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ABSTRACT

This study was initiated by the need to identify and anallgeemultiple challenges that
people in leadership positions are facing in Breyten Circuit psichools, in Mpumalanga
Province. These challenges have resulted in poor work-relatedrmparfces within the
Breyten Circuit. The challenges have been investigated wikl@nstope of this study by
means of the following research objectives:

* Providing a general theoretical and practical background of |¢adeissues at
schools in Mpumalanga, South Africa;

» Determining the theories, principles and models of strategic leadership;
» Exploring the roles and job descriptions of leadership in public schools;
* Providing empirical evidence based on a survey on the strad¢egiership challenges

at Breyten Circuit schools and scientifically analysing them;

* Making recommendations based on the findings in assisting leadatsbgzondary

schools to overcome the identified challenges.

A literature review was undertaken in order to determine the agptoathe collection and
analysis of strategic leadership challenges. Data welectad from identified respondents in
participating sampled schools through questionnaires and structuredeiwte The data
were sent to the Statistical Consultation Services at the hNdest University,
Potchefstroom Campus, for scientific analysis.

The study found that some members in leadership were not awateeiofrales and
responsibilities resulting in their failing to execute themlwélwas also noted that there
were policy-related challenges that were possibly contributing torpedermance in these
schools. Recommendations for future studies were presented basled fomdings of the
empirical study (chapter 5).



OPSOMMING

Hierdie studie is geinisieer deur die behoefte om die veelvuldige uitdagings waarmee mense
in leierskapposisies in Breyten-kring openbare skole in Mpumalangaprovinsie te doen het, te
identifiseer en te analiseer. Hierdie uitdagings het gelei tot swak werkverwante prestasies

binne die Breyten-kring.

Die onderwysstelsel in Suid-Afrika het sekere veranderings ondergaan sedert die oorgang
van Apartheid na ‘n demokrasie in 1994. Dit het gelei tot vele uitdagings en skole is daarna

as onderpresteerders gekenmerk.

Die uitdagings is ondersoek binne die omvang van hierdie studie en die volgende

navorsingsdoelwitte is gestel:

* Voorsiening van ‘n algemene teoretiese en praktiese agtergrond van leierskapkwessies

by skole in Mpumalanga, Suid-Afrika,;
* bepaling van die teorieé, beginsels en modelle van strategiese leierskap;
« ondersoek van die rolle en taakbeskrywings van leierskap in openbare skole;

e voorsiening van empiriese bewyse gebaseer op ‘n oorsig van die strategiese leierskap-

uitdagings by skole binne die Breyten-kring en die wetenskaplike ontleding daarvan; en

e maak van aanbevelings gebaseer op die navorsingsbevindinge om leierskap by

sekondére skole te help om hierdie geidentifiseerde uitdagings te oorbrug.

‘n Literatuurstudie (Hoofstukke 2 en 3) is onderneem om die benadering tot die insameling
en ontleding van strategiese leierskapuitdagings te bepaal. Data is ingesamel (Hoofstuk 4)
by geidentifiseerde respondente in deelnemende steekproefskole deur gebruik te maak van
vraelyste en gestruktureerde onderhoude. Hierdie data is gestuur vir wetenskaplike
ontleding aan die Statistiese Konsultasiedienste by die Noordwes-Universiteit se

Potchefstroomkampus.

Die studie het bevind dat sommige lede in leierskapposisies nie bewus was van hulle rolle
en verantwoordelikhede nie, wat daartoe gelei dat hulle dit nie goed kon uitvoer nie. Daar is
ook vasgestel dat daar beleidsverwante uitdagings was wat moontlik kon bydra tot
onderprestasie in hierdie skole. Aanbevelings vir toekomstige studies is voorgelé, gebaseer

op die bevindinge van die empiriese studie (Hoofstuk 5).
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CHAPTER 1

ORIENTATION AND BACKROUND

11 INTRODUCTION

Public schools are mostly large complex structures to leacehatdiess of their sizes, they
all present challenges. This is partly because of the overtafayiars of authority at schools
where, for example, principals on the one hand are employed by plaetident of Education
and are expected to implement departmental policies and procedures #relother hand,
they are expected to manage their school according to the wislies s€hool governing
body (Clarke, 2007:48).

According to Thompson and Strickland (1996:307), strategic leadershypaigsaconfronted
with challenges of diagnosing the situation at hand and choosing wagseat with it.
Leadership is considered to be different from management but a gaisdl Is expected to be
a manager too (Nealer, 2008:6-7). Then again, according to Sadler (198th&4@ga of
leadership encompassing management includes effective lebderg able to exercise
managerial functions such as planning, budgeting, scheduling work andonmgni
performance against targets. Sadler also adds that the Veaudksr with the emotional and
spiritual resources of the institution called théwho” whereas the manager is more

concerned with the physical resources which responds to'tloev” (Sadler, 1988:129).

South Africa is divided into nine provinces, Mpumalanga being one of. thdpumalanga

province is divided into four education regions or districts: EhlanzZB8aghbuckridge,

Nkangala and Gert Sibande. Gert Sibande region or district t00$i48 circuits, one of
them being Breyten Circuit named after Breyten town at m$ree Breyten Circuit has six
secondary schools. Three of these are combined schools and théyadeel sjuite far away
on farms within the Breyten Circuit. The researcher is cuyréimé principal at one of the
schools and has observed that there are a number



of leadership challenges that need to be addressed withindleBICircuit. Since 2006 a
number of people have been appointed as leaders in positions of prird@paity, principals
and education specialists in these schools. These people makdagu#rship of the school
known as the school management team (SMT). Education specabsthe leaders of
specific departments like Natural Sciences; deputy prirgigia responsible for supervising
education specialists in their departments and the principal peced to oversee and
supervise not only the deputy principals but the school in its entirety.

The aim of this study is to analyse the strategic leadedtafjlenges at these schools by
collecting data and analysing them in order to assist the &apeby revealing the
challenges and providing solutions and recommendations to address them.

1.2 PROBLEM STATEMENT

Multiple problems are experienced at the Breyten Circuit secprgtdrools ranging from

poor performance by learners, lack of discipline by educatoréeanders as reflected in the
school records (Disciplinary Records of Learners at Masiz&kbeondary School) and
Disciplinary Records for Educators Gert Sibande Regional Officetudy by Muijs and

Reynolds (2005:353) indicates that a lack of mutual respect and conmbitanelash of

priorities and a clash of cultures result in the above leadershileraes experienced at
public schools.

The aim of this study, therefore, is to critically analyise strategic leadership challenges
within the structures of these public schools such as the school emagrigteams, school
governing bodies and representative councils of learners. As mentitiesd, ¢hallenges
hamper the success of persons in leadership positions. Adding tdettmend] a number of
educators have requested to be transferred to public schools irciothés. This is a result
of the learner enrolment dropping annually and a number of educatorsrbeixaess (EMIS
Records, Mpumalanga Department of Education, 2010).



A number of these schools have been labellédiyabonwa schools which means they
have been identified by the Ayihlome Ifunde unit as needingtasses in school leadership
in order to become more effective and efficient. The capaniytlae competency of people
in leadership positions is also an issue of concern in secondary sshast is believed
that the quality of a school is determined by its leadership.derdo address the problem, a
number of objectives (1.3) and questions (1.4) must be answered, asirstdiedsections
below.

1.3 RESEARCH OBJECTIVES

The objectives of the study are as follows:

Provide a general theoretical and practical background of leadesshgsiat public
schools in South Africa.

Determine the theories, principles and models of strategic leadership.

Explore the roles and job descriptions of persons in leadershipopssitithin public
schools.

Provide empirical evidence based on a survey on the stratadership challenges at
Breyten Circuit schools and scientifically analyse them.

Make recommendations based on the findings in assisting leadatskgrondary
schools to overcome identified challenges.

1.4 RESEARCH QUESTIONS

To achieve the above-mentioned objectives, the following research questibnbe
answered by means of this study:



* What are the strategic educational leadership challenges withidreyten Circuit, in
Mpumalanga province?

* What are the theories, principles and models of leadership?

* What are the roles and job descriptions of leadership in public schamfisas school
management teams, school governing bodies and representative councils td2earne

* What recommendations can be made for solving the strategic leipdehnallenges
within the Breyten Circuit public schools?

1.5 LEADING THEORETICAL STATEMENTS
The following leading theoretical statements are made:

) Lack of skilled leadership in schools creates challenges bedaresults in a lack of
vision and ownership (Clarke, 2007:2; Hoppers, Lundgren, Pampallis, Motaldl&ris,
2007:200).

(i)  According to Hoppers et al. (2007:200) the Organisation for Ecan@uobperation
and Development (OECD) initiated a project callédmproving Schools Leadership
which discovered that there is massive migration and mobilitghods which leaders have
to manage.

(i)  Those in leadership positions in public schools are not perfortoinige best of their
abilities because they are awaiting support from their stafhibers instead of providing a
supportive role through facilitation, consultation, coaching and mentoriogder to perform
better (Stewart, 1994:63) and to transfer potential into reality ghrounotivation (Rabey,
1994: 170).

(iv) The funding and resource disparity in schools can adverselgt aftbool leadership
(Hoppers, et al. 2007: 68, 99).



1.6. RESEARCH METHODOLOGY

A quantitative research design was used to conduct the studyw inthided a literature
review, empirical investigation, semi-structured interviews and questresnai

1. 6.1 Literature review
3

The literature review involves identifying and analysing documeatgaining information
relating to the research problem as well as the approach émalhsis of strategic leadership
challenges.

Information for this study was acquired both from secondary amdlapyi sources. Books,
journals, policy documents, government reports and reports from previousssardithe
subject were consulted. A preliminary random search at the BaddiPostma Library of the
North-West University, Potchefstroom Campus was initiated andh#isigevealed that there
is enough material and literature available to do research on this topic.

1.6.1.1 Data bases

The following databases were consulted to ascertain the aligilabistudy material for the
purpose of this research:

Catalogue of theses and dissertations of South African universities
Catalogue of books: Ferdinand Postma Library (NWU)

Index of South African periodicals

Website of the National Department of Education

SA Media

SA ePublications



1.6.2 Empirical Investigation

Information was collected quantitatively by means of an empigtady. According to
Struwig and Stead (2007:4) quantitative research is a form of corechesearch involving a
large representative sample of the total population and fairlytsteac data collection
procedures.

Research ethics were upheld as a code of moral guidelines on lwowdiact research in a
morally and scientifically acceptable way was followed (Sigu& Stead, 2007:66). The
research complied with all the ethical standards that werecexpef it, such as obtaining
permission from all the secondary schools in the Breyten Circuit to conduct this stud

Data were gathered from respondents by means of an empinealsvhere a questionnaire
and semi-structured interviews were conducted. The questionnairegivas to the
leadership cadre of all the secondary schools such as the prindpplgy principals,
education specialists, school governing bodies and the representativéscotitearners
within the Breyten Circuit.

The questionnaire comprised of open-ended questions as influenced berttarét study.
The purpose of these questions was to gather sufficient information the respondents
systematically and consistently and allow the participants the witgrto discuss issues
beyond the confined questions.

1.6.2.1 Respondents

The respondents for this study comprised the following leadingmpeiis Breyten Circuit
schools: principals, deputy principals, education specialists, sgowa@rning bodies and
learner representative councils. The total population size was 146 persons.

1.6.2.2 Processing of data and verification

All data obtained from the interviews were processed and cooetugiere drawn based on
the data. An empirical analysis was used to interpret the research objectives



The validity of the research was measured through content, whegreetentant leadership
challenges were considered such as discipline regarding leaaner educators. Both
criterion and face validity were used to compare the questionngirethers used in related
studies and in tailoring the questionnaire to the level of the pantits. (Struwig & Stead,
2001:139-140; Rosnow & Rosenthal, 1999:145-147 & James, 1998: 151-155). Data were
analysed scientifically with the help of statistical consultation sesvic

1.6.2.3 Procedure

Descriptive statistics, which attempt to provide a complete axdrate description of a
situation using a statistical method, were used (Struwig & dSt@801:8). Advanced
statistical procedures were then utilised to analyse theerglaig challenges that were
experienced by participants. A selection of specific stegistvas determined after the
formulation of the questionnaire.

1.7 CHAPTER LAYOUT
The exposition of chapters for this mini dissertation is as follows:

In chapter one, focus is given to the orientation, motivation, probleternstat, goals and
objectives, leading theoretical arguments and research methodology.

In chapter two an analysis is made of the different theories,pesand models of strategic
leadership.

The nature and extent of the roles and job descriptions of leadéis wublic schools in
South Africa are discussed in chapter three. These leadenslanitle principals, deputy
principals, education specialists, the school governing bodies and theerdgptize councils
of learners. Relevant legislation such as the South AfSmdools Act 84 of 1996 and the
Employment of Educators Act 76 of 1998 are interpreted as well.



Chapter four provides detailed explanations of the research design ethdds) target
population, data collection procedures and problems, research techniquestramaent used
to explore the leadership challenges in Breyten Circuit schédlsindings are scientifically
analysed and presented.

Findings with regard to the research objectives are presentdthjmec five. The research
concludes with recommendations for solving leadership challengbsvldreyten Circuit
public schools.

1.8 CONCLUSION

The aim of this orientation chapter was to explain the problemseth&bd the research and to
set objectives for the research study. The environment in whictutg was conducted was
explained by giving a brief overview of public schools in Breyterciiy Mpumalanga
Province as well as an overview of the theoretical literatiuaé was used to conduct the
research study. The central theoretical statement shedsoliglthe problem statement,
followed by a description of the research methodology used. The comiettie different
chapters were stated as an exposition of the research that was carried out.

The next chapter will discuss the different theories, principled models of strategic
leadership in order to identify the strategic leadership chakemgtin Breyten Circuit
public schools.



CHAPTER 2

THEORIES, PRINCIPLES AND MODELS OF STRATEGIC LEADERSHIP

2.1 INTRODUCTION

The previous chapter discussed the orientation and background of the rstludng the
problem statement, research objectives, research questions, |deirgfital statement and
research methodology. This chapter focuses on the exposition ofetheminciples and
models of strategic leadership.

Conceptual clarifications of key concepts relating to leadershifpealgals in public schools
are provided. The differences between management and leadershgis@reutlined.

Different theories, principles and models are discussed with sgeciss on theory and
models of relevance in order to identify strategic leadershgllenges within the Breyten
Circuit schools.

2.2 CONCEPTUAL CLARIFICATION OF LEADERSHIP

Leadership is defined by authors such as Rabey (1994:170) as the infhesreaders have
over followers. It is the desire to take charge, to make thiaggpen, the ability to see and
communicate clearly which direction to go and to convince others.

A person also never outgrows the skill of knowing how to lead whiftiencing others
positively to achieve direct work results. According to Thompson amnki&trd (1996:307),
leadership is referred to as the art of taking charge. @@8€9:5) refers to leadership as an
influence relationship among leaders and followers which comesng sh@pes and sizes. It
is based on personal example, good management practices



and moral responsibility. According to Maxwell (2004:132), organisatiaes vary
dependent on good leadership; hence the best way of changingettteodiof organisations
is by changing the leaders. Leadership is not a position but asgrahich articulates the
vision, embodying values and creating the environment within which thoags be
accomplished (Brewster, Carey, Dowling, Grobler, Holland &m¢éh, 2003:47).

Hellriegel, Jackson, Slocum, Staude, Amos, Klopper, Louw and Oosthuizen (2008n1205)
Williams and Johnson (2004:70) believe the success of leadership deperitle trust
established by the leader. This includes well clarified tes to guide people; proper
communication which empowers people with confidence to make the righsicotes,
particularly face- to-face communication; listening and speakingpuraging others to take
risks; having a source of power; decisiveness in taking decigighgling difficult ones;
integrity; enthusiasm and commitment; fairness; interest aplpe reliability; confidence;
open mindedness and forward-looking abilities.

Daniels and Daniels (2007:5) hold different views on the above. They believe hepdeise
relational between the leaders and the followers, and that tloere We no leader if there
were no followers. They further conclude that a good model of leadesisbuld be based on
the following four pillared principles:

Followers deliver discretionary behaviour directed towards the leasigoal; they
give more of their time, provide more energy than required.

» Followers make sacrifices for the leades cause; they give voluntary commitments.

« Followers reinforce or correct one another to conform to the leasléeachings and
example.

* Followers relate better with the leader and amongst themsatvedgluenced by the

leadef s example and they respect one another for the contribution obeadb the
course.

