "
‘ 5.All educators do not accept them , 00 00%:

50% of all. respondents indicated that educators ‘at their schools réadily"accept class visits while another 50% of
respondents mdlcated that educators at therr schools do not accept class visits as & mechamsm to momtor thelr
' performance

43.31. WHAT= HAPPENS mé,mgrsl.v AFTER A‘“c_:LAs’s VISIT WAS CONDUCTED?

:100% of the educators who responded fo. thls question rdentlf ed that' after a class visit all the followmg actlons
have to take place :

»  Final scoring:

L2 Feedback

. Drscussron of how scormg was done
R & Remedral action.

Table: 4.3.32. DOES YOUR SCHOOL HAVE: A SYSTEM IN PLACE TO DETERM!NE DEVELOPMENTAL
: NEEDS OF EDUCATORS IN RESPECT OF THEIR TEACHING DUTIES?

‘ T SMT responees ‘-
I1Yes 02 50%
2No - ' 02 ' 50%

' 50% of respondents mdlcated that in their schools there are systems in place to determine the developmental
" needs of educators whereas 50% of other respondents indicated that they did not have systems in place fo
determme educators’ developmental needs :
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4.3.33..IF YOUR ANSWER 10 4. 1 32 ABOVE WAS YES, STATE CLEARLY HOW THIS SYSTEM WORKS IN

V'IDENTIFYING EDUCATOR DEVELOPMENTAL NEEDS?

25% of the educators who indicated that they have/a system in‘place to determine educator developmental .
needs faifed o indicate the process by which educators developmental needs are dstermined by not offering any
_ answer {6 this aspect, while 25% offered fequnsesj which were not relevant to the demands;;)f the qugsiign.i

:Table. 4334 APART FROM YOUR SCHOOLS' EFFORTS AT DEVELOPING EDUCATORS IN AREAS

WHERE THEY NEEDED DEVELOPMENT HAVE You. OR ANY OF THE MEMBERS ‘OF YOUR STAFF o

RECEIVED ANY DEVELOPMENTAL INITIATIVE FROM ANY SOURCE OUTSIDE OF YOUR SCHOOL?

Educaiors responses
jlYes . 03 G
e el

75%.of the respondents Indicated that apart from their schools® devélopmen'td'éﬁorts they had received other
deve!opmenta! imtsatwes oulside their schoo!s while-25% lndxcated 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.
'DEVELOPMENTAL INITIATIVE?

25% of the educators responded that they get developmental trainlng by regrstenng w»th temary mstltut}ons,
whlle the other 50% menhoned pnvate tralmng compames -

D. .STRATEGY EVALUATION' ON PERFORMANCE MANAGEMENT AT OWN _scuotn..

Tab!e. 4.3.36. DO EDUCATORS IN YOUR SCHOOL CONDUCT A SELF ASSESSMENT TO DETERM!NE
THEIR AREAS OF STRENGTH AND WEAKNESS?

Educators respbhses »
(N=4)

e v L ‘ . 5 75%’ o

2._NO' ——— 01 25%
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The majonty of respondents at 75% indicated' that tn their- schools educators conducted self — assessment to
:determme the|r areas of strength and : areas that needed development whrle 25% of edumtors mdrcated that they
‘ ,drd not conduct any setf-assessment to determme areas ‘of strengths and weaknesses in their teachrng

4337.1F YOUR ANSWER TO 44 38 WAS YES WHEN DO THEY CONDUCT THIS SELF ASSESSMENT? a
"‘GIVE A SPECIF]C PERIOD DUR!NG THE COURSE OF THEYEAR?

| - 50% ofirgqun“qemé.ipdic‘;ateastha‘t_;eduea'tq_r*s;eff-i ‘assessment ’sﬁould‘ be done ‘during the first-quarter of the
academic year whereas the other 25% stated that it ‘s'hau!fdibedone'iﬁrbushq'ut'_t'he yea.r-.

43, 38 GNE A SPEC!FIC REASON WHY YOU THINK SELF ASSESSMENT SHOULD BE ‘DONE DURING

~THAT, SPECIFIC TIME?

50% of the educators indicated that it is done at that time since itis the begimﬁng of the year and the start of the. -
: cycle for developmental appra:sal while 25% mdvcated that for self assessment to be more effectnz\e it should be:
undertaken throughout the' year

4.3.39. IFYOUR ANSWER TO 44. 35 WAS: YES LISTALL AREAS WHERE EDUCATORS IH YDUR SCHOOL
NORMALLY INDICATE A NEED FOR DEVELOPHENT

25% of respondents dtd not indicate: any area where educators in their schools normally needed development :
but 50% of the edumtors adenhﬁed lesson plans. and assessment techmques as the:most prob!ematxc areas
amongst educators in their schools.

Table: 4.3.40. DO MEMBERS OF YOUR SMT ASSESS EDUCATORS IN PRACTICE lN THE REAL -
CLASSROOM SITUATION? '

Educator responses
L |tN=ay
T¥es 13 50%
2.No S 102 50%

50%: of respondents indicated that members of their SMT ‘assessed educators in practice ina real classroom
’ sxtuatxon while the other 50% mdxcated that they did not assess educators ina real classroom srtuatlon
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‘Table: 4.3.41. IF YOUR ANSWER TO 4.1 39 WAS YES 18 THE PURPOSE OF THE PROGRAMME KNOWN
BY EVERYONE?

i '(.N=l'4)
5»1,.'YeSIN R e VY . "50% - v' —
".2;NO_- : EE 02 - »50%‘:..,.

