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The purpose of this research was to identify the major critical determinants of success
factors in the management of secondary schools in the Rekopantswe Area office, under the

Ngaka Modiri Molema Education District, in Mafikeng, North-West Province.

Successful schools are successful because of what they do, and non-performing schools
are failing also because of what they do. The overall aim of this study was to help performing
schools guard their success factors closely and also underperforming school to find a better
ways of becoming successful. The quantitative research design was used for this study in
order for the researcher to have a numeric respons from the respondent. Qu ;tionnaires,
document analysis and observations were used to collect data n respondent  the
schools. The findings suggest that performing schools exhibit success factors on an effective
and consistent basis based on their strategic planning, execution, reviewing and consistent
re-learning. The study therefore recommends that schools should adopt an effective

teaching and learning strategies that will yield success on the learners performances.

major determinants; success factors; education, secondary education



Die doel van hierdie navorsing was om die belangrikste kritiese determinante van
suksesfaktore in die konteks van die bestuur van hoérskole in die Rekopantswe Area
kantoor, geleé binne die Ngaka Modiri Molema Opvoedingsdistrik in Mafikeng, Noordwes-

. ,ovinsie, tet Haal.

Suksesvolle skole is suksesvol vanweé die dinge wat hulle doen, en onderpresterende skole
faal ook vanweé die dinge wat hulle doen. Die oorhoofse oogmerk van hierdie studie was
om ‘n raamwerk daar te stel om te help om suksesfaktore te bepaal wat geimplementeer
kan word om onderpresterende skole te help om uit te styg, en om skole wat reeds presteer
by te staan om hulle suksesfaktore te bewaar. Die bevindinge toon dat presterende skole
se suksesfaktore effektief en konsekwent teenwoordig is - soos gebaseer op hulle

strategiese beplanning, uitvoering, hersiening, en deurgaanse herbesoek van leer.

hoofdeterminante; suksesfaktore; opvoeding, sekondére onderwys
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The key challenge is in this reyaiu 1> uic nun-peniurmance of secondary school exit learners
in some schools, and high perforn 1 _ofott 'l¢ mners .. the same Area ce, who work
with the s¢ » polic .3 and under the same nbrella of the same department. ..e
researcher has been an educator in this department for 14 years. The Area Office is in
Ngaka Modiri Molema district in the North-West province. The researcher has realised that
a number of gaps exist in terms of secondary school exit results. The question is: how do
the major determinants of Critical Success Factors used in non-performing schools compare

to those used in performing schools?

Demographic profile

The population of this area is mostly black. The average age of the population in vast areas
of the district municipality is younger than 25 years. Educatior)a| and skills levels are
generally low. Secondary schools tend to be concentrated in the larger towns and
settlements. Functional literacy (the proportion of residents over 20 years of age who have
a primary education or higher) is only 35%. Smaller than 2% of the total population in Ngaka
Modiri Molema district municipality has received any form of tertiary education. It is therefore
not surprising that a large proportion of those who are economically active work in relatively
poorly paid elementary occupations, especially in the rural areas. The unemployment rate
stands at 42.3%.

The North-West province has four education districts, namely Bojanala platinum, Dr Kenneth
Kaunda, Dr Ruth Segomotsi Mompati and Ngaka Modiri Molema. The Ngaka Modiri Molema
has five area offices, namely Kgetleng river area office, Lichtenburg area office, Mafikeng

area office, Rekopantswe area office and Zeerust area office.

Rekopantswe area office has a total of nineteen functional schools, with one not yet offering

grade 12 classes.

The Department of Education seems to have a problem with regard to secondary schools
exit results. Some schools are performing very well while others are not performing well at
all, but they are, nonetheless, located in the same Area Office. The Department does not

only focus on secondary exit results. They are offering camps during holidays in an attempt
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to better the matric results, but this seems not to be working in some schools. The
Department is, however, not doing anything about the lower grades to make tt ni ady for
the final years of school. The study focuses on the major determinants of Critical Success
Factors that are used in improving the secondary exit results in high performing schools,
and the researcher sets out to determine how these factors compare with those used in non-

performing schools.

While Critical Success Factors are not sufficient to ensure a successful outcome, they are
necessary to achieve success (Parr & Shanks, 2000). As such, the Critical Success Factors
that underscore a school's good performance in National Senior Certificate Examinations
need to be explicitly stated. There is also a need to determine the extent to which schools
have taken cognizance of underlying Critical Success Factors as they take measures to
uplift academic standards and improve National Senior Certificate Examinations

performance. This issue therefore constitutes the research problem of the present study.

The study will seek to answer the following research questions:
I. What are the major determinants of Critical Success Factors in school management

in general?

Il. What are the major determinants of Critical Success Factors in school management
of the Rekopantswe Area Office’s secondary schools?

Ill. To what extent do Critical Success Factors impact on school management?

IV. What are the role and impact of Department of Education, educational legislation and
school management on Critical Success Factors?