10



People in leadership positions operate or function differently durifigreht situations.
Leaders in public schools are responsible for taking effective ainderf decisions.
Successful leadership is dependent on a number of factors includisguitve of power that
leaders use. These are powers such as legitimate, rewacdergjve, referent and expert
power where followers respect the leader on the basis of hisr specialised knowledge and
they act on the leaders recommendations (Hellriegel et al. 2008:295-296).

7

Followers also need to know which kind of leadership they are followihaxwell
(2004:148) indicates that leadership has five levels according td Wdaders can increase
their influence over their followers. These five levels include:

* Level 1: Well-positioned leaders

In this level, people follow the leader because he/she is weligmesl within the institution.
The leadeT s security is based on his/her title and not necessarily ant talabilities. This
level is normally gained by appointment and people do not follow a@udileader beyond
his/her stated authority.

For leaders to advance to the next level, they must know theidgsbription
thoroughly; be team players; accept responsibility; do their jai eaibsistent excellence; do
more than expected and offer more creative ideas for change and improvements.

* Level 2: Permissive leaders

At this level, followers follow the leader because they want to.l&ders focus on followers
development and possess a genuine love for the people within the working relationship.

11



e Level 3: Productive leaders

At this level, people follow the leader because of what he/shddmasfor the organisation.
Productive leaders are results-oriented and exemplary in #lotions. The following
characteristics, however, should be mastered before advancing text level: developing
accountability for results beginning with the leader him-/hgrsemmunicating the strategy
and vision of the organisation or public institution; becoming a chagget; understanding
time management as well as making decisions during difficult situations.

Level 4: People development leaders

At this level, people and or followers follow the leader becausehat he/she has done for
them.

The characteristics to be mastered at this level includisirgpthat people are the leader

s most valuable asset; placing a priority on developing people argldemdel for others to
follow.

Level 5: Personhood leaders

This includes people following the leader because of who he/she is lad h&/she
represents. This type of leadership is also called servadertdap by Peterson et al.
(2007:427). This level is characterised by followers who arel layd sacrificial; leaders
who have spent years mentoring and moulding followers to become le@darke,
2007:204).

The above levels indicate that influence becomes the bond wherehyeialaant to follow
a leader. The next section provides a conceptual clarificatiothefterm “strategic
leadership that is necessary for all institutions.

12



2.3  STRATEGIC LEADERSHIP

According to Rossouw, Le Roux and Groenewald (2003:9) strategic $bgulés leadership
which determines the vision and mission of an organisation through itedopgement. It
demands that leaders maintain flexibility, think strategicaly initiate changes that will
create a competitive advantage for the organisation in the fuiadk¢r & Dimmock,
2004:51). Strategic leaders inter alia determine the valuesieaf drganisations; do
environmental scanning including a SWOT (Strength, Weaknesses, Oppestuartd
Threats) analysis; formulate strategic goals; do a gafysis; identify, evaluate and select
corporate strategies; review structures; institutionalideure, and do strategic control or
steering of direction for the institution (Davies, 2004:13).

Brewster et al. (2000:48) emphasise that the roles of strdesglers go beyond crafting a
vision to energise people to ensuring that such a vision is ikali$es is done through
influencing the practices positively towards the vision. Strategacldrs are also able to
initiate improvements by facilitating change in the organisatismculture.

2.4  DIFFERENCES BETWEEN MANAGEMENT AND LEADERSHIP

The terms °leadershipt and ‘ management are often used interchangeably.
Management is a science of managing things whilst leadasshifearned craft by leaders to
lead (Nel, Gerber, Van Dyk, Haasbroek, Schultz, Sono & Werner, 2001:350).

Management is about coping with the complexities of practices an@édu@s to make
organisations work whilst leadership is about setting directionshi®rotganisation and
coping with change (Smit, De Crone, Brevis & Vibra, 2007:277).

Leadership provides a vision and initiates adaptive or useful chaviges management
implements changes as suggested by the leader; and promotegy stabilthat the
organisation may run smoothly (Nel et al. 2001:350).

13



Leadership depends on compliance from the followers and uses its ability to iefluesmre
trust and develop people whilst management uses formal authodonirolling employees
to accomplish goals (Clarke, 2007:2).

Leadership is not a position but a process focusing on the long-terpeqgers which
articulates visions, embodying values and creating the envirorwitint which right things
can be accomplished whilst management is more of a position ssliaofeformal authority,
focusing on doing things right in a short-term perspective (AmostoRi& Ristow,
1999:214; Clarke, 2007:2).

Leadership is original, passionate and shows innovation whilst askingantatvhy and
challenging the status quo; however, management is more aboatiamiand tends to be
impersonal focusing on administration and asking how and when \&@bdspting the status
quo (Clarke, 2007:2).

According to Smit et al. (2007:277), management is responsible for piani@ading,
organising, controlling and staffing. It assists in developing a steiébr the assignment of
tasks and resources. At school level, this includes the following: thieamwhlearning areas
that are required; the number of educators that are neededaliejetlasses and other
resources whilst leadership aligns people through motivation to follow a vision.

Management is further responsible for controlling the media byaang the plan and the
outcome of the process or project and taking corrective action videldership exercises
control by steering people in the right direction through motivationdatelrmining control
mechanisms, ensuring that subordinates follow new direction (Amos et al.1999:214).

Leaders focus on the behavioural aspects of management by mobilisiplg p@ change
what needs to be changed and they steer the organisation inira dieei@ion. Managers, on
the other hand, focus on non-behavioural aspects of management suchnaatisysetection

of goals; the development of strategies to achieve these goals;
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the design of the organisation and the control of the activities eeftor attain the goals
(Smit, Crong, Brevis & Vibra, 2007:278).

Schools as public institutions are in need of both management alwidlei@ in order to be
effective, efficient and economical; hence there are diffdeatership structures in schools
such as the school management teams, school governing bodies and representatis@founci
learners. However, the influence that these leaders have over sutewdiaa a great effect

on the performance of schools as organisations, and this brings questions as to whed) theori
principles and models of leadership should be used by leaders int@rmduence their
followers.

According to Swanepoel, Erasmus, Van Wyk, and Schenk (2003:344-350) and bussier
Achua (2001:16), there are a number of leadership theories which irchatest others the
trait, behavioural, situational and integrative or transactional gsedfor the purposes of this
study the situational leadership theory is discussed in the next section.

2.5 SITUATIONAL LEADERSHIP THEORY

According to Walters (1999:10), the situational leadership theory in organiglstudies is a

type of leadership theory, leadership style and leadership modgrédsames that different

leadership styles are better in different situations and tadete must be flexible enough to
adapt their style to the situation they are in. A good situationdkleis one that is flexible

enough to change his/her leadership style as the situation deems necessary.

This theory suggests that there is no best style of leademtepmost appropriate style of
leadership depends on an analysis of the nature of the followerstaatiosi facing the
leader. According to Lussier and Achua (2001:166),a leadership ist@ereflection of
personality and behaviour. The theory is also used to determine whe¢h@erson s
leadership style is task- or relationship-oriented and if thetisitumatches the leaders
style to maximise performance (Srivastava,1998:592).
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According to Van Deventer and Kruger (2003:144) task-focused readeoublic schools
prefer using an autocratic leadership style, whereby they dateranaft and impose policies
on followers at the expense of good human relations. Different wegituational leadership
by various scholars are presented below.

2.6 HERSEY AND BLANCHARD THEORY

According to Daft (1999:99), the purpose of the above theory is to givitea &eposition of
how task- and relationship-oriented leaders differ with regarsittiations and the maturity
levels of their followers.

The theory involves two leadership behaviours: namely, task behaviour latidnship
behaviour. Firstly, task behaviour is characterised by well-deforgednisational patterns,
channels of communication and procedures of task execution. Leadenser yad spell out
tasks for group members indicating who should do what, when, where an{Nebwt al.
2004: 341; Van Deventer & Kruger, 2003:146).

Secondly, relationship behaviour implies the degree to which leadefi&ely to maintain

interpersonal relationships between themselves and group membpreviing for their

personal needs; opening channels of communication; facilitating asrdind allaying fears
(Nel et al. 2004:341).

Gerber, Nel and Van Dyk (1998:300) emphasise that challenges whigineaent in every
situation influence the task and relationship behaviours of leaders. dinagEnges are also
referred to as forces and they influence task and relationship betsin leadership. They
influence the leadérs approaches when making choices. These forces include characteristics
such as personality, background, knowledge and experience. Fotigssubordinates and
forces within the environment or situation include characteristich as time constraints, the
complexity of the problem and availability of relevant resour@é® shortcomings of the
situational model, however, are that it suggests that differentrieadeceed in different
situations. This leadership theory focuses on behaviour and does not adbiresshat are
relevant to getting
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the job done and values that relate to subordinates and others, and adaiathes mean to
them (Gill, 2006:45). According to Jones (2000) as quoted by Gill (2006{4%) is not
leadership style that makes a great leader but the undepginsgnal qualities that make the
style effectivé .

Development levels of subordinates demand different responses fraterde since
competence to perform and commitment also vary. Four developrmereld bf maturity are
identified by Van Deventer and Kruger (2003:146-147) which they narhetiMMA4.
Andriopoulos and Dawson (2009:192) name these stages R1 to R4. These heatldtare
subsequently discussed.

*  M1/R1 (low maturity) low readiness level

This level is marked by low competence and high commitment. Feltoare unable to take
responsibility and actively pursue tasks as they show signs of emmptompetence in their
skills; however, they are eager to learn and willing to talection (Van Deventer & Kruger,
2003:146-147).

* M2/R2 (low to average maturity)

This level is marked by some competence and low commitmentver tdrido the tasks. The
task or the situation may be new to the follower. An exampthesNational Curriculum
Statement (NCS) which has lately been introduced into Southaffrechools, and the
teacher needs to be supported in order to implement it well. YoodgDalewicz
(2006:384), recognise an engaging leader as the best person to provide guppgt
facilitation in such situations.

* MB3/R3 (average to high maturity)

This level is marked by high competence and variable commitmegaders in this regard
are experienced and capable, but may lack the confidence or mootivatexecute tasks
competently alone.

17



M4/R4 (high maturity)

This level is marked by high competence levels and high commitm&mployees are
experienced and well skilled, have the ability and the confidenceetute the task and are
willing to do it well. They may even be more skilled than the leader.

According to Swanepoel et al. (2003:350), Hersey and Blanchard cheeadeadership
styles in terms of the amount of direction and support that the lpaoMades to his or her
followers. They categorise all leadership styles into fopesydepending on the combination
of task and relationship behaviour. The four leadership styles are indicated belbwoe34S

S1 Telling leaders (high tasklow relationship), are autocratic leaders that define the
roles and tasks of the follower through dictating what, how, when dedewvhilst
supervising them closely. Decisions are made by the leadeingna a one-way
communication to the followers.

S2 - Selling leaders (high task high relationship) are directive in setting tasks and
their deadlines; they are also supportive; define roles and taskseddutideas and
suggestions from the followers. Decisions remain the léademprerogative, but
communication is used as a two-way medium (Nel et al. 2001:360-361).

S3 - Participating leaders (low taskhigh relationship), pass day-to-day decisions,
such as task allocation and processes to their followers. Thedeadkesubordinates
(educators) take decisions together with the leader aslataciand communicator
whilst the followers are in control (Andriopoulos & Dawson, 2009:192).

S4 - Delegating leaders (low task low relationship) are passively involved in
decisions and problem-solving as control is with the followers.
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Authority is given to the followers to take independent decisions aventer & Kruger
2003:147). Figure 1 below represents Hersey and Blancteafdur leadership theories as
explained above.

Figure 1: Hersey and Blanchard s four leadership theories

High Relationship behaviours Low
Participating Selling

S3 S2

Share ideas and facilitate in Explain decisions and provide
decision-making opportunity for clarification

Delegation Telling

sS4 St

Turn over responsibility for Provide specific instructions and
decisions and implementation closely supervise performance

Low Task behaviours High

Source: Hershey and Blanchard (1992:2)

None of the above styles is considered optional or desirable fdeamlers to possess;
however, effective leaders need to be flexible and must adaptticuf@a situations. Each
leader tends to have a natural style, and in applying situateadgrship, a leader learns to
know his or her style better.

The correct leadership style will depend on the developmental [eviéls followers who are
being led. Such a leadership style should be based on the competertte @rmritment of
followers; however, it demands flexibility on the part of the leadeadapt to changing
situations.
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These leadership styles are matched with the progressive deeelofpnaturity) levels of the
employees, suggesting that the leadership style should vary acctodthg situation. A
cognitive ability is to be applied which promotes the flexibildf a leadei s style,

behavioural skills and ability to diagnose the situation.

2.6.1 Path-goal situational leadership

According to Swanepoel et al. (2003:351), the path-goal situationalr¢égul@nvolves
leadership s success in ensuring that the subordinates get to know what thsiare| what
needs to be done (goal) and how to do it. This theory also has fourwstylds comprise
directive leadership in which subordinates are told their tasks bhatlisvexpected of them.
Supportive leadership means that subordinates are treated as thguiglader shows concern
for their well-being and needs, whilst trying to create a pleasant wonoament.

Achievement-oriented leadership sets challenging goals eimployees; the leader
communicates confidence into the employees ability to achieve such goals and
enthusiastically models the desired behaviour.

Lastly, there is participative leadership which means thatidasigre taken consultatively
by the leader and the subordinates (Swanepoel et al. 2003:351; Hellriegel et al. 2008:305)

According to Fox et al. (1991:103), follower maturity, as the situdtioraerator variable,
involves job maturity which includes relevant skills and technical kexge. It also involves
psychological maturity which includes self-confidence and self-respect

Leaders are assisted in matching the development stagelseiof followers with the
recommended leadership style in order to get tasks done with competemegucator with
low competency and high commitment needs a leader who will providstialiren order to
achieve quality tasks, whilst a highly competent and committed &uiudi@es not need to be
directed. Figure 2 below represents an example of situatesdéiship with recommended
styles.
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Figure 2: Situational leadership-recommended styles

Development stage Recommended style

Low ability; high commitment Telling (directive; low support)

Some competency; low commitment Selling/coaching (directive; supportive)
High ability; variable commitment Participating/supporting (supportive;

low direction)

High ability; high willingness/ Delegating low direction; low support
commitment

Source: Hershey & Blanchard (1992:3)

According to figure 2, it is recommended that in situations wigdi@vers have a low ability
to perform tasks whilst showing high commitment, the leader is edivis provide low
support through telling the followers how best the tasks can be done.

When the followers show some competency in doing the tasks witltdownitment, it is
recommended that the leader provide support through coaching by sisgand plans to
the followers to assist them in getting the tasks done competently.

When followers show high ability in doing tasks with variable commeaitit, the quality of the
work may be affected especially if the commitment or mgifiess of the followers is low.
Leaders are advised to apply a participative style of leadarsbigler to provide support by
giving low direction whilst using the followers suggestions and ideas (Swanepoel et al.
2003:351).

When the followers show high ability in doing the task and highngiless or commitment,
the leader is advised to provide low support through applying the delegating igadgie.
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2.6.2 Leadership styles

Hersey and Blanchard (2010:2) believe that leadership styteSl as discussed in section
2.6 above must correspond to the development level of the follower. Lestumikl be
trained in how to adapt and operate effectively in various leadersfigs,sand how to
determine the development levels of others. Cherrington (1994.641) recoimthat leaders
change their situations and not necessarily their followers in order tcesucce

The work environment or unique circumstances and the specific chisticteof the
employees need to be analysed by the leader according to Wod@#s1@®0 in order to
identify whether the employées task is structured or not. In this regard, educators should
know their core duty loads in terms of what they are going tedshing. They also need to
know the extra-curricula responsibilities that they will be doihgchool. Consideration
should be given to whether the formal authority system is compatitihea directive or
participative approach, and whether the existing work group alreadydpsovor the
satisfaction of the employees social esteem needs. These issues influence the mode in
which the leader should lead and manage.

Three significant variables are to be assessed for each exapl@ne is the locus of control
that refers to alternative beliefs on whether an employeachievements are the product of
his or her own effort or the result of outside forces. The secandrfs the employées

willingness to accept the influence of others. If this is higkdadiive, the approach will be
more successful; if it is low, a participative style is more appropriate.

The more the overlap and balance between the leader, follower anibmsjtihe more
effective the leadership (Gill, 2006:43). Task-oriented leadersadeto perform better in
situations that are either favourable or unfavourable to themstwialationship-oriented
leaders perform better in moderately favourable situations (Robbins, 1996:423).

Daft (1999:107-109) remarks that the Vroom JAGO model of leadershiplated to the
situational theory of Hersey and Blanchard in that it assumes that engplogee
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flexible in accepting the legitimacy of different stylesed for different problems, as well as
the validity of the leadér s classification of the situation at hand.