;everyone‘ whlle the other 50% of respondents mdxcated that the programme of class vssnts was not known by
everycne '

4:3.42, lF MEMBERS OF THE SMT DO: NOT ASSESS EDUCATORS N PRACTICE STATE FULLYALL TI-IE :
YREASONS WHY IT IS NOT DONE?

not fuily understand what they have to iook for dunng a class visit exermsa wbxle the other 50% of the: SMT
members ‘didn’t advance any.reasons. ‘ ‘

4’;3:4’3. IF INTERNAL ASsEssMENT‘ OF 'EDUCATORS IS DONE, BUT NOT ACCORDING TO THE
DEPARmrsNTAL PROGRAMME, STATE ALL CHALLENGES FACED IN THIS REGARD.

50% of the SMT members didn't oﬁer any ‘answers, ‘while the other 50% claimed that big classes and the fear of o
-faihng behind in the syﬂabue, were the main reasons why it was not done.

4344, ACCORDING TO COLLECTIVE AGREEMENT (8 OF 2003), HOW MANY PERFORMANCE
s_TAﬂDARDs ARE 'usED TO EVALUATE'EDUCATORS AT POST LEVEL ONE?

100% of the members of the SMT correctly. mdncated tha! seven performance standards are used to evaluate an
. educator s performance at level one.

4.3.45. ACCORDING TO COLLECTIVE AGREEMENT (8 OF 2003), HOW MANY PERFORMANCE
STANDARDS ARE USED WHEN EVALUATING THE PERFORMANCE OF AN EDUATOR AT POST LEVEL
TWO?

100% of the SMT members correctly indicated that educators. at post level 2 are evaluated for deveTopmenta’i
purposes or. for pay progression purposes using ten perfprmance standards.



‘,4346 ACCORDING TO COLLECTIVE AGREEMENT (8 OF 2003), HOW' MANY PERFORMANCE

'STAN DARDS ARE USED TO ASSESS AN EDUCATOR AT POST LEVEL 3&4 IN YOUR SCHOOL?

100% of the' SMT members conectjy indicated that educators at these levets are evaluated through the use of
: twelve performanoe standards

4.3.47. ACCORDING TO THE NATIONAL CURRICULUM STATEMENTS HOW MANY LEARNING'
'OUTCOMES ARE USED BY EDUCATORS TO ASSESS WHETHER A LESSON PRESENTED WASﬁ

EFFECTWE?

75% of all’ educators dld not respond to. thls questron 25% of tha educators responded correctly by statmg that’

dlﬂ'erent leamlng areas h evidrﬁ‘erent teamrng outcomes used to determme the effechveness of a tesson sn a

partrcular leammg area

'4 3 48 HAVE YOU OR FELLOW MEMBERS OF YOUR SMT BEEN TRAINED IN AREAS WHERE YOU OR
YOUR FELLOW MEMBERS OF THE SMT HAVE INDICATED A NEED FOR TRAlNING?

- '50% of the members of the: SMT mdlcated that they received trammg while the other’ 50% mdrceted that they
have never reoesved any sort of trammg in areas ‘where they had mdscated they needed trammg

' 4.3.49. IF TRAINING HAS TAKEN PLACE, WHO CONDUCTED IT?

- '50% of the SMT members who indicated that they recewed trarmng, they mdrcated that thenr tralmng was
conducted by the: Educatron Development Officer (EDO) and the Subject Advisors.

4,3.50. WAS THE mnnms, R"ecswso AoEouAﬁl: fr'o A,opﬁéss YOUR pEvsl_.oPMENrAL NEEDS?.

100% of those who responded that they had. recelved trammg, mdscated that the training they recelved 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 questron indicated that they needed tra:mng on two fundamental
aspects of management which are financial management and budgetmg
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4.3.62, HAVE YOU OR FELLOW MEMBERS OF YOUR SMTI‘EVE#‘ BEEN EVALUATED EXTERNALLY?

0% of the members of the SMT responded that. they were: evaluated extemally, while the other 50% lndlcaled

that they wers never. evaluated extemally

-4.3.53. HOW WAS YOUR. ATTITUDE TOWARDS THE IMPLEMENTATlON OF THE JQMS WHEN IT WAS TO:

BE IMPLEMENTED IN YOUR SCHooL FOR THE FIRST TIME?

The: attrtude of all educators (100%) ‘who were ' SMT members. was negatrve at first but changed later to -

: aoceptance and: eventually to full support accordmg to two respondents

4354, HOW DID LEARNERS PERFORM IN YOUR SUBJECTILEARNING AREA BEFORE THE

IMPLEMENTATION OF [QMS?

=50% of the: members ‘of the:: SMT- mdlcated that the perfonnance of. leamers in thesr schools in their

sub;ectslleammg areas had challenges while the other 50% indicated that leamers performance in their
learning areas was good

43 55. HOW. DID LEARNERS PERFORM IN YOUR SUBJECT AFTER THE IMPLEMENTATION OF THE
1aMs? '

50% of the SMT members who said the performance was good, indicated that even after lmp'lem'entetion of the

JQMS, the performance remalned good 50% of: those respondents who indicated that their’ learners.

‘performance had challenges, mdlcated that the’ challenges oontlnued desprte the :mplementabon of the IQMS..

- 4.356, HAS THE OVERALL LEARNER PERFORMANCE IN YOUR SCHOOL IMPROVED SINCE THE "

.IHPLEMENTAT!ON OF THE IQMS?

100% of the reSpondents mdlcaled that there has been rio overall lmprovement in leamer performance at thelr
~ .schools since: the 1mplemenlamn of the IQMS.

4.3.57. IF YOUR ANSWER TO THE QUESTION ABOVE IS POOR/OR BAD, WHAT DO YOu THINK iS THE
CAUSE OF POOR OR BAD PERFORMANCE BY LEARNERS?

‘The 100% of the SMT members who.indicated that there is no overall 'learner improvement in their schools,
indicated: lack of leamer support sennws in the’ form of parental support and motlvatlonal programmes. for
leamers :
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-4.3.68. WHAT: DO YOU THINK SHOULD BE DONE TO ADDRESS THE CHALLENGES GIVEN IN QUESTION
4; 3 54?