The research objectives of the research are:

I. To determine the major determinants of Critical Success Factors in school
management in general,

. To determine the major determinants of Critical Success Factors in school
management of Rekopantswe Area Office secondary schools;

ll. To ¢ ermine to Critical Success Factors impact on school n  ragement; and

IV. To ¢ ermit the ‘es ai " imp st of “partn it of It ‘ion, edu ‘ional

legislation and school management on Critical Success Factors.
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The purpose of tt  study is to determine the success factors for excel 1t school
manage  2nt, resulting in good performance of the 19 Rekopantswe cluster schools in the

Ngaka Modiri Molema District, North-West Province.

The purpose of the study is to establish the major determinants of Critical Success Factors
in school management in general, and in school management in the Rekopantswe Area
Office’'s secondary schools, so that resources and efforts can be gravitated towards those

factors.

The dif ent stakeholders’ impact on Critical Success Factors related to school
management need to be researched and disclosed. This insight should benefit the schools
and the different stakeholders, both internal and external. The application of the Critical
Success Factors in the strategic management of schools is hoped contribute significantly to
the Rekopantswe area Office and the Department of ~ lucation’s (DoE) efforts to improve
exit level performance. The study sets out to determine role and impact of government and
subordinate legislation on Critical Success Factors and this is likely to improve the standards
of education in school and, furthermore, may provide direction for the strategic management
of schools. Hopefully, this can result in the improved performance and results from all
grades, from pre-school to matric, with no particular emphasis only on the exit examination

results.

. .1e dissertation is presented in five chapters. The first chapter of this research outlines the

basic background and principles under which the research will be conducted.

Chapter two examines the theoretical foundations of related research. It provides an
overview of the success factors and administration, its determinants and sources, and their

impact on the different stakeholders in secondary schools.

The chan¢ ;inthe roles of the , ir | will also riev 1.
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Chapter three «(plores the qualitati  and quantitative e nents of the ea |
methodology. The methodologies and techniques used in the collection and analyses of

data are also discussed in this chapter.

Chapter four presents the iults and findings of the research. The successful schools are
also identified with their CSFs. The research questions are discussed in detail, and the

reliability and validity of the research are also explored.

Chapter five combines all the previous work into a conclusion of the results with
recommendations for future research. This dissertation aims to present an account of the
major ¢ ‘erminants of the Critical Success Factors in secondary schools of Rekopantswe

Area Office, under Ngaka Modiri Molema District.
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success; these charac istics, and the tt ry behind tt n h: also been described as the

five-factor theory.

The first factor is quality leadership. In other words, learners perform better where
the principal provides strong leadership. Effective leaders are visible, able to
successfully convey the school's goals and visions, collaborate with educators to
enhance their skills, and are involved in the discovery of and solutions to problems.
The National School Effectiveness Study (NSES) provides some indication of how
instruct” 1al leadership operates and of its impor 1ce in affecting learnir .
According to the NSES data, teacher absenteeism was approximately twice as high
in schools where the teacher attendance register was not up-to-date (Taylor, 2011).
The state of attendance registers is a reflection of how seriously teacher attendance
is taken by the school management, and this clearly impacts upon actual
absenteeism. The importance of leadership to the success of schools is undeniable.
Leithwood et al (2004) conclude that the nature and quality of leadership was a key
reason for a school success.

The second factor is having high expectations of learners, as well as educators. High
expectations of learners have repeatedly been shown to have a positive impact on
learners’ performance. More attention should be paid to high expectations of
educators. In other words, educators who are expected to teach at high levels of
effectiveness are able to reach the level of expectations, particularly when teacher
evaluations and teacher professional development is geared toward improving
instructional quality. Elmore (2004) notes that a culture of passivity and failure is
present in schools where managers, teachers and pupils assign causality for success
or failure to forces outside their control. In contrast, in two separate surveys
commissioned by the Department of Education into the characteristics of poor high
schools which perform well in the Senior Certificate exams (Malcolm et al, 2000;
Christie et al, 2007), it was found that a sense of responsibility and shared enterprise,
a culture of hard work, and high value attached to good performance were stror~'y
evident throughout these institutions: principals were focused, teachers dedicated
and pupils motivated. in the 18 successful schools studied by Christie et al, none
v found to have significant deg :s of late coming or absenteeism among i
teachers or learners. The extent to which time is used for teaching and learning is the
most valid and obvious indicator of the extent to which the school is dedicated to its
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central task. It is self-evident that no learning can occur if teachers and pupils are not
in class at the same time. It is :lf-evident that what children learn is I wily
dependent on what teachers know and do in their classrooms. This is especially true
for poor children who get little support for schoolwork from their homes and litt
intellectual stimulation in their broader social 11 environments. in the words of Barber
and Mourshed (2007), the quality of an education syste ... cannot exceed the quality
of its teachers, and the only way to improve outcomes is to improve instruction.
Elmore and Fuhrman (2001) agree: in order to improve performance, all schools, no
matter what their demographic characteristics or prior performance, must do different
things, not just do the same things differently; these new things require new
knowledge and skills, the larger part of which must be organised around instructional
practice. Similarly, Leithwood et al (2004) are convinced that the successes of the
English NLS and NNS were based directly on changes in the pedagogical practices
of teachers, and indirectly on the practices of other system-level actors.