No universal set of traits has been confirmed to guaranteersbguesuccess since each
leadership style has limitations as it overlooks the need obtlosvers and does not take the
situation into account (Brewster et al. 2003:51; Swanepoel et al. 2003:344).

According to Peterson (2000:10), the success of leadership depends ntleeesdnational
culture than the structure. Black (2001:40-43) relates school culturendonber of factors
that may build or destroy any leadership, whilst Bruner and Geeda@00:71-76) link
effective leadership in schools to quality performance or achiewsigased on the above, it
is recommended that leaders have a coping capacity, adapta@tgamanagerial wisdom
and social intelligence in order to be successful.

A situational model designed for the training of women into managé and leadership
positions is reflected in figure 3 below. Although this model isghesl for women, it is
universally applicable in that in every leadership situation thera leader, a follower
regardless of the gender and a situation. It shows the link bethe&ader, the follower and
the situation. The three influence one another. For the leader toedudws personality,
position, skill and experience determine how successful she wgettieg her followers to
develop positive attitudes and a committed culture of working whi¢chalow them to

execute their tasks with low stress levels.
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Figure 3: The leader-follower-situational interaction model in education

LEADER
» Personality
» Position
» Skill/Experience

SITUATION
¢ Task

FOLLOWER

* Values _

. Attitudes * Environment
«  Norms » Stress level
* Cultures

Cohesivene:

Source: Department of Education (2004:20-24).

Hersey and Blanchatds theory (section 2.5.1) focus on task and employee orientation. The
leadership situation in schools consists of a leadetlower - situational interaction and is
characterised by lots of demands. Leaders tend to pressure fellowehe basis of tasks
since they are driven by work schedules and pace setters wmandehe completion of
different tasks at different times. Unfortunately, this credeadership challenges in
situations where the leaders do not know their duties and how torpeéHem in a balanced
manner (Woods, 2005:19).

More focus is placed on tasks resulting in curriculum chatiggsdemand adjustments and
coping by educators. This results in frustration for some edgcatus may finally quit the
system as they may no longer cope with such continuous adjustments.

In South Africa, grade 12 results are used as benchmarks for schpelformances and
this may put pressure on leaders to become more task focused (Hoppers et al. 2007:113).
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When the formal needs of followers are not met owing to a shoofagsources, this could
result in the compromising of quality. The educatorsole has moved from being that of
actively teaching to being active facilitators and they nedaktsupported by the leadership
in terms of resources to make success possible; and where thisalawaterialise, careless
attitudes are applied as measures to cope with frustration.

2.7 CONCLUSION

Leadership was viewed as being about influence between follandrkeaders. It was seen
to be aimed at communicating direction (section 2.2) and embodying values tadagers
to get things done. Strategic leadership focuses on the vision asidmof an organisation
(section 2.3) within specific environments.

It is a fact that not all school managers have been traineddesrs, and being in a leadership
position does not guarantee that he or she will be an effeeadel. Although some people
believe that leaders aréborn’ , leadership skills can be acquired and improved. It has also
been found that leadership and management are not necessarigyninebsit they are not
mutually exclusive. Effective management requires good ldagdeend vice versa. In
schools, for example, principals must not only be managers that ptgmlcorganise but
also leaders who inspire and influence followers to attain the g&oselch & Lemmer,
1994:11).

Situational leadership is based on interplay between the amountdaingeai and direction
(task behaviour) the leader provides; the amount of socio-emotional sy pgationship
behaviour) that the leader provides; the readiness level that fatlexérbit in performing
specific tasks in accomplishing specific objectives and the devetdgdewels that followers
possess in maturity and ability to manage themselves in organisational envitenme

The situational leadership model was discussed in order to &s&lstd to understand when
and how to apply different methods of leadership.
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If one takes into account the afore-mentioned arguments, therenégdato clarify the
different leadership positions in public schools. This will assieshsuring that challenges are
best understood and well analysed.

Chapter three, therefore, focuses on clarifying the leadership oolised by relevant
legislation such as the South African Schools Act 84 of 1996 and theofamgit of
Educators Act 76 of 1998.
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CHAPTER 3

NATURE AND ROLE OF LEADERSHIP IN PUBLIC SCHOOLS IN SOUTH
AFRICA

3.1 INTRODUCTION

The previous chapter examined conceptual definitions of leadershipparmhred leadership
and management. It also focused on theories, principles and modelatedistteadership
that leaders could use in their situational leadership contexts.

This chapter focuses on the roles of various leadership positiongamidaey schools. It
firstly provides an exposition of the job description of various ledde positions and
mechanisms that governs schools and secondly provides a descriptibe oblés of
leadership positions in South African public schools.

3.2 ROLES AND RESPONSIBILITIES OF SCHOOL LEADERSHIP

Leadership in public schools at the basic education level consiggretentative councils of
learners, educators, senior education specialists, deputy principalspgs and school
governing bodies. According to Sections 11(1) & 16(1) (2) of the SoutbaAfSchools Act
84 of 1996 (SASA), the school governing body is a formal body standingposidon of
trust; its function is to govern the school. The representative k@dfearners is a structure
composed of learners in all public schools that enrol learnegsage eight and higher. The
school management team typically consists of the principal, deputyigal and heads of
departments or senior education specialists.
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All these levels of leadership are further expected to apply effectivecpnahagement as

per chapter 10 of the Constitution of the Republic of South Africa of 1996, which promotes
democratic values in public institutions. According to Section 195 (1)(a)-(i),rskaden
schools must promote high standards of professional ethics; promote the effiemsmoymic
and effective use of resources; be development-oriented; provide servigesitaout bias;
encourage people in policy making; be accountable; be transparent; have good human
resource management and encourage career development practices.

The functioning and governance of leadership in basic education is illustratedia Bi
below.

Figure 4: Summary of the different leadership structures at schools inctlitfergnt
members in a hierarchical order

Source: Department of Education (2001:10)
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The different leadership roles and responsibilities, as indicatEdyure 3, are discussed in
the next section.

3.3 THE PRINCIPAL

According to Section 16(3) of the South African Schools Act 84 of 1996, theigal under

the authority of the Department of Education should manage a pubdolscSleegers et al.
(2007:7) believe the schools culture is influenced by the personality and conduct of the
principal.

According to Personnel Administrative Measures (PAM) in theplegyment of Educators
Act 76 of 1998 Section 4.2, the aim of the position of principal is to emisareéhe school is
managed satisfactorily and in compliance with applicable legislaregulations and
personnel administration measures as prescribed. The prinkcqdtl salso ensure that the
education of the learners is promoted in a manner in accordance with approved.policie

The nature and the extent of the principal duties are divided into general administrative
functions, personnel, teaching, extra- and co-curricular activitieggraction with
stakeholders and communication.

3.3.1 General administrative duties of the principal

According to Section 4.2 of the Employment of Educators Act 76 of 1998mtia
administrative duties of a school principal are

* To be responsible for the professional management of a public schoale tprgper
instructions and guidelines for timetabling admission and placement of learners

* To have various kinds of school accounts and records properly kept and tah@make
best use of funds for the benefit of the learners in consultation with the
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e appropriate structures; to ensure a school journal containing a reEamportant
events connected with the school is kept;

* to make regular inspections of the school to ensure that the schoateseamd
equipment are being used properly and that good discipline is beintamed; to be
responsible for the hostel and all related activities includingti® and learners, if
one is attached to the school; and

to ensure that departmental circulars and other informatiogivest which affect
members of the staff are brought to their notice as soon as poasithlare stored in an
accessible manner; and to handle all correspondence received at the school.

3.3.2 Personnel functions
In terms of personnel functions, the school principal is also expected to

» provide professional leadership within the school;

* guide, supervise and offer professional advice on the work or performancetaffall s
in the school and, where necessary;

» discuss and write or countersign reports on teaching, support,aunnig and other
staff;

» ensure that workloads are equitably distributed among the staff;

* be responsible for the development of staff training programmesplsichsed,
school-focused and externally directed,;

e assist educators, particularly new and inexperienced educatorsyefoliag and
achieving educational objectives in accordance with the needs of the school;
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» participate in agreed school- or educator-appraisal processes mtordegularly
review their professional practice with the aim of improvinghézg, learning and
management; and

* Ensure that all evaluation forms of assessment conducted in the scbqmioperly
and efficiently organised.

(Section 4.4(e) (iii) of the Employment of Educators Act 76 of 1998)
3.3.3 Teaching responsibilities

The principal should also serve in class teaching as per workldhd oflevant post and the
needs of the school, to be a class teacher if required and to @sdessord the attainment of
learners taught (Section 3 of the National Education policy Act 27 of 1996).

3.3.4 Extra- and co-curricular responsibilities
The principal is expected to

e serve on recruitment, promotion, advisory and other committees as required;

* play an active role in promoting extra and co-curricular activities in tiheao$c

* plan major school functions; and

e Encourage learnefs voluntary participation in sports, educational and cultural
activities organised by community bodies (section 3(e) (ii)hef Employment of
Educators Act 76 of 1998).

3.3.5 Interaction with stakeholders

The principal serves on the governing body of the school and renderscéesary assistance
to the governing body in the performance of their functions in tefnitee South African
Schools Act, 1996 and participates in community activities in connection
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With educational matters and community building (section 4.2(e)(v) oEtmgloyment of
Educators Act 76 of 1998.

3.3.6 Communication duties

The principal should cooperate with members of the school staffh@ndchool governing
body in order to maintain and manage the school efficiently. He cshghéd liaise with all
the stakeholders in respect of educators and learners.

It is also the duty of a principal to liaise with relevantistures regarding school curricula
and curriculum development and meet parents concerning l€arpeogress and conduct.

Leadership in public schools consists of the representative counigamiers, the school
management team and the school governing body. The principal shosédviidn other
relevant government departments such as the Department of Pubks Wsorequired and
cooperate with tertiary institutions and other agencies in relatidearners records and
performance.

He/she should participate in departmental and professional comm#geeimars and courses
in order to contribute to and update professional views or standards ayaihtain contacts
with sports, social, cultural and community organisations (sectioividt(the Employment
of Educators Act 76 of 1998).

3.4 THE DEPUTY PRINCIPAL

According to section 4.3 of the Employment of Educators Act 76 of 18@8aim of this

position is to assist the principal in managing the school and promikngducation of
learners in a proper manner. The deputy principal should maintatalatvareness of the
administrative procedures across the total range of school activities andrfanct
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The roles and responsibilities of the deputy principal are alssifitked according to the
principal s categories and they are individual and varied, depending on the cppiruh
needs of the particular school and include but are not limited téoloeving duties and
responsibilities.

3.4.1 General administrative duties and responsibilities

According to section 43(e)(i) of the Employment of Educators ZAcof 1998, the deputy
principal should assist the principal in his/her duties by deputfsinigim/her during his/her
absence from school; he/she should assist the principal, or if ilestrube responsible for
school administration like duty rosters, arrangements to cover abtdhtexternal and
internal evaluation and assessment and compilation of school calendars.

Admission of new learners; class streaming; school functioospo$ finance and
maintenance of services and buildings, through planning and control of expsnditur
allocation of funds or resources; the general cleanliness aedo$teepair of the school and

its furniture and equipment and supervising annual stocktaking exercises.

3.4.2 Teaching responsibilities

The deputy principal is also expected to engage in class teaabipgr workload of the
relevant post level and needs of the school and to assess and tb thecattainment of
learners taught

3.4.3 Extra-and co-curricular duties

The deputy principal is responsible for the school curriculum and pedaqaty as the
choice of textbooks; coordinating the work of subject committees and gtoupgabling;
INSET” and developmental programmes; arranging teaching practsistirag the principal
in overseeing learner counselling and guidance, careers, discipbmpulsory attendance
and the general welfare of all learners (Section 3 of theohatEducation Policy Act 27 of
1996).
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He/she is also responsible for playing an active role in prome#trg co-curricular activities

in the school and the schook participation in sports and cultural activities organised by
community bodies; for participating in departmental and professi@mmittees, seminars
and courses in order to contribute to and update professional viewandarsts (Section
4.3(e) (iii) of the Employment of Educators Act 76 of 1998).

3.4.4 Personnel functions

The deputy principal should guide and supervise the work and performarstaffoand
where necessary discuss and write or countersign reports ahdipptg in agreed
school/educator appraisal processes in order to regularly reviawptbé&essional practice
with the aim of improving teaching, learning and managementti¢®ed.3(e)(iv) of the
Employment of Educators Act 76 of 1998).

3.4.5 Interaction with stakeholders

The deputy principal should supervise and advise the representativel cduearners and
capacitate it, in order to execute its roles competently.

3.4.6 Communication responsibilities

The deputy principal should meet with parents concerning learnpregress and conduct;
liaise on behalf of the principal with relevant government deparsnerdintain contact with
sporting, social, cultural and community organisations and assigtittogpal in liaison work

with all organisations, structures, committees and groups thatracealcto the school

(Section 4.3(e)(vi) of the Employment of Educators Act 76 of 1998).

3.5 THE HEAD OF DEPARTMENT/SENIOR EDUCATION SPECIALIST

The aim of this position according to the Employment of Educatoraof 1998 Section
4.4, is to engage in class teaching, be responsible for theiedfdanctioning of the
department and organise relevant and related extra-curriculariastsotas to
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Ensure that the subject, learning area or phase and the educdtierieafrners are promoted
in a proper manner.

The roles and responsibilities differ according to schools but include and are ted kionihe
following five responsibilities that are listed below.

3.5.1 Teaching role

The head of department is expected to engage in class teashimgr avorkload of the
relevant post level and the needs of the school, to be a claBsrtdaequired and to assess
and to record the attainment of learners taught.

3.5.2 Extra-and co-curricular responsibilities

He/she is in charge of a subject, learning area or phase atlg gl@velops the policy for that
department; coordinates the implementation of departmental paicteprovides guidance
for all educators as well as providing support to inexperienced staffibers on the
educational welfare of learners in the department.

Responsibilities include controlling the work of educators and learinethe department;
controlling reports, mark sheets, test and examination papersllaaswaemoranda, which
must be submitted to the principal as required; the administreggmonsibilities of staff
members and sharing in the responsibilities of organising and condwstirey and co-
curricula activities (Section 3 of the National Education Policy Act 27 of 1996).

3.5.3 Personnel responsibilities

He/she is also expected to advise the principal regarding the digfsreork among the staff
in a particular department and participate in agreed school ocatedappraisal processes in
order to regularly review the professional practice with the afmimproving teaching,
learning and management (Section 4.4(e)(iii) of the Employmeiiidatators Act 76 of
1998).
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354 General administrative responsibilities

He/she is to assist with the planning and management of scho&l stat books and
equipment for the department; provide the budget for the department amdtswbyk
schemes for the different learning areas in the departniéShe must act on behalf of the
principal during her/his absence from school if the school does notyi@ifa deputy
principal or in the event both of them being absent (Section 3 of thendlaEducation
Policy Act 27 of 1996).

3.5.5 Communication duties

The head of department should cooperate with colleagues in ordaimtaim good teaching
standards and progress amongst the learners; foster admiugseéiciency within the
department and the school; collaborate with educators of other sc¢hotdéveloping the
department and conducting extra-curricular activities; meenpaand discuss with them the
progress and conduct of their children and participate in departmentgbrafesional
committees, seminars and courses in order to contribute or updatr Ipistfessional views
or standards.

It is also expected of the head of department that he/she caopatfat-Further and Higher
Education institutions in relation to learnergecords, performance and career opportunities;
maintain contact with sporting, social, cultural and community orgaoiss and have
contacts with the public on behalf of the principal (Section 4.4(e)(¥hefEmployment of
Educators Act 76 of 1998).

3.6 THE SCHOOL GOVERNING BODY

The school governing body is a democratically elected structyeesenting various
stakeholders in the school. Section 16 of the South African Schoo81A¢t1996 stipulates
that the governance of a public school is the responsibility of its governing
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body. Members of the school governing body should have the interélsesswhool and its
learners at heart.

The school governing body according to Section 23 of the South Affichools Act 84 of
1996, regards the principal of the same school as an ex officio men@iiber members
include elected educators who are employed in the school and wheergtger educators;
parents who officially have learners registered at the scHeamers who are serving on the
representative council of learners at the same school; non-eduedtorsare officially
employed in the school by the department or by the school governing(badly persons are
elected by other non-teaching members to represent them) and dovautders on the basis
of expertise or substitution who do not have voting rights. The roleseapdnsibilities of
the school governing body have been clearly outlined in Section 2ih@®22 of the South
African Schools Act 84 of 1996 and they include the following 12 responsibilities:

3.6.1 Roles and responsibilities of governing bodies relating to caitgtional and
standing orders

A school governing body is responsible for drawing up its own constitutidnstanding
orders which must not be contrary to the Act, these regulatiorsyoother applicable law,
and which must comply with the minimum requirements determineithdoWlember of the
Executive Council (Section 18(1) of the South African Schools Act 84 of 1996).