50% of the SMT members indicated that the IQMS:in its current form should be restructured though ro specrﬂc‘
detaxls are 1nd|cated whnle the other 50% mdlcated that lt should be’ kept asitis,

4:4. ASTRUTURED INTERVIEW SCHEDULE FOR EDUCATORS AT SMT LEVEL

Table: 4.4.1. BIOGRAPHICAL DETAILS OF THE RESPONDENTS

T : —Ter 33% —
2 Female -- To2 T eT%

’The respondents who partu:lpated in this study through interviews: consisted of one male and twofemales whose;
‘percentages-are 33 1/3% and 66 213 % respectnveiy

' Table: 44.2‘."TEA<:’HiNG EXPERIENCE.

_ (Edh’cator Numbers=3)
T o
T2 i0-20 |00 0%
, 320 30 oz [100%

100%.of . the respondents who. 'pérﬁcibatéd in this study’ through interviews were fairly experienced and were:in
the 20 ~ 30 year experience band. This meant that they were adequately qualified to participate in this study.
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Table: 4.4.3 EDUCATIONAL QUALIFICATIONS

[(Number of educators = 03)
[T Matncand teachmg dxploma R 01 . 331/3% T v
2ADegreeandateachlng dlptoma U E 0t 33 3% e
3Two and more degrees ptus a teachmg >Q1V ‘ 33 ;1/3% '
diploma |

33 1/3% of educators qualrf' catlons range between a matnc and a three year. teacher specrahst traxnmg, whﬂe;

teachlng drploma These qualrﬁcatrons meant that educators who partrcrpated in thrs study ranged between_‘
bemg reasonably quahf' ed to htghly quallf' ed and thus have the knowledge and ablllty to contnbute meanlngfully.
to the study

' Table: 4.4;4‘ EDUCATORS RANK IN OWN;-SCHO_O_L

v ) | (Number of Educators 03)
1.Educator — R 00%
> Mamher nfQMT - 103 T TinnoA

100% of the respondents are educators who are miembers: of the. SMT at their respective schools, and therefore
qualify to be interviewed on the respective aspects of IQMS implementation and its impact 'on.their‘schoo!s.

Table: 4.4.5. TYPE OF SCHOOL IN WHICH THE_TRESPQNI")ENT TéAc’Hes. |

o ( Number of Respondents = 03 )
APamay . 01 . 3%
2.8econdary o2 o ' | 67%. .
3oter [0 - [00%

33% of the respondents are teaching in pnmary schools; while:67% were coming from: the secondary school.
sectlon ,
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‘Table: 4.4.6: GEOGRAPHIC LOCATION OF THE SCHOOL

TR T e [
EE T T T [ [00%
A R T

. 100% of tﬁ'e‘rev‘s'pqnc‘Ien_ts: come from ’sg‘:hopyls located in rural areas as it was a chief requirement of this study.

’4 4 7 WHEN DID YOUu HEAR ABOUT THE POSSIBILITY OF THE' INTRODUCTION OF THE: INTEGRATED
‘QUALITY MANAGEMENT SYSTEM AS A TOOL TO MANAGE THE PERFORMANCE OF ALL SCHOOL

BASED EDUCATORS?

33%: of the SMT members indicated having. heard: of the possibility that- IQMS was: .going to: be mtroduced to

manage the performance of educators in: 2001 whlle 67% indicated. havmg heard of IQMS mtroduct;on to.
manage educators performance’i in 2005

4.4.8. 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?

6‘7‘%' of the SMT members ‘indicated to have been very happy that at last something was being: done by
govemment to monitor performance of educators. This is clearly illustrated by the choice of words used by the
: respondents dunng the mtemew sessmns From the 67% of respondents some described their feelmgs as being
* excited” and enthusaasbc cand * taken Up

Cohirary to the views expressed by'67%.of Ihej IespOhdents, 33% of the. other respondents indicated to have felt
“insecure™ and “confused” at the same-time on learning thata new syste'm was going to be introduced:

4, 49. WHAT WERE YOUR EXPECTATIONS FROM THE IMPLEMENTATION OF THE IQMS AS A TOOL TO
MANAGE THE PERFORMANCE OF SCHOOLBASED EDUCATORS

67% of the respondents indicated that their main expectatian from the new policy was that edicators were going
to be subjected to “developmental training”, followed by an improved incentive system for educators who had
displayed good work while 33% of the réépondents indicated that “smooth fuhctioning of schools” and “quality
reshlfs from leamers” was e%ntuaily,vthat.they thought was going to be acmeved under the new policy.



‘44.10 IS YOUR SCHOOL IMPLEMENTING THE IQMS TO" MONITOR THE PERFORMANCE DF ALL
EDUCATORS AT YOUR SCHOOL? ‘

.67% of the- educators conceded that they wers smplementmg the: 1QMS pohcy in managmg the perfon'nence of
-:educators m thetr sohools but that thIS was; done only "Pamalty" while the remammg 33% of the respondents'
: mdncated that in thenr school they: were lmpiementmg the |QMS "fully"

‘67% of the respondents mdlcated that thexr schools have mnssnon statements while 33% md;cated that they: dld
ot have a vision statement.. K

4.4.12.DOES YOUR SCHOOL HAVE A MISSION STATEMENT?

| :.67% of the respondents indtcated that in their. schools they havé mission statements while 33%: indicated. thatj
they dtd not have it..

4443, it cR_AFrEo YOUR SCHOOL’S VISION AND MISSION STATEMENTS?