The third characteristic of a successful school is the ongoing screening of learner’s
performance and development. Schools should use assessment data to compare
their learners with others from across the country. Effective use of assessment data
allows schools to identify problematic areas of learning at the classroom and school
levels, so that solutions can be generated as to how to best address the problems.
Talt t and MclLaughlin’s (2011) study of teacher professional communities in a
sample of US schools illustrates the importance of the cultural and institutional forms
of teachers’ work. Analysing what they term “the three legs of the classroom triangle”
— subject matter, beliefs about learners in the class, and notions of effective pedagogy
— Talbert and McLaughlin were able to show that the different ways in which teachers
worked with colleagues affected what and how they taught in classrooms, how they
understood their work with learners, the daily assessment they give to the learners
and what they expected of each other and of learners. Where there were strong
professional communities, these played an important ro in establishing “norms for
teaching” as well as expectations for student performance. Where these norms
included a strong service ethic, they could be powerful in shaping cultures that
supported student achievement. In contrast, weak schools tended *~ of
collections of individual teachers who did not share ideas about their teaching
practices or have a strong shared sense of responsibility for student learning. This

led them to suggest that building strong professional communities with high
20



expectations of the  2lves and their 2 ~in at_ :ct of developing _ 1 _1-going
performance assessment for the learners might be “a primary unit for improving
_Juc ion quality and success _the learners Talbert and McLaughlin’s (2011:12).

« The fourth characteristic of a successful school is the existence of goals and
direction. Administration should actively construct goals and then effectively
communicate them to appropriate individuals (i.e., learners, teachers, community-at-
large). School principals must also be open and willing to incorporate innovation into
goals for school processes and practices. It is important to invite input from all
stakeholders in the process of developing school goals. Learner’s performance has
been shown to improve in schools where all in the school community work toward
goals that are communicated and shared among all in the learning environment.

» The fifth and final factor of a successful school is the extent to which the school
is secure and organized. For maximum leaming to occur, learners need to feel
secure. Respect is a quality that is promoted and is a fundamental aspect of a safe
school. There are also a number of trained staff and programs, such as social

workers, who work with problem learners before situations get out of hand.

Apart from the five factors of a successful school already mentioned, the size of the school
seems to be a st ool stiveness factor. Research has found that the smaller the school,
the better learners perform, especially in the case of older learners (Lynch 2008, Taylor
2011 and Miller and Karen 2013). According to them, Learners in smaller learning
environments 3l more connected to their peers and teachers, pass classes more often,
and have a higher probability of going to college. Additional factors that influence effective
schools include time to learn, teacher quality, and school and parental trust. Research
supports the view that the more time a learners spends learning, and the more efficiently
that time is used, the higher their achievement. Schools that find creative ways to extend
time on learning will likely be more effective. Schools with high quality educators also tend
to be more effective. Schools able to hire educators from high quality teacher education
programs increase the possibility of being an effective school. School effectiveness can also
be influenced by the frequency, relevancy, and quality of the teacher profe: onal
development of ed by the school and/or school district. Trust and paren  participation

are also features of a successful school (Lynch ~J08).
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warnstein’s (2000) contends that the instructional dimension of schooling is always
subordinate to the regulative. But the regulative discourse is about much more tt 1 good
time keeping: time ...anagement is one element of a well-functioning institution, in which the
work of managers, teachers and learners is organised and coordinated to achieve high
levels of learning. According to Bernstein (2000), a strongly regulated school fosters
conscientious and industrious students, and this in turn sets the tone for instruction. The
regulative discourse is responsible for the moral order within the school: it socialises learners
and provides conditions conducive to learning. Based on this section, it is therefore seen
that various factors has been identified by different scholars as the determinants of critical
school success of which enables schools and managements in the schools to perform
effectively in order to enhance a good academic performance of learners in secondary
schools. The next section will identify various Critical Success Factors in the business. The
purpose of viewing the Critical Success Factors from the business is because both the
school I i1ds and business managers are closely analogous. Hence a review of success

factors from the business is also important.

The idea of recognising Critical Success Factors as a foundation for defining the information
needs of managers was originally proposed by ™ aniel (1961) but propaga 1| by Rockart
(1979). Rockart was the first to define the concept as a limited number of areas in which
results, if satisfactory, will enable successful competitive performance. Bullen and Rockart
(1981) argue that if results of Critical Success Factors are not adequate, the organisation’s
efforts for the period will rather than not be well directed. . nerefore, Critical Success Factors
are not viewed as an end in and of themselves, but rather as a means to an end (Robson,
1997). This implies that Critical Success Factors are not business objectives or goals.
Rather, they are a mixture of activities and processes that are planned with a view to support

the attainment of certain results as specified by the organisation’s objectives or goals.

The notion of Critical Success Factors was initially devised as a tool for determining the
information needs of top managers (Rockart, 1979). Determining information needs began
with identifying what organisations must do well in order to succeed, hence Critical Success
. actors. Once Critical Success Factors have been identified, top managers are able to focus
on the critical decisions that need to be made in line with the Critical Success Factors and,

consequently, this helps them to identify clearly what information is required to support those
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decisions. Successful strategy development and implemental” 1therefore rely on the quality
of available information as well as providing trainir - for the staff (Jenster, 1¢ . Information
in this case is seen as a irce which can make or break a firms’ chance of success.
Since Critical Success Factors determine these information needs, they become the
background against which strategies are formulated in order to achieve an organisational

goals.