A governing body of a school must develop and adopt a constitution ardingtaorders
which must be submitted to the Head of Department within 90 days efeittion (Section
18(1)(3) of the South African Schools Act 84 of 1996).

3.6.2 Roles and responsibilities of governing bodies relating to school policy

Subject to the Act and the constitution of a school governing body, a goydrody of a
school must “determine the language policy of the school; issue rules angotaliwhich
religious observations may be conducted at the school; decide upon sdbsplvhich may
include the dress code for learners at the school; develop and adopt a code
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Of conduct for learners and develop and adopt a code of rights and resp@ssion all
sectors within the school (Section 20 of the South African Schools Act 84 of 1996).

The following are the roles and responsibilities of the school govgebuody as stipulated in
section 20 of the South African Schools Act 84 of 1996.

3.6.3 Roles and responsibilities of the governing bodies relating to school depenent

A governing body of a school must promote the best interest of the school and strivedo ensur
its development through the provision of quality education for learnéne aichool. It must
develop the schodl s mission, goals and objectives; support the principal, educators and
other staff of the school in the performance of their professifumadtions; draw up and
amend a school development plan; encourage parents, learners, edamdtotser staff at

the school to render voluntary services to the school. It may ebtabhgces and community
partnerships related to social, health, recreational, nutritionalranspbrt programmes and
other matters which further assist in the objectives of the Act.

3.6.4 Roles and responsibilities of the governing bodies relatingo t school
administration

A governing body of a school must report and recommend to the Headoaftient any
matter which concerns the school; administer and control the schegbroperty and
buildings to the benefit of the school, if applicable; determine tu¢irgy and the ending
times of the school day jointly with other leaders at schools.

3.6.5 Roles and responsibilities of the governing bodies relating school funds and
assets

A governing body of a school must strive to raise funds including \aryicontributions to
the school in cash or kind for the improvement of the quality ofatthrcat the school; must
establish a school fund and administer it in accordance with the Frildioce Management
Act 1 of 1999; pay all the money
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Received by a school, including school fees and voluntary contributionthenszhool fund
and open and maintain a banking account.

3.6.6 Roles and responsibilities of governing bodies relating to school budgets

A governing body of a school must establish budget priorities ampdn@en annual budget
each year, according to guidelines determined by the membére oExecutive Council,
which reflects the estimated income and expenditure of the schabkféollowing year; and
present the budget, before it is approved by the governing body, to iagn&feparents for
consideration and approval by a majority of parents present and voting (Seclif2)88) of
the South African Schools Act 84 of 1996).

3.6.7 Roles and responsibilities of governing bodies relating to school fees

A governing body of a school may, subject to section 39 of the South African Schools Act 84
of 1996, charge fees at a school in accordance with a resolution atgpdethajority of
parents present at a meeting contemplated in regulation 5qghfresolution provides for

the amount of fees to be charged; and equitable criteria and procgdutestotal, partial or
conditional exemption of parents who are unable to pay school fees; andgubject to
Section 40 of the South African Schools Act 84 enforce by processwvothe payment of
school fees by parents who are liable to pay such fees.

3.6.8 Roles and responsibilities of governing bodies relating to &ncial records and
statements

The governing body of a school must ensure that financial recoedkeat and that the
PFMA is applied. This can be done through a finance committsehabl which is meant to

assist the schools governing body.
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3.6.9 Roles and responsibility of governing body relating to audit or exaination of
financial records and statements

According to section 58(1) of the PFMA which is in line with sat#3(1)(2) of the South
African Schools Act 84 of 1996, a governing body of a school must keepdseof funds
received by the school and records of financial statementshwhigst be audited by
accredited financial auditors. These records should be made avadalie Head of
Department.

3.6.10 Roles and responsibilities of governing bodies relating to tfpointment of
educators at the school

A governing body of a school may recommend to the Head of Departheeappointment of
educators at the school, subject to the EducatdEsnployment Act, 1994 (Proclamation No.
138 of 1994, and the Labour Relations Act 66 of 1995).

3.6.11 Roles and responsibilities of governing bodies relating to tappointment of non-
educators at the school

A governing body may apply or a school may recommend to the HeBepafrtment the
appointment of non-educator staff at the school, subject to the PulbliceSAct, 1994
(Proclamation No. 103 of 1994, and the Labour Relations Act 66 of 1995).

3.6.12 Allocated roles and responsibilities of governing bodies

A governing body may apply to the Head of the Department imngrib be allocated any of
the following functions as reflected in Section 21 of the South Afri8ahools Act 84 of
1996 as indicated below:

* Determine the admission policy of the school subject to the Ad @ the
Constitution.

« Maintain and improve the schdok property and buildings and grounds occupied by
the school, including school hostels, if applicable.
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» Determine the extra-mural curriculum of the school and the choisalpéct options
in terms of provincial curriculum policy.

» Purchase textbooks, educational materials or equipment for the school.

» Pay services to the school.

* Inquire into written complaints about any member of staff employed at the school.

» Refer the complaint, together with its findings, to the Head of Department.

» Recommend that the Department institute inefficiency or misconpiatedures
relating to persons employed at the school.

» Inquire into written complaints about any learner officially enrolled astheol.

* Refer the complaint, together with its findings, to the Headepartment and to
recommend that the Department institute misconduct procedurésgela learners
officially enrolled at the school. The Head of Department magrame such
application either conditionally or unconditional.

The member of the Executive Council may, by notice in the ProViGaaette, determine
that some governing bodies may exercise one or more functions withaking an
application as expected, if he or she is satisfied that thergongdvodies concerned have the
capacity to perform such functions effectively; and therersagonable and equitable basis
for doing so.

3.6.13 Withdrawal of roles and responsibilities from governing bodies

The Head of Department may, on reasonable grounds, withdraw afufraiin a governing
body. The Head of Department may not take action under sub-regulBtionl¢ss he or she
has informed the governing body of his or her intention to act andettsons therefore;
granted the governing body 30 days to make representations to
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him/her regarding such intentions; and given due consideration to eimyeqresentations
received. Any person aggrieved by a decision of the Head pédrbeent in terms of this
regulation may appeal against the decision to the member of the Executive Council.

3.7 REPRESENTATIVE COUNCIL OF LEARNERS

According to the South African Schools Act 84 of 1996, a representatirecit of learners
must be established in every public school enrolling learners de gright and higher and
such council is the only recognised and legitimate representasieer body at the school.
The term of office of the representative council of learnersembers is one school year, and
generally two representatives for each grade are electédieldgarners of each grade. In a
high school where there are grades eight to twelve there witefemembers in total.
Although the regulations do not prescribe that there should be boys @&domithis
committee, it is usually preferable to have both. The representaiuncil of learners forms
the electoral pool for the election of the learner represeasato the school governing body.
The representatives are elected by the members of theeapatve council of learners from
among their members.

3.7.1 The responsibilities of a representative council of learners

The representative council of learners must liaise and commemidt the learners, school
management team and the school governing body at the school, bdcemesents the
learners. It must accept that the wellbeing of the schoolearddrs is its primary task. It
must foster a spirit of mutual respect, good manners and moratibnga the learners;
promote and maintain discipline among learners and promote theaf&edfare of the

school. It must provide a training ground for developing leaders and &etplesarner to feel
at home in the school.
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The representative council of learners must attempt to densecitst activities at the school
and assist school management in implementing the school policynudt support or
contribute to the sound management of the school and act in accowi#imdbe school
authorities. It must contribute to the smooth running of the school and stippgdvernance
of the school; provide learners with an opportunity to participate in sgogernance and in
appropriate decision-making regarding the school and provide an opportumigafers to
learn and practise a range of useful life skills.

The representative council of learners must understand thasea@bl is unique in terms of
management and governance. It must provide a voice for learnes&rprand it should
keep learners abreast of events at school and in the community.

3.8  CONCLUSION

This chapter explored the roles and responsibilities of the eliffgrersonnel and bodies in
public schools such as the principal (3.3), deputy principal (3.4) and heatipaftment
(3.5) - the people constituting the school management teanand the roles and
responsibilities of the school governing body and the representative council ef¢earn

The main findings or deductions that can be drawn from this chapmethat all three
leadership structures at school are important. Their roles corapteone another. The South
African Schools Act 84 of 1996 is a guide for the leadership to usesagrce of reference in
knowing the scope of their roles and responsibilities.

Chapter four discusses the empirical data collection whidhassist in comparing the theory
with the application as a way to detect the strategic Ieligechallenges in Breyten Circuit
schools.
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CHAPTER 4

STRATEGIC LEADERSHIP CHALLENGES IN BREYTEN CIRCUIT SCHOOL S:
EMPIRICAL FINDINGS

4.1 INTRODUCTION

The previous chapter analysed the roles and responsibilities of the school rmexmiatgam
members such as the principal, deputy principal, senior education specialist, scleooingov
body and representative council of learners in public schools as informed byfehendif
policies that govern public schools.

The purpose of this chapter is to outline the research processes that werealfollowe
gathering and analysing information in order to arrive at solutions to the problems
experienced at Breyten Circuit public schools. Having identified the muéiiddchanges
that are taking place in the education system and the pressure exerted fpregidis, the
researcher observed that leaders in public schools are facing seVeregelsa It is for this
reason that such challenges need to be identified and analysed in order to asaidétbiai e
in Breyten Circuit public schools.

This chapter also includes the analysis of data obtained from the population sample.

4.2 THE BREYTEN CIRCUIT PUBLIC SCHOOLS

Breyten Circuit has been consistently underperforming since 2002 as measitisegtdge
12 results (Breyten Circuit annual statistics of results). The underpemce by the Circuit
lowers the performance of the region and ultimately results in low
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performance by the province. A statistical reflection of perémce by schools in the
Breyten Circuit over the past five years is presented below.

Table 1 Performance percentages of Breyten Circuit schools from 2005 to 2009

School 2005 | 2006 2007 2008 2009 PA"erage
ercentage
Lake Chrissie 91 59 49 57 63 63
Masizakhe 38 43 46 54 45 45
The Gem 38 41 46 43 33 40
Combined
Ubuhlebolwazi 62 31 26 31 26 35
Umzimvelo 59 84 55 80 87 73
Combined
Warbuton 47 71 74 43 47 56
Combined
Circuit Average 56 55 48 51 50 52

Source: Mpumalanga Provincial Department of Education statistics (2010:2-10)

Over a period of five years, the Circuit pass average was 52% which inmaliex every 100
learners who sat the examination, only 52 passed whilst 48 failedllgnn8ahools were
expected to obtain a 50% pasthe benchmark between 2005 and 2007.
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In 2008, the benchmark was raised to 60% and in 2009 it was further i@igé%. In 2010,
the pass rate for matriculation exams was raised to 80%.

As part of the strategy to attain such expected results,rieade always tasked with the
responsibility of writing their improvement strategies based on ahalysis of their

challenges. The following common challenges were identifiedeashe records that are
available in schools: namely, lack of discipline on the part of edigcand learners;

understaffing and lack of support from other stakeholders such as parergte sectors and
the Department of Education with regard to resources. As a stliese challenges, it is
imperative that a study of this nature be conducted in order snuee whether such
allegations are true.

According to Mouton and Marais (1996:15), empirical research ifthe of implementing
scientific methods in the study of reality. It is a sciéntiiquiry based on experience and
observation. It is associated with both quantitative and qualitatbeameh methods. The
selection of research participants from schools forms theskion of this chapter and it
answers one of the research questions in chapter 1: narfielgw can strategic leadership
challenges be collected and analysed from school leadership withiBreyten Circuit?
The second section of this chapter outlines technical adherenceahodaiegical rigour in
sampling, developing survey questionnaires and conducting focus group interviews.

4.3 RESEARCH DESIGN

The research design is the exposition according to which respondenigeatified and
information collected from them. It further involves planning, dtreg and execution of

the research in such a way that the validity of the findimgsaximised (Welman & Kruger,
2001:46; Mouton & Marais, 1996:193). According to Babbie and Mouton (2001:72) a
research design is the planning of a scientific enquiry, the dgawp of strategies to use,
knowing what needs to be researched, indicating which methods to use, boledb data

and from whom it is to be collected.
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The case study method was employed, focusing on certain schoaisethtite scope of the
research problem sampled in the Breyten Circuit (Welman & érug001:183). The study
is descriptive and attempts to provide a complete and accuratgpten of a situation using
statistical methods. Data were gathered from the population sample ugiagt@nnaire and
structured interviews. All data were scientifically analysed.

44  POPULATION AND SAMPLING

People in leadership positions including grade 12 learners waertfigkk as participants for

this study. The researcher was interested in getting to knane about their challenges, the
causes and effects thereof with the aim of providing support througimneendations based
on the findings of the study.

Probability sampling techniques were used. This involves allowing ai elgance for all the
elements to be sampled (Struwig & Stead, 2001:112). In this resgarsecondary schools
with grade 12 as exit level were identified to be included inpttmdability sample. The
leadership in these schools is composed mainly of school manatgéesens, school
governing bodies and representative councils of learners.

Table 2 outlines the population size of all the participants according to the dastipt®ls.
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Table 2: Population size of sampled schools

Name of school No. of SMT members No. of SGB membersNo. of members
Totals

Lake Chrissie secondary 6 9 10 25
Masizakhe secondary 9 9 10 28
The Gem Combined School 5 7 10 22
Ubuhlebolwazi Secondary 5 9 10 24
Umzimvelo Combined School 5 7 10 22
Warbuton combined School8 7 10 25

Totals 38 48 60 146

The participants were selected from the above population as follews: school
management team members, three school governing body membehseencepresentative
council of learners members from each school. They were randomly selected based on their
availability and willingness to participate.

The total size of the population was comprised of 146 people from whesmple of 60
respondents was used. As mentioned, the respondents for the sampiendenaly selected
according to their availability and willingness to participaleble 3 below represents a
summary of the population and the sample size for the study.

48



Table 3: Population and Sample Summary

Stakeholders Popqlation Si".‘p'e
size Size
SMT 38 24
SGB 48 18
RCL 60 18
Total 146 60

Of the total school management team population, 63% was samplist 3vi8 of the total
school governing body population was sampled and only 30% of the total reptese
council of learners population.

4.5 RESEARCH METHODOLOGY

This process involves empirical research methodologies or rbspancesses that were
followed in identifying the research population, the sample, etldoakiderations, data
capturing, coding and analysis. The chosen methods ensured proper texplarad
understanding of human behaviour and experiences (Babbie & Mouton, 2001:79-80).

In order to answer the research questions, both qualitative and tgtinmtiresearch
approaches were used in the study to formulate the selection ettsybgsearch sites and
data collection procedures. Observations, questionnaires and seturstiusterviews were
used for triangulation. This was considered to be advantageous irt tssi multiple
sources of data collection to increase the likelihood of facbisterest being understood
from various points of view, and lends credibility to findings. This is a
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form of replication that is believed to contribute to confidence iearet findings, (Mouton
& Marais, 1996:91).

Observations and interviews were used as part of a qualitativeaapp(Struwig & Stead,
2001:121-25) to discover the opinions, attitudes and experiences of thendlifiadeeholders
in leadership at the schools (school management teams, school goveodieg and
representative councils of learners) with regard to theltesiges as leaders. In this process
the participants were watched while noting the phenomena as they occur in nidtuegard

to cause and effect (Welman & Kruger, 2001:187).

4.6 RELIABILITY AND VALIDITY OF RESEARCHED DATA

Reliability is consistency in the scores of a single mesmgather than identical scores on two
alternative measures (Bailey, 1987:72). Reliability is tedteaugh repeated applications of
the same measure. It refers to internal consistency of questimis within a specific
category. Struwig and Stead (2007:130-132) regard it as the extehido t@st scores are
accurate, consistent or stable when administered twice to mhe isalividuals over time.
This implies that the study can be replicated or reproduced byregearchers who, if using
the same instrument, should produce the same or nearly the ssulte over time. In this
regard, pre-testing of questionnaires was carried out as indicated belowr retiability.

Validity according to Alreck and Settle (1985:423) is the degveghich the survey data or
results are free from both systematic bias and random error. r@xingalidity, criterion
validity and content validity were practised to ensure the validity of the study.