7% of the respondents’ lndlcated that the’ v:sion and mission statements in their schools were crafted by the

;pnnupal as an xmmedsate supervzsor while the 33% of respondents mdncated that it was a collaboratrve effort
,between the staff and the SGB ‘

4.4.14. HAS THE lMPLEMENTATION OF THE lQMS BEEN ABLETO IMPACT POSlTIVELY OR: NEGATIVELY‘
ON YOUR FLANN!NG DUT!ES PLEASE ELABORATE ON THE lMF’ACT IT HAD ON YOUR PLANNING
ASPECT OF YOUR HANAGE"ENT

The views expressed by the respondents on the impact of the IQMS on how they execute thelr ptanning duties
~ as managers differ wxdely 33 113% of the respondent indicated that. since they are not implementing it fully,
has not been able to mﬂuence ihem in their plannmg aspects of management in any way.

The second respondents at 33 113%. indicated: that the:way 1amMs is xmplemented in their school has been
haphazard and asa result it unpacted negatively on their nnp!ementahon of set p!ans because to:them 1QMS
. emphasizes the §me'5$!°" of documents, an activity that tends to disrupt the normal activities of the school.

The third group of respondents at 33 1/3% indicated that the IQMS has been able to assist them specifically in
having set plans for the day, week, month and the whole year according fo which to gauge the effectweness of
the:rteachmg actnntzes To mese respondents successful teachmg and Ieammg dependent on meeung these set
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targets ﬁh‘rqughout the year and these enable them o kegp focused on thie job at hand.

4, 4.1 5 HAS THE IM?LEMENT ATIDN OF THE IQMs BEEN ABLE T0 IMPACT POSlTlVELY OR NEGATlVELY
‘ ON YOUR lMPLEMENTAT!ON OF TEACHING AND LEARNING DUTIES? PLEASE ELABORATE?

"1not properly rmplemented a srtuatnon that becomee evxdent when there are no- class vrsrts done by the
responsxble offi cials: at schools contrary to’ the spmt of devetopmenial appratsal aspect of the IQ__MS and the
'perfonnance measurement aspect of the same pollcy

-The last group of the respondents, at 33% indicated: that the [QMS has been’ abie to' have a posmve effect on '. '
How he is'able the impart ieammg to his leamers hecause through the rmp!ementatxon of the new.system he has
ﬁbeen able to come up \mth new strateg;es that enable hrm to mamtam drsc:pline betterthan before

‘4.416; HAS THE lMPLEMENT ATION OF THE IOMS. BEEN ABLE TO IMPACT POSITWELY OR NEGATIVELY
‘ON How YOU EVALGATE THE SUCCESS OF YOUR ‘I’EACH!NG DUTIES? PLEASE ELABORATE.

67% respondents have mdnoated that the rmplementatxon of the IQMS has had no posmve effect atalt.on how
‘teachers evaluate the success of their teaching activities, as 33% of the respondents further argued that
'-educators most the hme ‘thumb-suck" during the. process of evaiuatmg themselves and of feuow educators in -
practlce m class '

34% of 'the”respondente indicated o have found the implementation .of the IQMS fruitfulin assisting them to
evaluate the successes of their teaching duties, They further argued that the first step by educators evaluating
the success: of their teaching aclivities begins with educators doing. self- assessment exercisés'to determine
‘{.hei‘_r_areas of s‘trength‘s-'as_ well as his areas of WeakneSSes. '

- 4417 HAS THE ACHIEVEMENT OF LEARNERS IN YOUR: SCHOOL IMPROVED on NOT IMPROVED
‘ SINCE THE m‘rRoouc‘non OF THE IQHS?

33% of the resb‘ondent‘s had indicated tha't'fearner' performance in their school has not improved einoe the
introduction of the IQMS -as the school was performing persistently well before the mtroductlon -of the new
_ system and there: have been no changes in this regard.

fThe' second group of respondents at 67%, indioated that in their schoots there‘ has. be'en no significant
: %mprovement. and to make matters worse the mults of learners‘in their schools have over the past year reaohed
‘an aIl—trme low '

-
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44.18 HAS THE PHYSICAL CONDITION OF YOUR SCHOOL (IN TERMS OF BUILDINGS TEACING
SPACE, TEACHING AND LEARNER SUPPORT MATERIALS) IMPROVED SINCE THE: INTRQDUCTIQN OF-‘
~THE IQMS?

‘67% of the respondents have mdlcated that.the physrcal condrtlon of therr ‘schools has not changed at. all with
'respect of school burldmgs ‘and othér physxml resources whrle 33% of the respondents conceded that there has
been a lot of change in terrns of therr physrcal resources though these have not. been achleved at QOVemment
3expense '

4.5. CONCLUSION

This chapter concentrated on presenting & detailed and ‘step by step: presentation; of data that: came up in
response to-both the questionnaires and the interviews as research tools based on the views and feelings of thie
respondents as'they" pertamed {o the questrons asked based on the research qUestrons presented earlier in-
fchapter one of the onentatron to the study '

The next chapter wixi then. proceed to draw c‘onc’!u'sidns Base‘d on the rasearé'ﬁ ‘:f'nding‘s' made in tnis 'cnapter and’
then provide : useful recommendauons on: what Kind. of rmpact respondents indicated that' the new system of:

managrng performanoe has had on how they implement .both: their teachlng duties -and therr management
- activities of the teachmg and leamlng srtuatrons
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CHAPTER FIVE: SUMMARY, FINDINGS, RECOMMENDATIONS AND CONCLUSION
5.1. INTRODUCTION.

v In‘the" prevrous chapter the research data was’ presented anatyZed mterpreted and processed ln order to
-ensure that the views of educators on'the nmpact of the IQMS asa performance management tool with: regard to
strategy formulatron strategrc planmng, strategy mplementatron and strategrc evaluatron as, the corner stonae of
the. new potlcy were captured futly