Poister and Streib (1999) assert that effective public administration in the age of results-
orientated management requires public agencies to develop a capacity for strategic
management; this is the central management process that integrates all major
organisational activities and functions and directs them towards advancing an organisational
strategic agenda. The Critical Success Factors influence and enable the setting of strategic
goals, which are then translated into operational goals and lastly into operational activities
(Carelli et al., 2004). Bryson (1988) defines strategic planning as a disciplined effort to
produce fundamental decisions and actions that shape and guide what an organisation is,
what it does, and why it does it. Strategic management encompasses many other processes
and entails strategic planning as a principal element. However, the essence of strategic
management also involves resource management, implementation, control and evaluation.
A strong strategic management capability is essential as it provides a short and long-term
sense of direction for the governmental agency relative to its internal and external

environment which could be shifting continually (Poister & Streib, 1999).

Today, it is evident that strategic planning has gained widespread currency among
government units, although they have been rather slow to implement fully-fledged strategic

management processes.
Rockart distinguishes between five sources of Critical Success . actors:

i.  The industry, for example demand characteristics, technology employed, product
characteristics and so forth. These can also affect all competitors within an industry,
but their influence will vary according to the characteristics and sensitivity of individual
industry segments.

ii. - mpetiti’ jy and indt ry pc tion of tt bt | tt

determined by the history and competitive positioning in the industry.
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ii. Environmental factors are the macroeconomic inflt 1« ; that affect all comg itors
within _industry, and o0 which the competitors havelitt or no influenc  such as
demographics, economic and government legislative policies etc.

iv.. T nporal factors, which are a 1s within a business that cause time-limiting
obstacles to the implementation of a chosen strategy, including lack of managerial
expertise or skilled workers.

v.  Managerial positions, which include the various functional managerial positions in a

business that each has its generic set of associated Critical Success Factors.

Critical Success Factors can thus be characterised by the extent to which they are internal
or external to the organisation, or in terms of which parts of it the manager has control, and,
consequently, whether they refer to something which should be monitored or built.
Maintaining technological leadership would be a source of Critical Success Factors that the
business can build, while changing consumer demographics would be a force that can be
monitored, but not. The next section will review the extent in which South African schools

are functioning.

“Schools that Work” is a term that is open to different interpretations. In particular, schools
may work in the sense of producing reasonable results in Senior Certificate exams and other
exams. But successful results may be achieved through rote learning and “drilling” of a
relatively narrow set of work, as well as through critical and creative thinking in exposure to
powerful knowledge (DoE 2007). In other words, it is possible for Schools that Work to

provide learning experiences of quite different quality to their learners.

It seems as if South African educators, managers and officials have not moved beyond the
dependency culture fostered by successive authoritarian regimes over the last three
centuries. EImore (2004) notes that a culture of passivity and failure is present in schools.
Indeed, managers, educators and pupils assign causality for success or failure to forces

itside their nt . cont st, in two separate surveys commissioned by the wepartment
of ™ {ucation into the characteristics of poor secondary schools which [ form well in the SC
exams (Malcolm, Keane, Hoohlo, Kgaka & Ovens, 2000; Christie et al., 2007), it was found
that a sense of responsibility and shared enterprise, a culture of hard work, and high value

attached to good performance were strongly evident throughout these institutions: principals

24



were focused, educators dedicated and pupils tiv ‘ed. In tt 18 suc  isful schools
studied by Christie et al. (2007) nonev e found to have significant degrees of late-coming
or absenteeism among either educators or learners. In the face of poor teacher attendance,
it would seem that learner absenteeism is not a major problem in South African schools
(CASE/JET, 2007). This is a very positive feature of what is otherwise a poorly functioning
system. Unfortunately, although potential learners keep showing up at school, it has become
obvious that the majority of schools are highly ineffective in fulfilling the potential of the

country’s children.

What can be said therefore for a school that work in South Africa for example are schools
that focuses on achieving 100% pass rates with no Endorsements; or one that encourages
learners to study all their subjects on Standard Grade in order to achieve better symbols.
These learners may well achieve a Senior Certificate at a “School that Works”, but there are

no clear post-school pathways available to them David Hopkins (2011).

Again, schools that work in South Africa are also seen as schools that achieves passes in
higher Grade Science without laboratories. Learners in such schools achieves the same
results at a school with a well-equipped Science laboratory than those that do Fullan (2007).
In practical terms, selecting “Schools that Work” in terms of performance in Senior Certificate
exams means selecting schools that perform according to the norm, or better. Given that
the average pass rate is currently around 70%, “Schools that Work”, achieve this level or
above in South Africa. Furthermore, given that the Endorsement rate is around 18%, then
schools that achieve higher percentages than this are technically “working”. However, this
is a particularly narrow interpretation of “Schools that Work”, especially considering that the
best achieving schools in the system have 100% pass rates with 100% Endorsements. Such
an interpretation also sets a fairly low benchmark for success for the country as a whole
(DoE 2007).