The questionnaires were pre-tested as a pilot study in two scti@tlsvere randomly
selected. In each school, two representatives of both stakeholdees giwan the
guestionnaires to indicate their responses with regard to the dbgdehallenges that they
were experiencing at school and comparing the responses helpesute the reliability of
the questionnaires. Table 4 indicates how the piloting of questionnaires was carried out.
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Table 4: Pre-testing of questionnaires

SCHOOLS SMT SGB RCL TOTAL
X 2 2 2 6
Y 2 2 2 6
Total 4 4 4 12

The test helped to clear any misunderstandings in the questi@mspawnng ambiguity and

bias. Minor adaptations were made to the final questionnaire aftaming information

from the pilot questionnaires. The final questionnaires were ashenad to a total of 60
respondents composed as follows: 18 RCL, 18 school governing body, and 24 school
management team participants.

4.7 DATA COLLECTION
This section explains how data were collected from the participants.
4.7.1 Quantitative data collection

Questionnaires were used for quantitative data collection. Thisooheif data collection
suited the researcher as it saves a lot of time and expensEmipiling and distributing
guestionnaires. According to Struwig and Stead (2001:86-98) and Welman agdr Kr
(2001:148,165-71), a questionnaire is a printed or electronic list ofioueslistributed to a
group of selected people who respond to the same set of questiorteresta in an order
predetermined by the researcher.

There are two types of questionnaires. The closed form is theirtypich participants
choose from predetermined responses. It is easy to fill out talced little time to complete
whilst with the open form, the subjects respond in an unrestricted manner.
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The open form of questionnaire requires greater effort becausegbendents have to use
their own words (Babbie & Mouton, 2001:233-249).

Both structured and semi-structured questionnaires were choseeyaallow for additional
information in an open form as a follow-up to structured questions. @&kerrdor providing
only a few open-ended questions and more structured questions was tsenthmresponse
time for the overburdened leaders, resulting in time-savirgyasantee of anonymity and
economy.

The questionnaire was developed based on interviews that were canidugteilot study on
the same sample of respondents. The respondents were asked totecomplieaft
guestionnaire which helped to shape the questions. The questionnaicernassed of the
same questions that would be directed at the school management sehow governing
bodies and the representative councils of learners. It was realised during-thstipg stage,
however, that it was necessary to have three questionnaires thdtdiregtly focus on each
stakeholder in order to achieve specific responses that would not lgenecal. It was
further realised that the challenges that were facing theosenanagement team were not
always the same as those facing the school governing bodies ameprisentative councils
of learners.

The questionnaires were administered over a period of three wepks e arrangements
entered into with the various individual participants.

4.7.2 Qualitative data collection

A triangulation method of data collection was used which included ietesyiobservations
and documentary analysis such as records as a way of ingreéhsirreliability of the
observations by including multiple sources of data collection (Moutdviagais,1996:91).
The researcher was responsible for conducting this fieldworkhoot& Two schools as
indicated above were sampled randomly for pre-testing and thesesgbaols that were also
used for interviews.

Structured interviews were conducted and some of the structuredogadsiat were asked
were as follows:
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* What is the nature and extent of your position?

* How do you execute your roles successfully?

» What are the challenges that cause you to fail to achieve your plans?

* How would you prefer these challenges to be addressed?

While conducting interviews, the researcher also observed thegeend gestures of the
respondents. Facial expressions that had a bearing on their respensesoted. Open-
ended questions were asked in order to gain more information frerparticipants. The
interviews helped to formulate the questionnaire (Struwig & Stead, 2001:12-125).

This process of observation according to Bailey (1987:240-244) is moreangddtexible in
that it is not limited to a response but takes non-verbal behavituiconsideration. The
process is, therefore, natural instead of being just a reaction.

The relevant steps to be followed as recommended by Bailey (1987n2#i)e deciding on
the goals of the study; deciding on the group for subjects to beveldlsgaining entry to the
group; gaining rapport with the subjects being studied; conductinguithe lsy observing and
recording field notes over a period of time; dealing with criflest occur such as
confrontations with participants who think you are some sort of epying from the

observation study; analysing the data and writing a report presenting tmgs$indi

4.8 CONSTRUCTION OF THE QUESTIONNARE

Questions were constructed in English. The questionnaire consisiespoint Likert scale
which focused on the respondéns view about present ethical practices, the challenges
he/she faced at the workplace and how he/she perceived an ideal pthictice to be
realised. According to Babbie and Mouton (2001: 644), this type of questioning is cahsidere
to be advantageous in that it improves the levels of
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Measurement in social research through the use of standardigedsesategories in survey
guestionnaires. Likert scale questions use response categohessssicongly agree, agree,
disagree and strongly disagree.

The first part of the questionnaire requested biographical data thhe respondents. The
guestionnaire was drafted using among others the amassed literatiges which is
documented in both chapter two, three and included the findings tlienexploratory
fieldwork.

The questionnaire also allowed for the participants to provide fustlkptanations or

clarification to support the choices in their answers (open-endediansgs According to

Bailey (1987:120), these questions are advantageous in that they alloesploedents to
answer in detail, provide more opportunity for creativity on the pathefrespondents and
they can be used when all the possible answer categories are unknown.

The questionnaires were tailored according to the different stakeholders.

* The school management team questionnaire consisted of 17 questions.

* The school governing body questionnaire consisted of 13 questions.

« The representative council of learnergjuestionnaire consisted of ten questions.

This amounted to a total of 40 questions. The pilot questionnairedaukeat as Annexure
B at the end of this study.

4.9 ETHICAL CONSIDERATIONS

Permission was obtained from the principals of schools and all theigmants who formed

part of this research in responding to the questionnaire and individeialiews. In all cases
all the candidates were willing to take part. Owing bmet constraints and other
commitments, a telephone interview was conducted with a few members of the
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school management teams as arranged with their permission. Respamglenassured that
all information provided would be treated as confidential and thatethdts would be used
for research purposes only. The rights of the participants wlearly indicated including
their right to the research findings.

In order to gain their trust, participants were assured of antyiyegarding their identities
and that their names would not be linked to the type of informationmtasitused. Each
respondent was also asked to complete a letter of consent. e¢tersalso addressed to
parents of representative council of learnersiembers to seek permission to interact with
them in the research process (attached as Annexure A).

410 RESEARCH FINDINGS

All questionnaires were scientifically analysed by theiSteal Consultation Services at the
Potchefstroom Campus of the North-West University as indicatechapter one. The
processing of data and verification of findings are attached as annexure D.

This chapter will draw conclusions based on the discussions and sciemdings and make
recommendations regarding addressing strategic leadership challenge

4.11 ANALYSIS AND INTERPRETATION OF THE FINDINGS
The following section 4.11.1 to 4.11.5 presents the analysis and interpretation of the findings.

411.1 SECTION A: Biographical information and leadership experiene of
school governing body members

The biographical information indicates the respondentsvel of experience in leadership
positions within South African public schools. This information is vital in
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determining the respondentsknowledge of systems, processes and procedures with regard
to leading public schools.

Table 5.1 and 5.2 below illustrate the biographical data obtained tirersemi-structured
interviews with school governing body members.

Table 5.1: Ages of school governing body respondents

Below 30 years 30 — 35 years 35 — 40 years More than 40 years

6% 18% 41% 35%

Table 5.2: School governing body responderits proficiency in English

Speaking Fair = 24% Good = 76%
Writing Fair = 18% Good = 82%
Reading Fair = 18% Good = 82%

4.11.2 SECTION B: Semi-structured interviews with the schol governing body
respondents

In this section, the challenges confronting school governing body mgrmabe measured.
This measurement is important to determine the competency amtereffi of school
governing body members with regard to their roles and responsibilities.

Challenge B1: All the members of the governing council know exactly what tludas are
and they are competent to perform them.
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This statement determined whether governing body membersamenee of section 16 of
South African Schools Act 84 of 1996, which stipulates that governarec@uiblic school is

their responsibility. It was also meant to find out whether th&y been trained to take
charge of their roles fully.

Responses Percentages
Almost always 12%
Usually 6%
Sometimes 35%
Seldom 41%

Almost never 6%

Interpretation of the results of challenge B1

Of the members, 47% indicated that they did not know their responsgbiit roles whilst
35% were not sure of the whole scope of their roles. Only 18% oésipemdents indicated
that they were fully aware of what their roles entailed. S8&% of the respondents did not
know their responsibilities, this was indeed a challenge within Breyten Circuit gehbols.

Challenge B 2: The governing body regularly follows a programme of activitiéschv
guides them in all their meetings.

This statement was based on Hersey and Blanchattieory of task behaviour which asserts
that policies are to be communicated and implemented, indicatinghelitdsdo what, when,
where and how (Nel et al. 2004:341).
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Responses

Percentages

Almost always

35%

Usually 41%
Sometimes 18%
Seldom 0
Almost never 6%

Interpretation of the results of challenge B2

A large majority of the respondents (94%) agreed about the ngosfskaving an agenda to
guide them during meetings, which is recommended for successfugemeat of tasks.

Only 6% indicated that they did not plan an agenda for their meetm@jprogrammes for
their activities. This was not regarded as a challenge althougtesbarcher did observe
there are small areas that need attention.

Challenge B3: The governing body is well supported by the parent community of the school.

The statement was meant to rate the support the school governireg bedeived from
parents and also to identify possible challenges that parents posed to goverrgag bodi

Responses Percentages
Almost always 18%
Usually 18%
Sometimes 35%
Seldom 24%

Almost never 6%
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Interpretation of the results of challenge B3

Of the respondents, 65% indicated that parents did not support the lgadEnghinterviews

revealed that parents did not attend meetings, did not pay school fund@ésarfdiled to

provide uniforms for their children. This problem could, therefore, bercoed as one of the
observed challenges identified by the researcher.

Challenge B4: Is there a good relationship between the governing council, school
management team and the representative council of learners?

This question was meant to determine whether the three strucioeested on task- or
relationship-oriented methods in which they promoted interpersonabnslatver tasks in
whatever situation.

Responses Percentages
Almost always 53%
Usually 18%
Sometimes 12%
Seldom 12%

Almost never 12%

Interpretation of the results of challenge B4

The results revealed that there was a good relationship betweschti@d governing bodies
and other school leadership structures such as the school managemest and
representative councils of learners. Most of the respondents (70%@dagith the above
statement with only 24% disagreeing. This was, therefore, notdemaas a challenge
although the researcher did observe there are small areas that neededd¢tdssl pr
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Challenge B5: The Education Department adequately supports schoohiggvieodies in
terms of achieving their tasks.

This statement was meant to determine the availability ssfurees as one of the forces in
every situation influencing the leades choices.

Responses Percentages
Almost always 18%
Usually 6%
Sometimes 29%
Seldom 33%

Almost never 12%

Interpretation of the results of challenge B5

Three quarters (76%) of the respondents disagreed with the stat@msnasserted that The
Education Department did not support school governing bodies in their tasisenRestated
included poor funding as a result of wrong quintiling leading to a ladlkesdurces. This
caused school governing bodies to be ineffective in achieving their anldsvas supported
by the findings of the semi-structured interviews, in whiclvas indicated that only one
training workshop was conducted for school governing bodies during the-220@8 term.
The majority of the school governing body members (83%) were naxteawi the scope of
their roles as indicated in challenge number 1. This problem coutdfdhe be confirmed as
one of the observed challenges by the researcher.

Challenge B6: How do you rate your efficiency and effectiveness in fuliig your roles?

This question was meant to allow the respondents to rate themselves in termewanaent
of tasks and furthermore to probe regarding the challenges experienced.
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Responses

Percentages

Almost always

6%

Usually 21°%
Sometimes 59%
Seldom 6%
Almost never 0%

Interpretation of the results of challenge B6

Two thirds (65%) indicated that they were challenged when it daneffectiveness and
efficiency of task achievement as opposed to 35% who did not deem afeese to be
problematic. The 35% of respondents might have been influenced hsaithieg they had
received or their general knowledge pertaining to their roles. groislem was, therefore,
confirmed as a challenge which needed to be addressed.

Challenge B7: The school governing body finds it easy to formuls different school
policies including implementing them.

This statement was meant to determine whether school governirgs bwelie able to draft
policies and implement them effectively.

Responses Percentages
Almost always 6%

Usually 24%
Sometimes 35%
Seldom 35%

Almost never 0%
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Interpretation of the results of challenge B7

More than two thirds (71%) of the respondents agreed that they exqeatidifficulties in
formulating different school policies and implementing them. This masly owing to a
lack of training which resulted in inconsistencies in the impleatiemt of relevant policies.
This issue could, therefore, be indeed confirmed as a challenge.

411.3 SECTION A: Biographical information and leadership expeence of the
representative council of learners

The biographical information indicates the respondentsvel of experience in leadership
positions within South African public schools. This information was witaletermining the
respondents knowledge of systems, processes and procedures with regard to |eatoliog
schools.

Table 6 below illustrates the biographical data obtained from he semi-structured
interviews with representative council of learners members.

Grade Percentage
9 10.5%

10 31.5%

11 37%

12 21%

Based on the biographical information, the majority of the reptatee council of learners
” members were inexperienced in leadership. This was confirmed by the fact
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that their leadership was valid for only a year and theredéeti@ns were conducted for new
leadership for the following year.

4.11.4  SECTION B: Semi-structured interviews with merbers of the representative
council of learners

In this section, challenges confronting representative council aidear members were
measured. This measurement was important to determine how weliereeknew their roles
and how competent they were in executing their tasks.

Challenge B8: Rate your relationship with the leadershiptsuctures of the school such
as the school management team and the school governing body.

This statement was meant to identify the support the representaiuncil of learners
received from the school management team and the school governinglarder to fulfil
their tasks and roles with success.

Percentages
Responses SMT SGB Total
Poor 5% 11% 8%
Fair 37% 37% 34%
Good 58% 58% 58%

Interpretation of the results of challenge B8

Of the respondents, 58% in this instance rated their relationsHipthégtschool governing
bodies and the school management teams as good. This statement coefloketheot be
confirmed as a challenge since the relationship between presemtative councils of
learners, school management teams and school governing bodies was effective.
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Challenge B9: Are all the members of the representative councils of leaswe of what
their roles are? As indicated by Swanepoel et al. (2003:351)ticitakleadership expects
the leadership and subordinates to know their roles. These are rdlesethsipulated by
South African Schools Act 84 of 1996 and were discussed in chapter 3 of this study.

Responses Percentages
Not Very Sure 21%

Sure 47%

High 32%

Interpretation of the results of challenge B9

A majority (79%) of the respondents indicated that they understodd rbles and

responsibilities whilst 21% were not sure. This could be due to thelagenental level or
maturity of individuals as indicated above. Just over half (58%) iretictiat they received
average support from other learners and the same percentage ratadpbe they gave to
one another as good. This issue could, therefore, not be confirmed as a challenge.

Challenge B10: In order to accomplish your tasks, how would you rate the support you
receive from other learners whom you are leading?

The purpose of this question was to determine the leader-follalaionship between
learners in Breyten Circuit public schools.
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Low 26%
Average 53%
High 16%

Interpretation of the results of challenge B10

A small percentage (26%) indicated that they received low supparntdther learners whilst
16% indicated that they received high support. The issue of disciphderespect was
considered to be a contributory factor. Since 80% rated supportiéeomers to be average
and low, this was confirmed as a challenge.

Challenge B11: How do you rate the relationships amongst yourselvas members of
the representative councils of learner®

This was to determine the inter-relationships among representatiuncils of learners
members and the support they gave to one another to ensure thathhessed their shared
vision or goals.

Poor 5%
Fair 37%
Good 58%
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Interpretation of the results of challenge B11

Only 5% indicated that they were not well supported by other representative ajuncil
learners members. This was not regarded as a challenge since 95% rated their hiations
as supportive.

Challenge B12: How do you rate the quality of tasks that you complete as leaders? This
question was meant to determine the representative councils of |éarcenmgpetency in and
commitment to tasks and also identify possible challenges in the attainmenabbttee

Poor 11%
Fair 53%
Good 37%

Interpretation of the results of challenge B12

A small percentage (11%) of the respondents rated the tasks they congpleteaf poor

quality. Reasons provided in this instance included representative council ofdearne
members not cooperating or being fully involved in leadership processes. This could not be
regarded as a challenge as 89% rated the quality of their tasks as fgmodnd

Challenge B13: How often do you meet as the representative council of learners according
to your programme per term?

This question was meant to determine whether the representative counclsefddad a
programme in place that guided their activities and provided detailed tasks to [zidos,
when, how, by whom and where the tasks would be completed.
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1-3times 61%
4 — 6 times 33%
7 — 8 times 6%

Interpretation of the results of challenge B13

It was a cause for concern that 61% indicated that they hekt than three meetings per
term. There was a need for more meetings in order to ensurghthahembers of the

representative councils of learners became skilled. Howevéheasspondents indicated
that they had programmes that guided them in their activities,was not regarded as a
challenge.