;m respect of thrs study‘s research questrons

fs;z.suMMARYbF Fll_N_DI.N_GS? |

-'The respondents chosen to’ partrcrpate in this study responded to both the: questronnalre and the lnterv1ews'
’lndlcatrng a multrphcnty of vnews, opmrons -and. perceptlons ‘about the kind of rmpact that the. 1QMS .as: a
.performance managemsnt system has: mtroduced and ‘not: mtroduced in how they go about therr daﬂy wortk
routine’in: teachmg and managmg the teachmg activities of those who are entrusted wrth that task From an
analysis of the views. expressed it is clear that the purpose of the research was -achieved as useful msrghts were '
‘gained on what: impact the new. system has had on the management and rmplementatron of the teachrng and.
'leamlng activities by educators since the rntroductlon of the new policy '

5.2.1.FINDINGS IN RESPECT OF RESEARCH QUESTIDN ONE: _WHAT IMPACT HAS THE INTRODUCTIDN
OF THE IQMS POLICY HAD ‘ON EDUCATORS AND SCHOOLS WITH REGARDS TO STRATEGY
FORMULATION: AND STRATEGIC. PLANNING?

With ‘regards to the above research question, the majority of respondents indicated that their .schools haye a.
clear understanding of the importance of formulating a strategy for success if performance was going to be.
'monitored smc'essftilly and: that if performance was going to be successml'and achieve the intended results
through objects that are ‘set clearly and unambrguously during the strategic formulation: and strategic plannrng
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, which is the first pillar for successful
~_performance by all employees in any institution, be it in the private or public sector.
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Of great concern wrth regards to the crafhng of the vrsron and mlssron statements at schools of the respondents
‘was, the fact that the greatest ‘majority of -all” the: visions and mission statements ‘Were. crafted only by
'management and in some cases with little lnvolvement of’ educators whrle very | lrttle orno. rnvolvement atall was

 afforded to parents of learners énd the greatest number of stakeholders in the. schools rmmedrate envrronment

Closely related ‘to the notion:of a Vision and miission“‘statements, ‘a significant nu’mber of eduw'tors who formed.
' part of thrs study rndtcated that they have therr own vrslon and mrssron statements but their visions. ‘and mtssron‘
statements contradrcted those of therr schools whrch meant that thrs was a reclpe for drsaster These should be
a unrtrng force that contnbutes to burldrng an espnt de corps amongst all those who work m the same lnstrtubon.
'Strll a srgmﬁcant number of educators had no vision and mrssron statements by whlch they govem their worklng_
- fives.

'The second’ aspect of: srgntl'cance in strategrc fonnulatlon ‘and planmng that all respondents rndrcated that they

have in' therr Vanous mstrtutions were long-term plans, medium: term plans and short term ‘plans:of how: they .

mtend to tackle therr tasks of executlng and’} managrng the executron of the activities of teachmg and leamrng by
subject teachers in their schools. .

j_xt_;:rs;howevemf, great concem-to note that a substantial number of educators who formed part.of this »'_s‘tudy
conceded that despite havifig all the plans and schedules of how. they plan to tackle the'ir' daily teaching
actrvltles, these plans are not followed to.the letter for various: reasons which are part of the schools own. makrng
v _and others are’out’ of their own making and fall squarely onthe department of basic educations doorsteps:

5.2.2. FlNDlNGS |N RESPECT OF RESEARCH QUESTION TWO' WHAT IMPACT HAS THE IQMS HAD.ON
- STRATEGY IMPLEMENTATION FOR SUCCESSFUL PERFORHANCE AT SCHOOLS BY SCHDDL BASED
EDUCATORS UNDER THE NEW POLICY?

, The greatest’ majority of educat_ors who-responded ‘to the lquestionnalres and the interviews: indicated: that
performance of educators at thelr ‘schools was monitored but also"a’ significant number of educators indicated
that perfonnance of educators in the form of class vrsrts was not takang place because of resastance by educators
-who did not. kniow what was the purpose of class visits: was and still: equated the current class visit with the
' "tradltlonal fauit f ndrng exercise, and also some supennsors also. were not sure of what to do'in’ class dunng a
class visit exercise. , '
" Amost drsturblng fact was that most respondents seemed not'to know what a self - assessment exercise 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 implementatron rnvolves developmental initiatives on educators by the schools
“under the new polxcy .On- the, average educators ‘who responded to this questron lndrcated that there are.
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;,attempts made at school. level and at district level in- order to address areas of weakness in how:they’ perform
their dutres but there is oonfusron on when and how oﬂen and:on the content of these developmental lnltlatrves

_ The third aSpect of lQMS strategy rmplementatzon was that the majonty of respondents voiced dissatisfaction on

: ,the manner ln whrch lQMS lmplementatron was carried ‘out.. These respondents mdrcated that too muoh_, :

remphasrs was put on domg ‘paper work and’ rush:ng to meet" deadlmes for submission of documents to the
district offi ce whlch can be drsruptrve to- the: teachrng and leammg actrvrtres as set out.in: rndlvrdual schools.

- . programmes..

523, FINDINGS 1IN RESPECT OF RESEARCH QUESTION NUMBER THREE STRAGEGY EVALUATION
: FOR SUCCESSFUL PERFORMANCE BY SCHOOL BASED EDUCATORS.

growth plans whlch are mcorporated mto thelr School Improvement Plans A document that is used by both the
school and the distnct ofﬁce to create a developmental plan‘for the schools and the district to’ create a district -
1mprovement plan

After the creating ‘of the: school improvemenit plan and the district improvement plan, a series of workshops is
supposed to take place between February and July'of each’ year.  Most respondents indicatéd that the workshopsv -
conducted did not meet their” speclﬁc areas’ of developmental needs ‘whilst a srgn cant number said - the
WOl’kSthS conducted for them Were effective:

To date, after eight years of: IQMS: lmplementatron the greatest majonty of all respondents. rndrcated that they
have never been evaluated externally, while only a ‘handful said they were evaluated externally. The new pollcy
‘says. that this.should happen after three to five years for secondary schools while thls should. happen after every -
five years for | pnmary school ST e S : ' :

lQMS irnpler_nentatlon should go with Whole ‘School Development, but-this has not: taken place and schools

‘therefore still miss out on being provided with much needed physical resources. IQMS works from a premise that

says leamer achievement: and ‘educator per(ormance should be accompanred by a steady supply of resources. '
: Lestly. educator perforrnance will be measured by the degree to whlch leamners pass.