To buttress this point, schools that Work are mainstream — not elite — schools that exhibit
inner capacity and achieve good results, with enormous effort (DoE 2007). The Report to
the minister of education recommends that Departments adopt a strategy of support,
recognition and incentives for schools that have the inner capacity to work. The aim in doing

so would be to value and stabilise the schools that do perform, and incrementally increase
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In reviewing this, focus would be made on the impact of Critical Success Factors on school
principals as the managen 1t heads and leaders of the schools. The school as institution
is headed by the school manager or principal, who is usually deputised by two principals
who are responsib  for curriculum and the other for staffing - human resources of the
school, including dealing with  arners. Under the .. are the heads of departments ar " then
the grade educators and subject teachers. ~ jardian educators form part of the school’s
academic structure, and the SGB forms part of the school's administrative structure. The
school is run under the auspices of the Department of Basic Education (DBE) and in
particular, the North-West Province Education Department (NWED) which has the mandate

and authority to make large-scale decisions for the province (DoE 2007).

Leadership is the basis of most organisations. Schools are not exempted from the need of
sound leadership. Leadership can be summarised by the adage, "with experience and age
comes wisdom," that is, with age and experience an administrator or a principal should be
better-functioning because he or she has developed to function effectively within the
organisation Ribbens and Gunter (2002:359).

Leadership has been stratified through six inclusive concepts of behavioural theories,
contingency theories, trait theories, symbolic theories, power and influence theories,
cultural, and cognitive theories. Researchers study and identify leadership models as being:
instructional, transformational, moral, participative, contingent, and managerial (Bensimon
et al., 1989; Hackman & Johnson, 2000; Leithwood, Jantzi & Steinbach, 2000).

Earlier leadership theories were fixated on the traits of great leaders, including verbal force
and physical body physique. These theories have come to be known as “great man”
theories. Trait theories attempted to identify the personal characteristics that allowed a
leader to become effective. These traits might be physical, personality, to do with social
background, ability, motives, values and skills. These early leadership theories suggested
that individuals with certain traits are natural leaders. However, numerous studies have
shown that no common traits have been proven to be essential in order for a leader to be
‘ o =t if v
judged using these theories, he may be deemed a success, of he or she had a commanding

presence, a strong physical appearance and a strong verbal demeanour.
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Power and influence the ties a to explain the use of power by leaders. Power has been
misused for oppression of people by many [ »p' in authority and pov through ' ‘ious
means. Yukl (2002) mentions that these theories “seek to explain leadership effectiveness
in terms of the amount and type of power possessed by a leader and how power is
exercised”. School principals have power and authority versed according to the mandates
of the South Africa Schools Act and other statutory instruments. He or she may also use this
power to get things done. Several researchers (Bensimon et al., 1989; Wageman, Nunes,
Burruss & Hackman, 2008; Yukl, 2002) identify five basic sources of power: reward power,

coercive power, legitimate pow , referent power, and expert power.

Societal or behavioural theories attempt to define and explain specific behaviours that lead
to effective leadership (Bensimon et al., 1989; Yukl, 2002). These theories describe what
leaders actually do, and how much time tt  + spend doing it. Much of the research in this
area investigated how managers cope with demands, constraints, and role conflicts in their
jobs. A school principal is a manager who manages by moving up and down. He or she may
not like paperwork and may rather have the secretary take care of administrative duties. He
or she may always be outside, managing issues and people. If the leadership style of the
principal becomes incongruent with the leadership requirements of such a big institution, a

number of challenges may arise.

Yukl (2002) indicated that sometimes a principal may need to get things done and might
resort to the use of authoritarian leadership. Like every other leadership style, authoritarian
leadership style has its disadvantages. Most employees would view such a school principal
as domineering and may feel a sense of animosity towards him or her. Authoritarian or
autocratic leadership, as an out-dated style, cannot fully exploit maximum potential of
employees. Also, in the long run it can prove counterproductive as it is fully focused on

organisational goals and less concerned about employee welfare.

Leadership has a direct cause and effect relationship upon organizations and their success.
Leaders determine values, culture, change tolerance and employee motivation. They shape

institutional strategies including their execution and effectiveness.

Tl in rur - _

discussion. A principal may tend to be autocratic when it comes to such issues and demands

the employees to be fully submissive to him or her as the superior in these issues. Although
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through this form of ‘dictatorship’ I ps to get things done efficiently and effectively, the
inputs of other stakeholders a not taken into account and there is no appreciation of their
efforts. This leads to the principal being a “lone ranger’ at school when using his or her
autocratic leadership style. Such a style also means that the principal tends to communicate
irregularly with teaching staff and allows limi { involvement from them in decision-making

and less delegation (Hackman, 2008).

A school principal is the leader of a team, whether it is the school management team, ex-
officio officer of various committees. The School Principal’s leadership style has a significant
impact on the success of the school. Therefore, School Principal's leadership style is one of
the crucial factors in a school’s success, because it has a direct bearing on satisfaction,
commitment, motivation, quality and level of educator performance, as well as an indirect
effect on learners’ achievements. When schools are successful it exposes the principal in
taking proactive measures that would enable the school to retain its success. These
measures a 1suring that the educators in the successful schools are retained and that
learners have the necessary facilities that enabled them to be successful (Notman, Henry,
Latham, Potaka, Denis Slowley, and Ross 2009).