Challenge B14 How do you rate your leadership in terms of crisis or conflict management?

This question was meant to determine the maturity of repreisentatuncil of learners
members and determine their management of crisis of conflict situations.

Poor 22%
Fair 61%
Good 17%

Interpretation of the results of challenge B14

A small percentage of respondents (17%) indicated that theygeecrkat crisis management
whilst 61% considered that they coped fairly well as opposed to thevi286vere not doing
well at all. The results were, however, doubtful because of the lack
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of maturity of representative council of learners members who might not clearly
understand their roles. This could, therefore, not be confirmed aslengeasince only 22%
of the respondents rated their leaders as poor in terms of crisis and confligemana

4.11.5 SECTION A: Biographical information and leadership experienceof school
management team members

The biographical information indicated the school management couspindents level

of experience in leadership positions within South African public schdbis information
was vital in order to determine the respondent&nowledge of systems, processes and
procedures with regard to leading public schools.

Table 7.1 and Table 7.2 below illustrate the biographical data ebtdhom the semi-
structured interviews with the school management team members.

7.1 Qualifications

M+3 4%
M+4 4%
M+5 92%
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7.2 Teaching Experience

3 -7 years 21
7 — 1 years 37
More than 11 years 42

This biographical information was meant to determine levels difigaion and experience
of the respondents.

4.11.6 SECTION B Semi-structured interviews with members of the school maragem
teams

In this section, the challenges confronting school management tearhers were measured.
The measurement was important in order to determine how memberd wadibe the
challenges, the impact of such challenges and their competency in handling them.

Challenge B15 Are you appointed in a permanent or acting capacity?

This question was aimed at identifying possible challenges caysadgioyment conditions
which leaders might be experiencing.

Acting 29%

Permanent 71%
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Interpretation of the results of challenge B15

A quarter (29%) of the respondents indicated that they held gmbisijons as opposed to
71% who were permanently appointed. As indicated by school managemenéspamdents
in the semi-structured interviews, acting positions were capseitdout they did not
guarantee that the incumbent would automatically be appointed permanAntigg
management positions created conflict among followers but the agssil# however, not be
confirmed as a challenge because 71% of respondents indicatedetndield permanent
leadership positions.

Challenge B16: How long have you been serving in your current position?

This question was meant to determine the maturity (experieneceamfgement members in
leadership positions.

1-3yrs 42%
3-5yrs 21%
5 years and more 38%

Interpretation of the results of challenge B16

Nearly two thirds (62%) of the respondents had fewer than five 'yeasperience in their
positions, whilst only 38% had experience of five years and moigein ¢urrent positions.
This issue could be confirmed as a challenge since experience is also impdgadérship.
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Challenge 17: How many educators are you mentoring/supervising in your department?

This question was aimed at determining the number of tasks thaespendents were
responsible for based on the number of followers they were supervising.

1 -5 followers/subordinates 33%
5 — 10 followers/subordinates 42%
10 and more followers/subordinates 25%

Interpretation of the results of challenge 17

Of the respondents, 33% indicated that they mentored fewer tharolieedrs whilst 42%
were supervising between five and ten followers and 25% were |eaelwgen ten and more
followers. This might have a bearing on the quality of taskspieted especially if the leader
was not well skilled or was inexperienced. This issue could be confirmed as aghalle

Challenge B18: Since you work with policies that should assist in the monitoring of
educators and learners in the class, how many policies do yowntburhave in your
department?

This question was meant to establish the knowledge of respondents nggaoticy as a
means to facilitate proper management and leadership

71



1-3 29%
3-5 33%
5 and more 38%

Interpretation of the results of challenge B18

Of the respondents, 38% indicated that their department had more teampdiicies.
Although there was a need for policies in public schools in ordgragide consistent
practice, this could not be confirmed as a challenge as tharestudy that confirms that the
greater the number of policies, the fewer the leadership challenges.

Challenge B19: Are all school members (educators and learners) aware oéledlant
policies?

This question was meant to determine the implementation of pobeiesd on how the
policies were communicated to followers.

No 13%
Not sure 21%
Yes 67%

Interpretation of the results of challenge B19

Policies should be communicated to ensure their effective execainoifor proper
implementation. The school management teawesponsibility was to communicate with all
stakeholders in terms of co- and extra-curricular policy activities. $ii
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could, however, not be regarded as a challenge as 67% of respondentedniliat they
were aware of all relevant policies.

Challenge B20: Were you ever inducted on the scope of work and your responsibitiges a
being employed?

This question was meant to establish challenges that were braloght by employment,
where quality of tasks might be compromised by incompetence infldebgelack of
induction programmes.

Yes 58%

No 42%

Interpretation of the results of challenge B20

Of the respondents, 58% indicated that they had been inducted as opposed hat4i28d t
not been inducted. The number not inducted is very high (42%) and could totligbute
to the challenges experienced in Breyten Circuit public schools.

Challenge B21: The responsibilities of leadership are demanding.ddoyou rate your
responsibilities?

This question was meant to establish whether the respondents understoscbfiesof work
and the demands in that regard.
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Not challenging 0%
Challenging 50%
Highly challenging 50%

Interpretation of the results of challenge B21

Half of the respondents (50%) indicated that they were challelmgebdeir responsibilities
whilst the other 50% indicated that they were not. Respondentsvéinatnot challenged
might be influenced by various factors such as maturity, experi&nosving oné s roles
and responsibilities. This issue could, therefore, be confirmedlesdarship challenge in
Breyten Circuit public schools.

Challenge B22: How successful are you in managing your department, your folosrel
their tasks?

This question was meant to determine respondermtsmpetency in leadership which could
be attributed to a number of factors.

Need to be assisted 4%
Successful on average 75%
Highly successful 21%

Interpretation of the results of challenge B22
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Three quarters (75%) of the respondents indicated that they weessiutin managing their
departments; 21% indicated that they were highly successful as dpymosaly 4% that
believed that they needed assistance in order to be competent. This statartenberefore,
not be confirmed as a challenge as 95% of respondents rated themselves afisucces

Challenge B23: Is there a relationship between the way you relate to ydowiets and the
manner in which you get them to do their tasks well?

The question was aimed at establishing the knowledge of respondgantding relationships
between themselves and their followers as this influenced thléyqaf the tasks that they
might achieve.

| don’t know 13%
| disagree 4%
| agree 83%

Interpretation of the results of challenge 23

A high percentage (83%) of the respondents believed that the rdtgpidretween the leader
and followers mattered in determining the success of the accompinds of individual and
institutional tasks. In this regard, Robbins (1996:423) and Gill (2006:43) fadicat in a
situational relationship, success is based on the relationship betiedaader and the
follower. This issue cannot be regarded as a challenge sincef@8&&respondents indicated
that this was not the case.
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Challenge B24: Would you agree that some followers are competent but lack the
commitment to do their tasks well?

This question was aimed at determining follower commitment aatice$ with the leaders
which could be a factor creating challenges for the leaders.

| don’t know 4%
| disagree 4%
| agree 92%

Interpretation of the results of challenge B24

Of the respondents, 92% indicated that some of their followerscmenpetent but lacked the
commitment to do the tasks well themselves. In chapter 2 of thdg, seference is made to
leadership styles based on the developmental or maturity levellmiérs. In this case, the
participative leadership style needs to be applied. This issue toeddfore, be confirmed as
a challenge which needed to be addressed.

Challenge B25: Please rate the frequency of your usage of the followingeishigh styles:
telling, selling, participating and delegating.

This statement was designed to determine the type of leadér respondent was. Telling
leaders define the roles and tasks of the followers through dgctatvat, how, when and

where whilst supervising them closely. They are high on task anéhloglationships and

are autocratic (Swanepoel et al. 2003:350)

B25.1 Telling
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Rarely 21%
Moderately 38%
Highly 42%

Interpretation of the results of challenge B25.1

Of the respondents, 42% indicated that they used the telling leadership sté¢ degl
compared to 38% who used it moderately and 21% who rarely used it, resulting in the
majority of respondents being autocratic.

Selling leaders believe in a two-way communication between them and theireid (Nel et

al. 2001:360-361). They are high on task and high on relationship. They are directive. This
could be understood as a challenge since the usage of this style reflectargnemat

followers” level of maturity.

B25.2 Selling
Rarely 21%
Moderately 67%
Highly 13%

Interpretation of the results of challenge B25.2

Of the respondents, 67% indicated that they used the selling style of leadershigtehpdsr
compared to the 13%% who used it highly and the 21% who rarely used it. This was not a
challenge since 67% of the respondents indicated moderate usage of this style.
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B25.3 Participating

Rarely 8%
Moderately 42%
Highly 50%

Interpretation of the results of challenge B25.3

Half (50%) of the participants used the participating leaderskip bighly as compared to
42% who used it moderately and 8% who rarely used it. This wasgentded as a challenge
as 92% of respondents made use of the participative style to some degree.

B25.4 Delegating

Rarely 38%
Moderately 46%
Highly 17%

Interpretation of the results of challenge B25.4

Fewer than half (46%) of the respondents used the delegatiego$tidadership moderately
whilst 38% used it rarely and 17% used it highly. This was consideehallenge as there
were too few respondents who used the style highly. This deternhiedype of relationship
which existed between the leaders and the followers based on the tasks.
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Leadership styles should be informed by the developmental leve dbitowers and require
flexibility on the part of the leader as followers may not be metent in all the tasks as
indicated in chapter two, by Fox et al. (1991:103).

Challenge B26: In your leadership role, how would you rate your conmgyete knowing
what is to be done and doing it properly?

This question was meant to determine the level of competency@nthitment of each
leader in executing his/her roles and responsibilities.

Low 4%
Moderate 63%
High 33%

Interpretation of the results of challenge B26

Two thirds of the respondents (67%) rated their competency as avetlag®ving what was
to be done and doing it successfully. This was confirmed as @&mfpalbf competency and
commitment or willingness as indicated in chapter two. If, formgta, policies were in place
and were wrongly interpreted, there would be challenges of incensystand standards
would be low.

Challenge B27 How do you rate yourself in terms of your willingness andtgkitd work
with others in order to achieve shared success?

This question was meant to determine each of the respohdetdselopmental levels in
terms of relationships and understanding of team work.
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Low 4%
Moderate 33%
High 63%

Interpretation of the results of challenge B27

Only 4% were unwilling and unable to work with others. This was not derex to be a
challenge as 96% of respondents indicated their willingness to work with others.

412 CHALLENGES LISTED BY THE RESPONDENTS

Apart from challenges that were identified through the admatistr of the questionnaires,
respondents were given the opportunity to list any other challemgegncluded in the
guestionnaires. The challenges identified by the respondents include:

» Lack of leadership skills in dealing with abused learners

» Leadership challenges that are caused by HIV and AIDS at school

* Unions and their influence in shaping or breaking the school

* Pregnancies and other challenges caused by child-headed families
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413 CONCLUSION

In this chapter, detailed explanations were given regardingeearch design and research
methods (4.3). The scope of the study was outlined and an empagealch was conducted
where data were gathered by means of questionnaires andtseshired interviews (4.8).
All data were statistically analysed. Tables were usedepoesent the response-related
percentages with regard to the different identified challengé&4). Respondents also had the
opportunity to list any other challenges not captured in the denciigred interviews and
guestionnaires (4.12).

Chapter five provides a summary of the research. It also pregdentsummary of the
literature and empirical findings. From discussions of the findingsommendations are
made in order to solve the research problem.
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CHAPTER 5

CONCLUSIONS AND RECOMMENDATIONS

5.1 INTRODUCTION

The previous chapter discussed the empirical research wheaecteseethods and designs
were outlined, data collected and analysed scientifically. The auicomes of the literature
study and empirical investigation, including the findings on the relseabjectives, are

presented in this chapter. These findings, together with theliterstudy, form the basis for
the recommendations that are made in order to address the gésllassociated with

leadership positions in the Breyten Circuit public schools.

In generating the conclusions for this research, five questionsvérat raised in the first
chapter are considered individually. The conclusions for each of gluestions are based on
the findings presented in chapters two, three and four.

5.2 SUMMARY OF THE STUDY

In chapter one the orientation and problem statement, researchwasjectntral theoretical
arguments and the research methodology were addressed. Fivehresigiactives were
outlined, five research questions given and four leading theoretical statemeeatmade.

Chapter two focused on the theories, principles and models ofgstrd¢éadership. Key
concepts such as leadership and strategic leadership were @liscliss difference between
management and leadership was also discussed. A situational hgatieesry was discussed
in detail and it was made applicable to the situation in Breyten
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Circuit public schools where it inter alia outlined the unique aggifsgtant challenges
experienced by the leadership of each school.

Chapter three outlined the nature and roles of the relevant leademsiimns in South

African public schools. It discussed the legislative framevsuth as The South African
Schools Act 84 of 1996 and the Employment of Educators Act 76 of 1998.dtegigblays

an important role in the regulation of basic education in SA. laigis and policy can be
regarded as the most important influence of the government anel @gra yardstick to
measure its priorities. Chapter three also reflected on the obleéhe principals, deputy
principals, senior education specialists, school governing bodies andemate/e councils
of learners.

Chapters two and three concentrated on the first three objectities stidy: namely, to gain
answers to the following questions:

* What do leadership issues in SA schools entail?

* What are the theories, principles and models of strategic leadership?

* What are the roles and job descriptions of leaders in public schaaslag to the
South African Schools Act and the Employment of Educators Act?

Chapter four investigated the leadership challenges in BreytemitCschools. Specific
challenges were identified by the researcher. The undgrggic of the empirical research
used to investigate the study was elaborated on in this chapter.

A structured questionnaire and interviews formed the basis of theusdion. The
guestionnaire as a basic research mechanism was explained. Ttiengags included a
biographical introductory section for data collection which aimeda#tieging information
that might help the researcher understand the responses. Theedalleia were scientifically
analysed and findings were presented. During the discussion afgmaif the empirical
research, attention was paid to the following issues:

» Challenges experienced by leadership in public schools
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* Any other problems identified by the respondents during the coomplef the
guestionnaires (objective four of the study)

Chapter five summarises the study and explains the results oéntp@ical study. By
interpreting the research results the leading theoretitpiments are evaluated as true or
false.

5.3  CONCLUSIONS

To conclude, it will be indicated whether the objectives of thisystudre achieved and
whether the leading theoretical arguments were right or wrémganalysis of the objectives
is subsequently presented to indicate whether the study was successful.

The first objective was to provide a general theoretical andigabackground of leadership
issues at schools in South Africa. This objective was achievadelays of an analysis made
of leadership issues in South African schools (chapter 1).

The second objective was to determine the theories, principles andsnuddstrategic
leadership. This objective was achieved by means of a literedurew and documented
sources (chapter 2).

The third objective was to explore the roles and job descriptionsagdleiship in public
schools. This was achieved in chapter 3.

The fourth objective was to provide empirical evidence of strategaership challenges at
Breyten Circuit public schools and scientifically analyse thelende. This objective was
achieved through dissemination of questionnaires to the relevantslei@d&ructures within

the Breyten Circuit schools: namely, the school management teelnu®! governing bodies
and the representative councils of learners. Twenty seven questieres asked of

respondents in order to analyse the issues. The results were as follows:
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0] All the members of the governing council knew exactly what tioées were and they
proved competent in this respect. However, 82% of the respondents idditatehey did
not know their responsibilities. This was indeed a challenge witheyt&n Circuit public
schools.

(i) Of the school governing body respondents, 92% indicated that thegrbgchmmes
that guided their activities and this was then not considered to be a challenge.

(i)  There was an indication of low support given to the schookguxg bodies by the
parents as rated by 65% of the respondents and this was regaaletiallenge at Breyten
Circuit public schools.

(iv) Good relationships existed between the school governing bodies andthie
leadership structures at the schools, and this was then not viewechalenge as it was to
the advantage of the schools.

(v) The Department of Education was viewed as not supportive of sgoeelning
bodies in terms of providing resources. Of the respondents, 76% indibatethis was
indeed a challenge.

(vi) Two thirds of the respondents (65%) considered that effecigeard efficiency in
fulfilling their roles was problematic. This was then confirmadaachallenge in Breyten
Circuit public schools.

(vii)  Owing to the lack of training, 71% of respondents indicated ttheyf had problems
with regard to the formulation and implementation of policies. This vemarded as a
challenge as it resulted in inconsistencies within the circuit.

(viii)  The representative councils of learners appeared to g@ave relationships with other
leadership structures such as the school management teams andetimngdvodies. This
was, therefore, not considered to be a challenge.
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(ixX) As 79% of representative council of learners members indicated that they
understood their leadership roles, this was not considered to be a challenge.

x) The support given by learners to the representative ceuriciearners was regarded
as a challenge as 53% claimed that they received average suppstt26% received low
support.