The last’espect’ of strateg'y aSseSsment deals with an improvemient in both {earner and te’acher performance: lt is
however dlsheartemng to ‘note that most schools lndrcate no srgmf cant change in leamer results since the
Introduction of this policy whereas only {ew educators sard they had. expenenced a srgnrf cant rrnprovement in
results since the mtroductlon of the new pohcy ‘



5.2.4. RECOMMENDATIONS'

: ‘After havmg presented the data obtarned from the questronnalres and rntervrews the. data was- scrutmlzed
‘closely and a summary of the: mam ﬁndlngs contalned in the data was alSo presented Recommendatlons on.
what should be done:in: order to ensure’ that the polrcy should achleve the krnd of |mpact that the policy makersv
*had:in’mind when they lntroduced it:in schools i m order to’ monrtor the perfonnance of school based eduwtors:
‘will now be made

In-order for schools to have ‘any hope "of‘mahag'ihg' the performance of all its members, school management
teams members of the School Govemrng Bodles and all. stakehotders of schools must: srt together and, craft a

common vrsron and a common mrsston statement Aoommon vrslon and a common mission statement are.a part_'

a smgle unrfymg purpose that rs goang to dnve and drrect the actrons of all those who subScnbe to it: lt is: of
paramount rmportance that these two aspects of mstrtuhons overall strategy must be acceptable to-all and notbe
seen asan rmposrtxon of the pnnmpal and hrs management team alone if ordlnary workers are to perform beyond
themselves

During. the strategy lmplementatlon phase . of performance management, it is of paramount rmportance that all
‘actions and’ tools’ that ‘are aimed at. managing performance of school based: educators: must have been 1orntly
deorded. for example; the class visit exercise as a constr_tutronal and legally brndrng tool, before it must be used it
‘must be discussed at length by all those who are affected and must be demystified, so that its real purpose and
‘miodus operandi must be known by all. It is when this is happening;that?the class visit as an inalienable tool of
" ‘performance management is Understood_that‘all‘educators will readily accept its use'and auppo'rt it. It is evident
‘that the class visit as a means»orevaluaﬁng and assessing educator petformance is stil going to be with us:in

the near future. This therefore calls for more workshops; debate and discussions on what it is; its’ usage m'
teachxng as an‘evaluation tool..

From the information gathered dunng the research stage, it: became clear that the management of perforrnance
of eduwtors at. schools is not done as per prescnpts of the IQMS pohcy It‘has come to the fore that the

management.of_,iperfonnance\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 for class visits which ‘are done only for 'cornpliance as educators had to do it in order to. qualify for next’
year's.pay progressnon 'lhe concept: of the IQMS still needs to be explarned thoroughly through extensrve' i
workshops and’ information sharing sessions so that educators mlndsets removed from viewing IQMS as only; a

pay progresston actwlty but that the other aspect of educator development be emphasized.as well, namely how -
. an educator is supposed.to perform his duties within the new policy framewodg._ It:is more fitting 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 cour_s'a:and evaluation for pa'y;progreeSion takes anothercou'rse;= .

namely. extemat Whole School EvaIuahon whrch forms an rntegral part of managmg the performance of‘ ‘

_ educators seemed to be abandoned by the scate Thrs phase is very vrtal in.evaluating educators extema!ty and
at the same time examine. the background agamst which educators are workmg at their’ schoo!s seemed to have -
been neglected This'is regrettable because a number of our school edueators are forced to work at schools with.
_vrrtuatty very tfttte or no resouroes at att Thts rs regrettab{e because research results on the matter. indrcate that

- best resourced schools are. amongst the best perfonmng schools all over. the world.f lt 18 therefora strongly

‘recommended that the phase of Whole School Evaluatron must be mtroduoed as a matte

of urgency S0 that the

5.3 CONCLUSION

Itis clear that the IQMS as a policy for managing the performance of school based educators has:had an impact

-on how educators both at operational and management level go about domg their work, as concepts which were -
© previously reserved for: the corporate world have. now come. to’ be used. in the. eduwtron sector Terms like
strategy. vision. and mission statement were prevrously unheard of in education but now’ they have. become
: ﬁhousehold names. Where decisions were taken at management level alone we see that decisions at schoals are’
now taken ‘jointly. It is has: become essential therefore that pnncrpals assasted by the E:D. O s and the IQMS
fieldworkers work closely with one another i in order to-ensure that the policy is explarned at.length, discussed
extensively, and that its implementation be monitored closely so that all educators work according to it, the
department of. educatron through its district offices hornours its: oblrgatrons as per policy demands then leammg
-and teachmg is bound to produce the kinds of outcomes: enwsaged by the state through this pohcy '
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~ APPENDIX A
P.0.BOX 1240
King William's Town
5600 ' ‘
- 27'September 2011
 The Circuit Manager
Girtit No. 11

King Williams Town District
King Williams Town
5600

SirMadam

- RE; Permission to conduct research on three schools falling in your Circuit on the impact that the 1QMS
.as a performance management pohcy has had on how educators’ perform their duties and on howr
_ managers are managlng teaching activities since the mcepﬂon of the policy

“laman M.PA. Student reg;stered Wlth the Unrversuty of Fort Hare and 'am currently domg research in parhal
fulfiliment of the requirements of the said degree. As part of the research pmjectl am trying to assess the kind of

' xmpact that the 1QMS has had on how educators are. dtschargmg thelr teaching duties and.on how SMT's are

v “also dlschargmg thear duties smce the inceptxon of the sald pollcy in'2003.