However, principals do not enact their leadership and managerial roles in precisely the same
way. Some principals influence their schools by means of their personality while others
demonstrate leadership capacity through the strength of their convictions. For example, in
the New Zealand leadership literature, Notman's (2005) research into the personal and
professional working lives of two secondary principals demonstrated the centrality of core
personal values in their influence on principal leadership behaviours in respect of the
schools success. It was found that the success of the school has a positive impact on the
ways in which the principals lead the schools. The principal has been involved in changing
the culture of the school based on observations and perceptions from other people and
agencies about the schools success. The principals also involves themselves in Subsequent
discussion with community groups had advocated on a number of changes that would
enable the school to retain its success (Notman, Ross, Henry, Latham, Potaka, Denis
Slowley, and Ross 2009).

In idition, ~ 1y, b Tis, Hadfield, . vlley d Beresford (2000)ir _ ca 1 that Critical Succe
Factors has a positive impact on school management, it enables the principal to make a

concerted effort to be available to staff and believes that important leadership qualities focus
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on relationships, openness and humour. He or She has very effective lines

communication, a strong sense of professionalism, and an energy and passion for the job.
Res} 1dent interviev also identify the principal’s major leadership achievements. The
principal is also successful in gaining the necessary resource funding to complete the school
buildiin  programme: a new hall and library, a ‘Professional Development’ room, as well as
upgrading and increasing computing technologies. All this arise as a result of tt  success
achieved by the schools that work in South Africa. Therefore Critical Success Factors has
been seen to have a positive impact on school management by ensuring that schools that
are successful retains its success and those that are still struggling to be successful are
provided with the emergent resources and help that would foster a successful teaching and
learning in secondary schools. The next section will look into the roles changes in the roles

of the principals due to their career path.

The managers’ role at schools has thus changed from one of being a head teacher in the
classroom and office, to that of a line manager who deals with the diverse structure of the
school management team (SMT), the School Governing Board (SGB), the Department
(DoE) and other stakeholders, internally and externally, of the school. A successful school
principal needs to understand the different interpretations and consequently the possible

implementations of the Critical Success Factors.

Boynton and Zmud (1984) describe Critical Success Factors as those few things that must
go well to ensure achievement for a manager or organisation. Therefore these factors
embody those managerial or enterprise areas that must be given exceptional and recurrent
consideration to ensure good performance. Robson (1997) describes Critical Success
Factors as that handful of things that must go right within someone’s job for the organisation
to flourish. Atkinson et al. (1997) observe that Critical Success Factors are elements such
as quality, time, cost reduction, innovativeness, and customer service or product
performance that create long-term profitability for the organisation. Saraph et al. (1989) view
Critical Success Factors as those critical areas of managerial planning and action that must
be practised in order to achieve effectiveness. Johnson and Scholes (1999) describe Critical
Suct s Factorsa tho¢ components of strategy in which the organisation must excel to
outperform its competition as such principals in exploring their career paths from educators

to principals must consider the success of the school.
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In 2008, after a devastating public service strike which included teachers, tt  Occuj ion
Specific Dispensation (OSD) was negotiated through the ELRC. The OSD establishes a
performance managementand ¢ op _ _systc.. (PMDS) for public servants working in
education. It sets out the performance requirements of different levels of appointment within
the education system, and their links to qualification and remuneration. Principals (and
deputy principals) are required to draw up annual personal performance development plans
setting objectives and targets. There are six key result areas (KRAs) (Critical Success
Factors) and fifteen core management criteria (CMCs); and principals are also required to

prioritise five KRAs, each with perfoi. . ance standards and indicators.

The six KRAs which are compulsory for principals are the same as those set out in the South

African Standards for Principals (Department of Education, 2005), namely:
(1) Leading and managing the learning schoal,

(2) Shaping the direction and development of the school,

(3) Assuring quality and securing accountability,

(4) Developing and empowering self and others,

(5) Managing the school as an organisation, and
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In view of the figure above, the principals in their capacity as educators have further

dynamic roles such as leading and managing strategically when determining the direction

of the institution. This in essence provides the standards for school leadership, which are

critiqued at tt id of each acade....c and financial 1 ir of the sche

Kardamis (2014 highlighted ways school management should motivate learners to work

hard. These include;

>

Believe in them: According to her, if you don’'t believe that a particular learner is
going to complete his work, he probably won't. So stop assuming they won’t and start
believing that they can and will.
Be extremely encouraging. Sometimes learners who appear lazy are actually
discouraged or frustrated that they are having trouble learning. Educator’s words can
be extremely powerful in inspiring them, but more importantly, we can encourage
tt  n by giving them one-on-one help and showing them that they can indeed do the
work and be successful. It can make a world of difference when they see that they
are capable of even small successes.
Make sure your learners are the ones who are working: According to her, “the
one who is working is the one who is learning, so if you want your learners to learn
more, make sure they're actually working in your class, not just listening to lectures
all the time. Plan times when the learners are working and you walk around to help
them one-on-one”.
Make learning fun: “You don’t have to constantly be doing intricate activities to
make learning fun. Just be passionate about what you're teaching and let that passion
shine through. Tell relevant stories and add in some humour. And simply show the
kids that they can do it — learners enjoy learning when they feel that they are
successful”.
Be wise with your homework: “More homework does not necessarily mean more
tt uc ly 1 roy

that is truly valuable and necessary. When you limit the quantity of homework you
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rights contained under this provision, which include standard due process provisions,
freedom from arbitrary arrest, freedom from torture, and freedom from cruel, inhuman or
degrading punishment. The Section also stipulates the freedom from all forms of violence,
regardless of whether a public or private source. This provisions are unique amongst human
rights instruments and as such gives learners the right to be educated and protected in
schools which would enable learners to concentrate in schools in order to produce good

grades in their results.