(xi) Only 5% of representative council of leardersespondents indicated that they did
not receive support from other council members. The majority (95%6ed that they were
adequately supported by other representative council of learnerembers. This was,
therefore, not regarded as a challenge.

(xii) A majority (89%) of representative council of learnersespondents rated their tasks
as fair and good. This could not be viewed as a challenge.

(xiii) All the representative council of learnérs respondents indicated that they had
programmes in place to guide their activities. This was, therefore, not regaedalenge.

(xiv) Only 22% of representative council of learrersespondents rated their leadership
skills as poor in dealing with crisis and conflict managemenb@ssed to 78% who
regarded them as good. This was not regarded as a challenge.

(xv) As 71% of school management team respondents were employedmanpat
positions as opposed to 29% that were in temporary positions, thisovasgarded as a
challenge.

(xvi)  Since 62% have fewer than five yearexperience in their leadership positions, this
was confirmed as a challenge.

(xvii) Of the SMT respondents, 67% had five or more educators thastipeyvised. Given
the fact that 62% had little experience, this could be confirmedcamllenge to the Breyten
Circuit public school leadership.

86



(xviii) Having no effective policies in place was also confirmiedbe a challenge within
Breyten Circuit public schools.

(xix) Since 67% of school management team respondents indicateghdli@es were
known by schools, this was then not regarded as a challenge.

(xx)  Of the respondents, 42% were not inducted when they assumec#ugirship posts
and this implied that they were not fully informed about their raled responsibilities. This
was regarded as a challenge.

(xxi) Since 50% of school management team respondents indicated thbat
responsibilities were demanding, this was confirmed as a obelleEffective support
systems should be put in place to assist such leaders.

(xxii) Only 4% of school management team members considereththawere in need of
assistance in managing their departments effectively. Bec#udee low percentage, this
could not be confirmed as a challenge.

(xxiil) A majority (83%) of respondents of school management teggreed that effective
relationships existed between them and their followers in ordechiewe tasks. This was,
therefore, not regarded as a challenge.

(xxiv) A majority (92%) of school management team respondents iedicditat some
followers were competent but lacked the commitment to work om then. This was
regarded as a challenge.

(xxv) A majority (79%) of the school management team respondents udetling
leadership style. This style is commonly used when followers twvdevels of maturity.
This was viewed as a challenge in Breyten Circuit public schools.

(xxvi) Two thirds (67%) of school management team respondents irdlite@tecompetency
levels of staff were low and this was confirmed as a challenge.

(xxvii)Since 96% of school management team respondents indicated their wikngneork
with all stakeholders for the benefit of the school, this was not confirmed asengkeall
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The fifth objective was to make recommendations based on the findingssisting
leadership at schools to overcome identified challenges. Recommendagopsesented in
the next section.

5.4 RECOMMENDATIONS

The following recommendations are made based on the findings efrtheical research in
order to ensure a worthwhile contribution to the improved functioningaddrs in public
schools.

A number of challenges were identified in chapter 4 of this stlitigse challenges in
Breyten Circuit public schools, however, cannot be fully addressedgtitbis study alone
owing to its limited scope.

Some research topics that may be good for future studies emanating froese¢hisi are:

* Policy implementation challenges in schools

* The impact of relocation of educators in rural schools

» Unionisation of schools and its challenges

* A comparative study of the challenges experienced in rural sclvoohpared with
those in urban schools.

However, the following solutions to the research problems are identified:

* Encourage leadership meetings at circuit level so that leadd#rs same position are
able to share their experiences and their practices.
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Organise a workshop to address the identified challenges in the form of training.
Organise an indaba in which leaders from all the leadershiptsteacat Breyten
Circuit come together, and are able to raise their problems iprésence of the
circuit manager and other officials from the regional/district office.

Share these research findings with participating schoolseirCircuit with a view to
encouraging them to find solutions to the problems in their respective schools.
Organise induction workshops to focus on the roles and responsibilitial the
leadership groups, including workshops for newly appointed leaders digpéctia
school management teams.

Ensure that leaders are employed permanently and not in ag aepacity over a
long period of time where the school qualifies for such posts.

Outsource workshop training for the different leadership groups, encougagigof
understanding through portfolios of evidence. Candidates will then eachdded a
certificate of competency.

Ensure that school governing body members are financially rewandedder to
inspire them to give their best services.
Develop schools skills audits in which parents will be profiled according heit

skills. This will help the school when requiring services from pigrand it will be a
way to involve parents in supporting the school.

The school could develop parentsvening meetings, during which reports are given
and challenges identified and addressed.

Grant discounts to parents who respond quickly to the requests of tw sabh as
payment of school funds.
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Promote fundraising so as not to rely directly on the departmesupgort. This can
be done through establishing good relationships with private sectors ard non
governmental organisations.

Ensure that grade 12 learners achieve good results as this coulcebeeonanketing
tool for the school and also build confidence in the leadership.

Since there is a unit dealing with policy matters in the distiti would be advisable
for schools to outsource such training either as individual schools or as a circuit.

Extend the term of office of representative council of learnersembers to two
years instead of one year. This will afford them an opportunity prawe their past
practices and help them to benchmark their progress.

Redesign the Life Orientation curriculum to include more issneleadership so that
all the learners will be trained in leadership which they ajaply both at school and
outside.

Encourage more team-building exercises amongst the leademsntote cooperation
and support for one another in their various projects or tasks.

Organise conflict and stress management workshops for all the leadehnsaitlevel.
Ensure that all the promotional posts that schools qualify for l&d;fthis will ease

the burden on other leaders (school management teams) who havéohwavsrs to
supervise.

Provide more developmental training to educators through the schoobtenaerat
teams programme such as staff meetings during which they commenéarat
address their challenges.
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« Promote educators development through furthering their studies and enrolling for
leadership training courses.

* Ensure that the department appoints only people with leadership cptadifis in the
school management team positions.

* The Department of Education should appoint more people at the distreet who
will assist schools to cope with their various challenges especially at$baallevel.

5.5 FINAL CONCLUSIONS
The study has focused on the strategic leadership challenges at BregtenpDblic
schools. The empirical investigation as guided by the literature study, do@uynand

policy analysis has revealed that indeed there are leguletsdlienges at Breyten Circuit
public schools.

Although this study focused only on identifying the challenges, rewmdations have been
made to try to solve some of these problems. The results ofrekearch will be
communicated to the relevant schools with the hope that the recommesdait! be able to
assist Breyten Circuit public schools.

Through the circuit manager of Breyten Circuit, efforts will bede to direct the
recommendations for the circuit to the district and the Department of Education.
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7. LIST OF ANNEXURES
7.1 ANNEXURE A

Letter of Consent

Research title: Strategic Leadership Challenges: The @d&eyten Circuit in Mpumalanga
Province

Researchér s Surname: Netswera

Initials: A.S.

Address: P.O. Box 14, BREYTEN, 2330

Telephone number: 082 3854 357/ 017 8613 127

Study Supervisor: Mr M. Diedericks

Contact Numbers: 018 299 1629

| appreciate your willingness to participate in this research project.

o0 Your involvement in this study is voluntary. You are not obliged to divulge
information you would prefer to remain private, and you may withdram f
the study at any time.

o0 The researcher will treat the information you provide as confalentou will
not be identified in any document, including the interview transcripdstiae
research report, by your surname, first name, or by any otleemafion. You
will be referred to in the documents under a code name. No one, othénghan
project leader, will be informed that you participated in this research.
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o0 The research may include risks to you, but these will be minimal and no
different to those encountered by people on a daily basis. Every effort will be
made to minimise possible risks.

o The research findings will be made available to you should you request them.

o Should you have any queries about the research, now or in the future, you are

welcome to contact the project leader at the above address.

o | appreciate your willingness to be involved in this research project.

| understand the contents of this document and agree to participate in this research.

Signature Date
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7.2 ANNEXURE B
QUESTIONNAIRE: SCHOOL MANAGEMENT TEAM (SMT)

The questionnaire is based on the theoretical framework in whichttlagional leadership
model has been explained. The theory is based on task and relationsmpurelvaich is
central to every situation where there is a leader and followers.

INSTRUCTIONS
Please indicate with a cross X in the spaces provided below.
BIOGRAPHICAL INFORMATION

1. What is your highest qualification?

M+3 M+4 M+5

2. How many years of teaching experience do you have?

3-7 years 7-11 years 11 and more

SCHOOL MANAGEMENT TEAM (SMT)
Place your cross in one of the boxes

1. What is your current position in the school management team?

Senior Education Deputy Principal | 2 Principal 3
specialist

2. How long have you served in this position?

1-3 years 1 3-5 years 2 |5yearsand more |3

3. Are you appointed in a permanent or in an acting position?
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Acting 1 Permanent 2
4. How many educators do you lead/supervise in your department?
1-5 1 | 5-10 2 10+ 3

5. Since you work with policies that should assist in the monitofirglocators and learners
in the classes, how many policies do you have in your department?

1-3 1 35 2 | 5and more 3
5. Are all your members, (educators and learners) aware of all thesegdvlic
No 1 | Notsure 2 Yes 3

6. Were you ever inducted on the scope of work and your responsibiliters baing

employed?

Yes

No

7. The responsibilities of leadership are demanding. How do you rate your resp@sstbili

Not challenging

1

Challenging

Highly challenging

3
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8. How successful are you in managing your departments, your followers artdshs?

Need to be assisted 1 | Moderately successfu 2 | Highly successful | 3

9. There is a relationship between the way you relate to your faoand their getting their
tasks done well.

| don’t know 1 |Idisagree 2 |lagree 3

10. Would you agree that some of the followers are competent buh&ackinmitment to do
their tasks well?

| don’t know 1 |Idisagree 2 | lagree 3

11. Please rate your frequency on the usage of the following leadership styles

11.1 Telling Rarely 1 Moderately | 2 Highly 3
11.2 Selling Rarely 1 Moderately | 2 Highly 3
11.3 Participating | Rarely 1 Moderately | 2 Highly 3
11.4 Delegating | Rarely 1 Moderately | 2 Highly 3

12. In your leadership role, how would you rate your competency in knowhag i&/ to be
done and doing it properly?

Low 1 | Moderate 2 | High 3
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Please provide a reason for your @nSWer -----=-=-=-==mmmmmmm oo

13. How would you rate yourself in terms of your willingness andtghdi work with others
to achieve shared success?

Low 1 | Moderate 2 | High 3

14. How would you rate your flexibility, ability to adapt and woffeetively within a variety
of situations with other team members, and your followers?

Have not been trained in situation-specific modehanagement 1
Have been trained in situation-specific model ahagement and am 2
practising

Understand and expertly use situational-specifidehof management 3

15. Rate your competency level in self-regulation during conflict and undesstr

Do not deal with conflict well

Deny being in conflict with others

Know conflict management techniques

AW N P

Aware of different conflict management styles apgdlg them to different
situations

16. What are some of the challenges that you are experiencing as a leader?
(Please list them in order of priority/urgency and complexity)

17. If you were to address the challenges you listed above, what saykl of the possible
solutions be?
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7.3 ANNEXURE C

QUESTIONNAIRE: SCHOOL GOVERNING BODIES

The questionnaire is based on the theoretical framework in whichttlagional leadership
model has been explained. The theory is based on task and relationsmpurelvaich is

central to every situation where there is a leader and followers.

INSTRUCTIONS

Please indicate with a cross in the spaces provided below.

SCHOOL GOVERNING BODIES

BIOGRAPHICAL INFORMATION

Please make a cross X over the right answer.

1. How old are you?

Below 30 years

30-35 years 35-40 years

40 years and over

2. What is the highest standard that you have passed?

Grade 1-7

Grade 8-12

Tertiary qualifications

3. Rate your proficiency in English

Speaking Poor Fair Good
Writing Poor Fair Good
Reading Poor Fair Good
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4. What are some of the things you would love to change in orderpi@ve your school
situation

INSTRUCTIONS

5. Please use the following ratings to answer the following questions:

Almost always 1
Usually 2

Sometimes 3
Seldom 4
Almost never 5

Make a cross X over one of the numbers

6. The governing body has a programme that it regularly follows for allei¢tings.

Almost 1 Usually |2 |Sometimes 3| Seldom 4 | Almost
always never

7. All the members of the governing council know exactly what th@es are and are
competent in fulfilling them.
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Almost 1 Usually 2 Sometimes 3| Seldom |4 | Almost
always never

8. The governing body is well supported by all the parents at the school.

Almost 1| Usually 2 Sometimes 3| Seldom 4 | Almost
always never
Please provide a reason for your @nSWer -----=-=-=-==-=mmmmmommoooeoeeoe

9. There is good relationship between the governing council, school maerageam and
the learner representative council

Almost 1| Usually 2 H Sometimes| 3 Seldom 4 | Almost
always never
Please provide a reason for your answer above---------=--=-===mmmemmmmmmemmmoo

10. The department is well supportive of school governing bodies in tértihsir achieving
their tasks.
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Almost 1 Usually 2 Sometimes | 3| Seldom 4 | Almost
always never

11. How do you rate your efficiency and effectiveness in achieving youProles

Almost 1| Usually |2 | Sometimes 3| Seldom 4 | Almost
always never
Please provide a reason for your anSWer ----=-=-=-======-mmmmmmmommmeeeee o

12. The school governing body has no difficulty in formulating the difitesehool policies

and in implementing them.

Almost 1| Usually 2 Sometimes| 3 | Seldom 4 | Almost
always 1 never
Please provide a reason for your anSWer -----=--=--===-==m=mmmmmmmmeooeooeoeoe
13. What are some of the challenges that you experience aseale--------------------
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Thank you for your participation
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7.4 ANNEXURE D
QUESTIONNAIRE: LEARNER REPRESENTATIVE COUNCIL

The questionnaire is based on the theoretical framework in whichttlagional leadership
model has been explained. The theory is based on task and relationsmpurelvaich is
central to every situation where there is a leader and followers.

INSTRUCTIONS
Please indicate your answer with a cross X in the spaces provided below:
LEARNER REPRESENTATIVE COUNCIL

1. In which grade are you?

8= 1 9= 2 | 10= 3 11= 4 | 12= )

2. Rate your relationship with the leadership of the school managéeaemtand the school
governing body

SMT = Poor 1 | Fair 2 | Good 3

3. Are you all sure of what your roles are in the LRC?

Not very sure 1 | Sure 2 | Highly sure 3
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4. For you to be able to accomplish your tasks, how do you rate the sumppoecgive from
other learners whom you are leading?