I have subsequéntly purposively ¢ sélécted'thl‘eé SéhdolS”falling in your circuit as samples to be- inves'ﬁgaied'unde_r'
'th;s study because they fall i in the rural areas 1 would h:ghly apprecxate it if you oould grant me perrmssnon to

vnsrt those schools for purposes of d:stnbutmg questlonnaxres to be used dunng the research | process. Such

visits will take place during the breaks when:no teachmg takes place, I also undertake to use the information
gathened on!y for the purposes of meeting the requuements for the:said degree and’ that the trie identity of the
: schools mvolved will- not be mentloned anywhere in thus study.

I.am hoping for a positive response in this regérd.
Yours Faithfully: - =

C.X. MAJERMAN
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:ABEENDIX B

PO, Box'1240
,ng Wlhams Town
5600

25 September 2011

The Headmaster -

School X

Cll‘CUIt No. 11

. King Wﬂhams Town sttnct
5600

Sir/Madam

: .,RE Permisslon to conduct research in.your: school on‘impactof the IQMS on management and: teachmg
‘actmties of educators in your school slnce the inception of the policy.

i'am an M.PA. Student, registered with the University of Fort Hare;sl am presently.doing a research project, in
partial fulfilment of the requirements for the M.PA degree. 1 am trying to assess the kind of impact thatthe
IQMS as a perronnance management pollcy has had on how teachers are domg their teachmg achvmes and
~how school managements are managmg the perfonnance of educators since the lnception of the pohcy in 2003

1 have thus pur'pbsiv'exy selected yoli, and your educators as subjects of study in the course of this study. |am
therefore humbly. requesting you to allow mie 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.

1 undertake to keep all respondents ar_ionymgus,:_and that the information gathiered during the course of this
study will be used for no other purpose except for meeting requirements'ih partial fulfillment of the said study.

lam hoping fora pos';tivé 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. Blographical Details about the respondents

1. Gender of the Respondent

- [1. Female
|2.Male

2. Age group-

1. 25'-30 yrs.
|2. 31.-40yrs
13.41-50yrs
4. 51-60yrs:
5. 61.-65yrs

3. Teaching experierice

1.1 -10yrs
2.11 -20yrs
3.21-30yrs .
4.31-40yrs
5. 41yrs upwards.

4.-»'Quallﬁcatiops

4.:Matric and  professional Diploma

2. A'Degree and a Professional Diploma

13. Two Degrees and Professional Diploma

4, A Masters Degree and a Proféessional Diploma
5. A Doctorate and a Professional Diploma
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-5.;Typ§ of Institution’in which the roébbndent tqat:_h’e’é-

1. Ordinary Primary School .~ -
2. Ordinary Secondary School
3. Special School

6.Geographlc location of the school

1. Vilage
|2, Township.

7. Condition of buildings

1. Excellent
12.Fair
3. Dilapidated’

B. Elements of Strategic Planning

1. Does your school have a vision?

1. Yes -
2. No’
|3.Notsure .. .. .

2. I the answer is yes, can you state it in writing?. |




3. Ifthe answer to question 1, is yes, who was tégponsip_lg for crafting it?

4. Does your school hiave a mission statement?

H.Yes
{2.No o
3. Don'tknow

5. If tho answer is yés, can you state it in writing?’

6. Do you have your own vision as an individual teacher?

1.Yes
2. No

7. Have you determined the mission by which you will accomplish your vision?

1. Yes
2. No

8.1f you have crafted your vision and mission statement, do they.fit in with the vision and mission of

1.Yes =
2.No
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9. Do ydu'ha\(g a schedule for all your ijthhg activities

1 Yes

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 pr'ésant'ations?

1. All of them'
2. Most of them
|3, Fewofthem
" 4. None of them

2. If you do not plan for ail your lessons, statethe ma#ong why you are unable to do so.
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3. Do you keep all records of your lesson plans and daily preparation on your educator file?

1. Allofthem
2. Most of them -
|3.Few of them:
4. None of them

4 If. you do ot keep a!l your lesson plan records ‘and daily preparation records in your file,. state the
reasons why itis not the case. .

5. Do you honour all your schedule of teachmg penods as indicated i in the teaching | time table? lndlcate
your choice by making a cross ln the appropriate box:

1. Allofthem

2. Mostof them
|3. Very few of them
4. None of them

6. If not all teaching periods are ot honoured, state the reasons why they are not honoured:
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7. Did you ever have one or aIl -of: lhe following officlals assusting you when you have a problem in your
vteaching work? Make a cross m the: appropnate box ‘

Z,Q’pachey" S

3. DSG

jat HOD

8. Do you have & problem with resources required for planning and presenting your lessons?

1. Allof the time

2. Most of the time.

3.Onfew occasions: . |

4. No problem at al

'9.If you experience a problem of resources for planning and presenting your lessons; please list them

_ in order of importance to your lessons.
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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 |

11.1f not alllsarners are in class all of the time when you teach, whers do you think they are?

C. STRATEGY EVALUATION

1. Do you have a programme according to which you evaluate your learners?

1. Yes.

2. No

2. ifthe Answer is Yes, how often do you evaluate, and at what Intervals? -
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3.0 ;he.ansﬁer to1 _aboye‘ig?ﬂo,‘,g:ta'tg ths reasons why you do not have qnﬂé‘

" 4. Doyou give foedback to your learners after every task ‘Of*ev'aan'ﬁon-g"iven to them?

[ Althe time

'2.;Mo‘s‘t_ of thHe time

Bveywimes 1

14, 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 youever done any.self-evalu-atio‘n on yourself?

1 YéS
2.No
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7.Mf the answer to 6 is Yes, did you discover any areas of weakness in yourseif?