Oosthu™ :n and ..00s (2003 ")) define legislation as the "the written legal rules drafted by
capable organ of state. He further defines legislation as any statute, proclamation, ordinance
or other measure, which give guidelines and procedures to any institutions or an
organisation. Education legislation is a legal document used by the state to regulate the
functioning of the education system to ensure an effective education system (Burger,
2002:6; Oosthuizen and Roos, 2003:35). According to Nong (2007) the legislative mandates
that regulates the functioning of the school also has a positive impact on the successful
management of the school. For example;

» The Employment of Educators Act of 1998. It has an impact on the powers of
governing body, teacher employment. Hereby enabling the school managements and
the educatorsin schoolstov 'k effectively in an effort to attain success in the school.

» The South African Qualification Authority Acts, 1995. It provides a national
qualification framework (NQF), which integrates all formal and informal learning
programmes and qualifications in the country.

» The National Education Policy Act, 1996 gives the basis of the relationship between
the National Department of Education and the Provincial Education Departments. It
also empowers the Minister of Education to intervene on matters that affect the

performance of a school.

v

The South African Schools Acts (SASA), which directly addresses school governance
(April 1996). It became the South African Schools Act, 1996. It highlights how schools
are expected to be governed, the ways of dealing with learner's behaviours that
impact negatively in the functioning of the schools and the code of conduct of
learners.

Tt v donl vA Wi, wk

learners who commit serious misconduct, prohibit them from charging any other fee
except schools and empowers the HOD to appoint candidates despite the

recommended order of preference of the SGB.
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» South African council of Educators Act outlines the )de of inducts © * Jucators
and managements which aims at fostering good t 1aviour among workers in
schools.

The policy mandates on the other hand also impact positively on the successful
management of the school by ensuring that the organisation, governance and funding of the
schoc are well draf | as indicated in white paper documents. The National curriculum
framework helps in indicating and guiding the schools on topics the content to be thought at
a given time in a school as well as the teaching Medias the educators are to use in teaching
the learners in order to foster effective teaching and learning. Tt ore,itisev __ _tt

the South African legislations and policy contribute positively to the effective management

and success of the schools.

This chapter reviewed relevant literature on the determinants of Critical Success Factors in
schools. Factors that affect the performance of schools and the impact of South African
Legislation on successful management of school were also identified. 1t was found that
relevant factors affects the success of a school and the South African legislation are also
relevant in determining tt  success of the school. The next chapter presents the research

design and methodology that was used in the study.
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As noted in Chapter One, the present study seeks to answer these research questions:

. Whata tr major determinants of Critical Success Factors in school management
in general?

Il. What are the major determinants of Critical Success Factors in school management
of Rekopantswe Area Office secondary schools?

lll. T what extent do Critical Success Factors impact on school management?

IV. What are the roles and impact of Department of Education, educational legisiation

and school management on Critical Success Factors?

According to Maree (2010), research design is a strategy that is typically based on a
philosophical assumption which helps in the selection of participants (qualitative) or
respondents (quantitative), data collection procedures or statistical techniques to be used
for the study and the analysis to be done. According to Creswell (2014) a researcher’'s
philosophical assumption, design and methods all contribute to a research approach which
can be quantitative, qualitative or the mixed methods approach. For this study, a quantitative

research design was used.

Quantitative research essentially refers to the application of systematic steps of scientific
research, while utilising quantitative properties in the study (Edmonds & Kennedy, 2013). In
this approach, the occurrences of behaviour are counted, correct Maree (2010). The
purpose of using quantitative research design is that it enables findings to be interpreted
numerically. Also, through close ended questions, it made it possible to collect directly and
indirectly, the respondents’ reasons for a specific behaviour or attitude towards the

determinants of Critical Success Factors in secondary schools.

The research was conducted in Rekopantswe Area Office secondary schools. These are

public schools situated in and around Mahikeng in the North-West province. Rekopantswe
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A  Office has about 19 secondary schools. The majority of tt imin su  study
are black and African. This area is | iponsible for tt jucation of learners from different
backgrounds, ethnicity, langt Jes and : :ial s us. This reality also has at aring on the

administration of the schools.

Burns and Susan (2005) explain that a population is a summation of all elements
(individuals, objects and events) that meet the sample criteria. The study population of the
present study is made up of all principals, deputy principals and subject specialist in the

education field in Rekopantswe Area Office and at least one educators in each school.

A sample of 19 schools was selected from the number of secondary schools in Rekopantswe
Mafikeng Education system of schools. The schools selected are owned and run under the
auspices of the Government Schools Act. A convenient sample of four personnel from each
school was selected, with sensitivity towards the gender (i.e. at least one of the respondents
should be female and the other male) but without this having a bearing on who was selected.
Respondent selected for the purpose of this study include the principals, deputy principal,
educators and a subject chair in each school. A sample size of 19 x 4 = 76 respondents
were achieved in all the schools. The researcher set out to test the research hypothesis of
the dissertation though the use of the sample. Interferences have been made about the

population, and a statistical test was conducted.