Low 1 Average 2 | High 3

5. How do you rate the relationships amongst the members of the LRC?

Poor 1 | Fair 2 Good 3

6. How do you rate the quality of tasks that you complete as leaders?

Poor 1 | Fair 2 | Good 3

7. How often do you meet as per your LRC programme per term?

1-3= 1 |4-6= 2 [7-9= 3

8. How do you rate your leadership in terms of crisis or conflict management?

Poor 1 Fair 2 | High

111



9. Leadership is marked by a number of challenges. Name some of the chalahges aire
experiencing that inhibit your success? ----------------=-mmmmmemmmeeov

Thank you for your participation.
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Annexure f

School Governing Bodies 21
12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
OLD Frequency Percent Frequency Per cent

FEFFEEffrefffrffrffffffffreffirffrrffrreffreffrefrrrefes

1 1 5.88 1 5.88

2 3 17.65 4 23.53

3 7 41.18 11 64.71
4 6 35.29 17 100.00

Cumulative Cumulative
STANDARD Frequency Percent Frequency Per cent

FEFEEFrffrffreffrfffffreffrffrffrefrrfriffrefrefrerfrrefrerrees

1 1 6.67 1 6.67
2 4 26.67 5 33.33
3 10 66.67 15 100.00

Frequency Missing = 2
Cumulative Cumulative
SPEAK Frequency Percent Frequency Per cent
FEFFrrrfffrrftffrfftrfrrrefffrrerfrrrefffrrrerfrreerfrreees
2 4 23.53 4 23.53
3 13 76.47 17 100.00
Cumulative Cumulative
WRITING Frequency Percent Frequency Per cent
EFfffffffffffrffrfrrrfrrfrfffffffrfffeeeeeeeeefffrfrrrrfreees
2 3 17.65 3 17.65
3 14 82.35 17 100.00
Cumulative Cumulative
READING Frequency Percent Frequency Per cent
FEfFrrrfffrrftffrfftffrrrefffrrerffrrerfrrreffrrreefrrreeeesf
2 3 17.65 3 17.65
3 14 82.35 17 100.00
Cumulative Cumulative
N6 Frequency Percent Frequency Per cent

FEEEfFEffrffrrffrfffffrrfrrffrefrefrrffrefrefrrffrefere

1 6 35.29 6 35.29
2 7 41.18 13 76.47
3 3 17.65 16 94.12
5 1 5.88 17 100.00
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School Governing Bodies 22
12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
N7 Frequency Percent Frequency Per cent

FEEFEffrffrrffrffrffrefrrffrffrefrrffiefrefrrffrefreesf

1 2 11.76 2 11.76
2 1 5.88 3 17.65

3 6 35.29 9 52.94
4 7 41.18 16 94.12
5 1 5.88 17 100.00

Cumulative Cumulative
N8 Frequency Percent Frequency Percent

FEEEfFEffrffrrffrfffffrrffrffrefrefrrffrefrefrrffrefere

1 3 17.65 3 17.65
2 3 17.65 6 35.29
3 6 35.29 12 70.59
4 4 23.53 16 94.12
5 1 5.88 17 100.00

Cumulative Cumulative
N9 Frequency Percent Frequency Per cent

FEEEfFEffrfffrffrfffffrrffrffrefrefrrffrefrefrrffrefere

1 9 52.94 9 52.94
2 3 17.65 12 70.59
3 2 11.76 14 82.35
4 2 11.76 16 94.12
5 1 5.88 17 100.00

Cumulative Cumulative
N10 Frequency Percent Frequency Per cent

FEEEFFEffrffrrffrffrffreffrffrffrefrrfrrffrefrerefrefreesf

1 3 17.65 3 17.65
2 1 5.88 4 23.53
3 5 29.41 9 52.94
4 6 35.29 15 88.24
5 2 11.76 17 100.00

Cumulative Cumulative
N11 Frequency Percent Frequency Per cent

FEEEFFEffrffrfffrffrffreffrffrffrefrefriffrefreefrefreesf

1 1 5.88 1 5.88

2 5 29.41 6 35.29

3 10 58.82 16 94.12
4 1 5.88 17 100.00
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School Governing Bodies 23
12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
N12 Frequency Percent Frequency Per cent

FEEEFFEffrffrfffrffrffreffrffrffrefrefriffrefreffrefreesf

1 1 5.88 1 5.88
2 4 23.53 5 29.41
3 6 35.29 11 64.71
4 6 35.29 17 100.00
School Governing Bodies 24

12:20 Monday, November 16, 2009
The MEANS Procedure
Variable N Mean Std Dev

Minimum Maximum

FEFfEffffffffffffrfffffffffffifffrrffrrfffieffirfffreffreffreffrrefrrereere

frf
SPEAK 17 2.7647059 0.4372373 2.0000000 3.0000000
WRITING 17 2.8235294 0.3929526 2.0000000 3.0000000
READING 17 2.8235294 0.3929526 2.0000000 3.0000000
N6 17 2.0000000 1.0606602 1.0000000 5.0000000
N7 17 3.2352941 1.0914103 1.0000000 5.0000000
N8 17 2.8235294 1.1850788 1.0000000 5.0000000
N9 17 2.0000000 1.3228757 1.0000000 5.0000000
N10 17 3.1764706 1.2862394 1.0000000 5.0000000
N11 17 2.6470588 0.7018882 1.0000000 4.0000000
N12 17 3.0000000 0.9354143 1.0000000 4.0000000

FEEEffrffrtffffffffftffrffrfffefrrffrffreffrffrffrefrrffiefrefreffrefreferes
frf

Representative Council of Learners 25
12:20 Monday, November 16, 2009
The FREQ Procedure

Cumulative Cumulative
GRADE Frequency Percent Frequency Percent

FEEEfFrffrefrrffrfffffrerffrffrefrefrrffrefrefrrffrefreeere

2 2 10.53 2 10.53
117

3 6 31.58 8 42.11

4 7 36.84 15 78.95

5 4 21.05 19 100.00
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Cumulative Cumulative
N2A Frequency Percent Frequency Per cent

FEFFfEffrefffrffrffffrfffreffirffrrffrreffieffrrffrrefers

1 1 5.26 1 5.26
2 7 36.84 8 42.11
3 11 57.89 19 100.00

Cumulative Cumulative
N2B Frequency Percent Frequency Per cent

FEfFEEffrffffrffrffffrfffrefffrffrrffrreffieffrrffrrefes

1 2 10.53 2 10.53
2 6 31.58 8 42.11
3 11 57.89 19 100.00

Cumulative Cumulative
N3 Frequency Percent Frequency Percent

FEEEEFEffrefrrffrfffffrrffrffrefrefrrffrefrefrrffrefere

1 4 21.05 4 21.05
2 9 47.37 13 68.42
3 6 31.58 19 100.00

Cumulative Cumulative
N4 Frequency Percent Frequency Per cent

FEEEfFEffrffrrffrfffffrrffrffrefrefrrffrefrefrrffrefere

1 5 26.32 5 26.32
2 11 57.89 16 84.21
3 3 15.79 19 100.00

Cumulative Cumulative
N5 Frequency Percent Frequency Per cent

FEEFrEffrfffrrffrrffrrfffifffirffrrffrreffreffrrffrrefef

1 1 5.26 1 5.26
2 7 36.84 8 42.11
3 11 57.89 19 100.00
Representative Council of Learners 26

12:20 Monday, November 16, 2009

The FREQ Procedure

Cumulative Cumulative
N6 Frequency Percent Frequency Per cent

FEEEfFEffrffrrffrfffffrrfrrffrefrefrrffrefrefrrffrefere

1 2 10.53 2 10.53
2 10 52.63 12 63.16
3 7 36.84 19 100.00
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Cumulative Cumulative
N7 Frequency Percent Frequency Percent

FEEFrEffreffrrffrrffrrfffifffirffrrffrreffreffrrffrrefef

1 11 61.11 11 61.11
2 6 33.33 17 94.44
3 1 5.56 18 100.00

Frequency Missing = 1
Cumulative Cumulative
N8 Frequency Percent Frequency Percent

FEEFrEffrfffrrffrrffrrfffifffirffrrffrreffreffrrffrrefef

1 4 22.22 4 22.22
2 11 61.11 15 83.33
3 3 16.67 18 100.00
Frequency Missing = 1
Representative Council of Learners 27

12:20 Monday, November 16, 2009
The MEANS Procedure
Variable N Mean Std Dev

Minimum Maximum

FEFEffrffftffrffrffftffrffffffefrrffrffrefrrffrffrefrrffrefrefrerffrefreferes

frf

GRADE 19 3.6842105 0.9459053 2.0000000 5.0000000
N2A 19 2.5263158 0.6117753 1.0000000 3.0000000
N2B 19 2.4736842 0.6966923 1.0000000 3.0000000
N3 19 2.1052632 0.7374684 1.0000000 3.0000000

N4 19 1.8947368 0.6578363 1.0000000 3.0000000

N5 19 2.5263158 0.6117753 1.0000000 3.0000000

N6 19 2.2631579 0.6533763 1.0000000 3.0000000

N7 18 1.4444444 0.6156988 1.0000000 3.0000000

N8 18 1.9444444 0.6391375 1.0000000 3.0000000

FEEEfffffrtffffffffftffrffffffffrrffrffrefrrffrffrefreffiefrefreffrefrefere

frf
School Management Team (SMT) 28

12:20 Monday, November 16, 2009
The FREQ Procedure
ion
Cumulative Cumulative
QUALIFIC Frequency Percent Frequency Per cent

FEFEfFfffrffrrffrfffffreffrffrffrefrrfriffrefrrfrerfrrefreerres

1 6 25.00 6 25.00
2 11 45.83 17 70.83
3 7 29.17 24 100.00
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Cumulative Cumulative
EXPERIEN Frequency Percent Frequency Percent
FEEffffffffffffffffffffrfffefrrefrfrfrffrrffferereerrrrrereee
1 1 4.17 1 4.17
2 4 16.67 5 20.83
3 19 79.17 24 100.00
Cumulative Cumulative
N1 Frequency Percent Frequency Percent

FEEFrEffreffrrffrrffrrfffieffirffrrffrreffreffrrffrrefef

1 15 62.50 15 62.50
2 6 25.00 21 87.50
3 3 12.50 24 100.

Cumulative Cumulative
N2 Frequency Percent Frequency Per cent

FEEEEFEffrefrrffrfffffrrffrffrefrefrrffrefrefrrffrefere

1 10 41.67 10 41.67
2 5 20.83 15 62.50
3 9 37.50 24 100.00

Cumulative Cumulative
N3 Frequency Percent Frequency Per cent
FEEEEffrffrrrrrrrrrrrrrrrrrfrrrfrffrrrrfrrrfrrreeeeeees
1 7 29.17 7 29.17
2 17 70.83 24 100.00

Cumulative Cumulative
N4 Frequency Percent Frequency Per cent

FEEFrEffreffrrffrrfffrfffieffirffrrffrreffreffrrffrrefef

1 8 33.33 8 33.33
2 10 41.67 18 75.00
3 6 25.00 24 100.00
School Management Team (SMT) 29

12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
N5A Frequency Percent Frequency Per cent

FEFFfEffrffffrffrffffrfffreffirffrrffrreffierffrrfrrrefes

1 7 29.17 7 29.17
2 8 33.33 15 62.50
3 9 37.50 24 100.00
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Cumulative Cumulative
N5B Frequency Percent Frequency  Per cent

FEFFfEffrefffrffrffffrfffreffirffrrffrreffieffrrffrrefers

1 3 12.50 3 12.50
2 5 20.83 8 33.33
3 16 66.67 24 100.00

Cumulative Cumulative
N6 Frequency Percent Frequency Percent
FEEFFfffffrfrefffffffffrffrfrfrrrrrfrrffrffeeefrrerrrrr
1 14 58.33 14 58.33
2 10 41.67 24 100.00

Cumulative Cumulative
N7 Frequency Percent Frequency Per cent
FEEEErfrffrrrrrrrrrrrrrrrrfrrrrfrfrrrrrrrrrrrreeeeeees
2 12 50.00 12 50.00
3 12 50.00 24 100.00

Cumulative Cumulative
N8 Frequency Percent Frequency Percent

FEEFrEffrffffrffrrffrffffieffirffrrffrreffreffrrffrrefef

1 1 4.17 1 4.17
2 18 75.00 19 79.17
3 5 20.83 24 100.00

Cumulative Cumulative
N9 Frequency Percent Frequency Percent

FEEFrEffrefffrffrrffrrfffifffirffrrffrreffreffrrffrrefsf

1 3 12.50 3 12.50
2 1 4.17 4 16.67
3 20 83.33 24 100.00
School Management Team (SMT) 30

12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
N10 Frequency Percent Frequency Per cent

FEfFfEffrffffrffrffffrfffrefffrffrrffrreffierffrrfrrrefes

1 1 4.17 1 4.17
2 1 4.17 2 8.33
3 22 91.67 24 100.00

Cumulative Cumulative
T Frequency Percent Freqguency Per cent

FEFEEfrEfrrffrffrefrrffrffrfffeffrffrffrrffrffrffreers

1 5 20.83 5 20.83
2 9 37.50 14 58.33
3 10 41.67 24 100.00
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Cumulative Cumulative
S Frequency Percent Frequency Percent

FEEFfEffffffrrffrffffrfffrrffrrfffreffreffrrffrrefreees

1 5 20.83 5 20.83
2 16 66.67 21 87.50
3 3 12.50 24 100.00

Cumulative Cumulative
P Frequency Percent Frequency Percent

FEFFfEffrfffrrffrffffrfffirffrrffrreffreffrrffrrefeeees

1 2 8.33 2 8.33
2 10 41.67 12 50.00
3 12 50.00 24 100.00

Cumulative Cumulative
D Frequency Percent Frequency Per cent

FEFEEfrEfrrffrffrffrrffrffrffreffrffrffrrffrffrffreers

1 9 37.50 9 37.50
2 11 45.83 20 83.33
3 4 16.67 24 100.00

Cumulative Cumulative
N12 Frequency Percent Frequency Per cent

FEEEfFEffrffreffrffrffreffrffrffrefrefriffrefreefrefreesf

1 1 4.17 1 4.17
2 15 62.50 16 66.67
3 8 33.33 24 100.00
School Management Team (SMT) 31

12:20 Monday, November 16, 2009
The FREQ Procedure
Cumulative Cumulative
N13 Frequency Percent Frequency Per cent

FEEEFFEffrffrfffrffrffreffrffrffrefrefrrffrefreefrefreesf

1 1 4.17 1 4.17
2 8 33.33 9 37.50
3 15 62.50 24 100.00

Cumulative Cumulative
N14A Frequency Percent Frequency Per cent
FEEfffffffffffffrrffffffffrffffrfrrreffrffrrfrrfeferrrrres
1 5 100.00 5 100.00
Frequency Missing = 19
Cumulative Cumulative
N14B Frequency Percent Frequency Per cent
FEEfffffffffffffrrffffffffrffffrfrrrerfrfffffrffefrerrrres
1 13  100.00 13 100.00
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Frequency Missing = 11

Cumulative Cumulative
N14C Frequency Percent Frequency Per cent

FEEEfFEfffffrrffrfffffrrffrffrefrrfrrffrefrrfrrffrefreefs
1 6 100.00 6 100.00

Frequency Missing = 18
Cumulative Cumulative
N15A Frequency Percent Frequency Per cent

FEFEEffrrfffffffffffirfffrfffrfffreffrrffrrefrreffrerfrre
1 2 100.00 2 100.00

Frequency Missing = 22

Cumulaive Cumulative
N15B Frequency Percent Frequency Per cent

FEFEEffrrfffffffffffirffrrfffrfffreffrfrffrrefrreffrerfrre
1 1 100.00 1 100.00

Frequency Missing = 23

School Management Team (SMT) 32
12:20 Monday, November 16, 2009

The FREQ Procedure

Cumulative Cumulative
N15C Frequency Percent Frequency Per cent

FEEEEFEffrffrrffrfffefrrffrffrefrrfrrffrefrrfrrffrefreees
1 9 100.00 9 100.00

Frequency Missing = 15

Cumulative Cumulative
N15D Frequency Percent Frequency Per cent

FEEEEFEffrffrrffrffftfrrffrffrefrrfrrffrefrrfrrffrefreees
1 12 100.00 12 100.00

Frequency Missing = 12
School Management Team (SMT) 33

12:20 Monday, November 16, 2009
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Variable Label

The MEANS Procedure

N Mean

Std Dev

Minimum

Maximum

FEEEffrffrtffffffffftffrffrfffefrrffrffreffrfrrffrefrrffiefrefreffrefrefere

fIEFFFrFFfrfe
QUALIFIC ion
EXPERIEN
N1 24
N2 24
N3 24
N4 24
N5A 24
N5B 24
N6 24
N7 24
N8 24
N9 24
N10 24
T 24
S 24
P 24
D 24
N12 24
N13 24
N14A 5
N14B 13
N14C 6
N15A 2
N15B 1
N15C 9
N15D 12

24 2.0416667 0.7506036 1.0000000 3.0000000
24 2.7500000 0.5316095 1.0000000 3.0000000
1.5000000 0.7223151 1.0000000 3.0000000
1.9583333 0.9078961 1.0000000 3.0000000
1.7083333 0.4643056 1.0000000 2.0000000
1.9166667 0.7755316 1.0000000 3.0000000
2.0833333 0.8297022 1.0000000 3.0000000
2.5416667 0.7210600 1.0000000 3.0000000
1.4166667 0.5036102 1.0000000 2.0000000
2.5000000 0.5107539 2.0000000 3.0000000
2.1666667 0.4815434 1.0000000 3.0000000
2.7083333 0.6902531 1.0000000 3.0000000
2.8750000 0.4484272 1.0000000 3.0000000
2.2083333 0.7790276 1.0000000 3.0000000
1.9166667 0.5835921 1.0000000 3.0000000
2.4166667 0.6538625 1.0000000 3.0000000
1.7916667 0.7210600 1.0000000 3.0000000
2.2916667 0.5500329 1.0000000 3.0000000
2.5833333 0.5835921 1.0000000 3.0000000
1.0000000 0 1.0000000 1.0000000
1.0000000 0 1.0000000 1.0000000
1.0000000 0 1.0000000 1.0000000
1.0000000 0 1.0000000 1.0000000
1.0000000 1.0000000 1.0000000
1.0000000 0 1.0000000 1.0000000
1.0000000 0 1.0000000 1.0000000

FEFfEffffffffffffrfffffffffffffffrrfffrfffieffrrfffreffreffreffrrefrrererre

FEFFFEfFrFfrfref
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