11.Yes.
|2:No

8. Do you have a Personal Growth Plan?

[ Ves
12.No'

14. Yes
2. No

10, If the answer to 9 above is Yes; who of the following officials gave you training?

1. DSG'
12.8DT

3.HOD
4. Subject Head:

© 11. Was the training received by you from the official indicated above adequate?

2. No

12 How many performance sfandards are used to evaluate the performance of an educator at Post Level.
one? : ’ :
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13 How. many learning outcomes are used to Indicate a leamer's understanding of the content of a
learning programme? . ‘ |

1Lwell

2. Poorly.

15. Do you: think that the- lQMS as a performance management system has. been able to assist in
improvmg the performance of learners at the end of the year?

1.Yes

2.No

16 Do _you think that the IQMS as ‘a performance maniagement system has been able to assist in
changing how educators perform their teaching duties in school since its implementation?

1. Yes

2:No
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47 )F teachers’ performance in class has Improved but: Ieamers’ achievement at the end of the year has
not changed sxgniﬁcantly, what do.you: thmk is the cause- of the dlsmncture between |mproved teaching
.and poor Ieamer performance? (lee all the posslble factors that you can think of).:
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APPENDIX D: | |
ASTRUCTURED INTERVIEW SCHEDULE FOR SCHOOL MANAGEMENT TEAMS

1. Ploass indicats the following:
A Your gender.
B Teaching experionco
C. Qualifications (Academic and Professional) .
D. Rank occupied at your school (Educator or Member of SMT).
E. Type of Institution whers 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 qf'ééhopl‘-_bas/ed 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 educafo'rs?

4. What were your expectations from ‘the implementation of the IQMS as a ool to manage the

performance of schdol-_based educators?

5.ls yp‘ur school implementing the'lQMéL'to m?niszr the pérfoﬁnance of all edycafors at'your school?
6. Does your scl’wolfhavqfa vision statement?

"7-, ‘Doe{s,your’schooi ha.ve a mission Stafément7r

8. Who crafted your school's vision and mission statements?



111
'9. Has the Implementation of the ldﬂs, been able to impact positively or negatively:on your planning.

dhﬁe§,j p‘iqa_,,se‘elabq_rata gh_ the,i:mpac't ith!d‘o'.‘ your planniﬁg‘aspept of your managémkent‘dmi'e‘s? o

imp*ementmn of te.achins, and 'eamﬁnsﬁ dvﬂys?:"'?assa a!a_lmt_e-

41, Has the lmplementatlon of the IQMS been able to lmpact positivaly or negatively on how you avaluate‘

the success of your teaching duﬂes? Please elaborate

12, Has the achlevemant of learners in your school improved or not improved since the introduction of

the IQMS?

13. Has the physmal condluon of your school (buildlngs, teaching ‘space; teaching and Iearner support‘

'materials) lmproved since the introductnon 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.

| am an M.P.A. Student registered with the University of Fort Hare, and | am currently doing research in partial
fulfilment of the requirements of the said degree. As part of the research project | 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.



116

1 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. | 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. | 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,

| am hoping for a positive response in this regard.

Yours Faithfully

C.X. MAJERMAN
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APPENDIX B

P.0O. 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. | am presently doing a research project, in
partial fulfilment of the requirements for the M.P.A degee. | 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. | 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.

1 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.
1 am hoping fora ﬂb’Si‘ci'\‘/e 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

! 1. Female

[2. Male

2. Age group

.25-30yrs

. 31-40yrs

.41 - 50yrs

.51 - 60yrs

N |WIN(-

. 61 - 65yrs

3. Teaching experience

.1-10yrs

.11-20yrs

.21 - 30yrs

. 31 - A0yrs

niblwiNnikE

. 41yrs upwards
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oY

. Qualifications

. Matric and professional Diploma

. A Degree and a Professional Diploma

. Two Degrees and Professional Diploma

. A Masters Degree and a Professional Diploma

Nihk(wWiNIEP

. A Doctorate and a Prfofessional Diploma

5. Type of Institution in which the respondent teaches

1. Ordinary Primary School

N

. Ordinary Secondary School

3. Special School

6.Geographic location of the school

1. Village

2. Township

3.Town

7. Condition of buidings

1. Excellent

N

. Fair

3. Delapidated

B. Elements of Strategic Planning

1. Does your school have a vision?

1.Yes

N

. No

3. Not Sure




121

2. If the answer is yes, can you state it in writing?

..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................

..................................................................................................................................

..........................................................................................................................
.........................................................................................................................
-------------------------------------------------------------------------------------------------------------------------
.........................................................................................................................
.........................................................................................................................

.........................................................................................................................

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?

1. Yes

2.No

7. Have you determined the mission by which you will accomplish your vision?

1.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?

1. 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.

..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
..................................................................................................................................
508 maa e s aets N a e s AN aaaa NN aase sl it EEeaeenaTaNesteteseniioeneisEeesnitenaaNaPnnosesNINaaseecansseatoess0esrasssannRIsRRYE
..................................................................................................................................

..................................................................................................................................

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.

................................................................................................................................
................................................................................................................................
................................................................................................................................

................................................................................................................................



................................................................................................................................
................................................................................................................................

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. D5G

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 1o 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?

1. 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

.....................................................................................................................



.....................................................................................................................
.....................................................................................................................
.....................................................................................................................

.....................................................................................................................

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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7.1f the answer to 6 is Yes, did you discover any areas of weakness in yourself?

1.Yes

2. No

8.Doyou hz;ve a Personal Growth Plan?

1.Yes

2.No

9. Did you ever receive any training on your areas of weakness from your school?

1. 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?
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1.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?

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?

1.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?

1. Yes

2. No

17. If teachers performance in class has improved but learners achievement at the 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 impfoved since the introduction of the
jQms?
13, Has the physical condition of your school (buildings, teaching space, teaching and learner support

materials) improved since the introduction of the IQMS?