It was anticipated that this sample size of 72 respondents would be willing to participate in

the research and meet the sampling criteria and the four months of data collection.

All respondents had to comply with the following criteria:

be working under Mafikeng area

be in the administration

have a minimum of one year in administration
be a willing participate

be an adult and not a minori.e. 16 years and older
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be of any gender or race

mentally sound
The respondents in the school setup should be:

a school manager
the representative of the school management team (SMT)
be the chairperson or proxy of the SGB

knowledgeable and well versed with that school administration
The respondents in the Curriculum Department should:

have at least a representative or be the Area Office Manager
have at least a representative or be the Area Curriculum Co-ordinator

have at least a repres itative or be the Subject Specialist
The respondents in the Education Directors office should be:

have at least two representatives or be the education directors
knowledgeable and well versed with school policies especially administration of

schools
The respondents in the Quality Assurance should be:

in the management of quality assurance in schools

an assessor of quality in schools.

The primary data sources are the questionnaires. The questionnaire was chosen as the
primary source of information as the information was obtained from the respondents through
the questionnaires that were distributed to the respondents. The questionnaire is in English
as it is the language that most participants use in their administration duties and official
correspondences. The questions asked were of different cognitive levels and open-ended

and closed questions were used. Data were collected from the 72 respondents in the
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different stated office administration. The questionnaires were tested for ' idity 1d
o lity.

e ¢ sondary Hurce of data were based on observation and document analysis. e
normality and efficient management of the school was measured by the research through
observation. The researcher observed the environments of the schools on three randomly
selected days to determine if they functioned normally and whether the schools were
efficiently managed through the imp" 1 tation of set goals and targets. The document
analysis enables the researcher to gain access to the results of the schools’ performance
on the set years as well as the number of learners and employees under tt n 1ager of

that school as well as the chain of command.

The data will be distributed by the researcher to the managers and the administrators in the
education offices. The data was collected over two months and during school hours and

during office working hours (0800hrs — 1600hrs).

The data instrument was selected based on the objectives of the research, taking
cognizanc also of reliability, sensitivity, interpretability and validity. Ma 3 (2010:80)
indicates that various data collection instruments can enhance the credibility and

trustworthiness of the data gathered.

The questionnaire was developed at the North-West University. This questionnaire was
used in the collection of primary data. This method aims to reduce subjectivity of the

research and thereby render the results more objective.
Advantages of using questionnaires include:
Reliability is greater than with observations as these tend to be subjective,

Open ended questions guide the respondent to clear in his/her response;

43



A standard is set when asking questions instead of making unplanned and

uni 1 ated observations;

Questionnaires are not biased or leading, and

The researcher can clarify the questionnaire (make it simple, direct and fair).
The questionnaire contains the following categories:

Strategic contribution,

Human resource professionalism,

Talent management,

Human resource governance, risk and compliance,

Analytics and measurement,

Human resource service delivery,

Leadership and personal credibility,

Organisational capability,

Solution creation and implementation,

Interpersonal and communication skills,

Citizenship for the future, and

Human resource technology.

The questionnaire was pre-tested on a member of the School Management Team (SMT),

respondent A001 in Botswana and is included in Appendix A as a draft instrument.

The following functions of observations are identified by Maree (2010:83);

» To obtain data that could not be gained through interviewing. Observations concern

the naturally occurring behaviour of people and events in the participating schools.
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CHAPTER 4 FINDINGS, RESULTS AND ANALYSIS

48



In the previous chapter the research design and methodology that was used in this study
were accurately outlined. This also guided the researcher during the process of data
collection. This chapter presents the findings of the research as well as an analysis of the
results. The results of the questionnaires are used together with the results obtained from
questionnaires given out to the schools. The nature of the respondents may be alluded to,
as well as the nature of their responses, experiences and attitudes towards determinants of

success factor.

The findings of the research were presented and discussed according to the research
questions of this study in an attempt to enable the researcher to answer the research
questions. Furthermore, the nineteen schools that were researched are examined to provide
further insight into their operations based on the staff responses. Evidence from the
collecting of data for the past two year's aids in determining the major determinants of

success factors in the school management of Rekopantswe Area Office Secondary Schoals.

Table 4.1. Descriptive statistics on the case study processing
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and in ger al. This was done in order for the ‘cher to be able to answer the research

question 1 and 2 of this study.

The numbers of questionnaires received were fifty-six out of the anticipated seventy-two
questionnaires with one hundred questionnaires given out initially. The educators claimed
that the lost questionnaires and the researcher had to reprint and follow up on these. This
explains the high number of questionnaire given out. Some of the questionnaires were
partially completed and others were totally un-usable due to lack of responses as such the
researcher made use of questionnaires that were fully completed in order not to have

missing variables.

Educators were from different backgrounds and from different schools of different sizes and
geographic locations in Rekopantswe Secondary Schools. The sampled educators are
professionals in their field and are representative of the management teams of their schools,

based on the questionnaire found in Appendix 1.

The experience of these administrative educators was remarkable. Their experience was
categorised according to experience in terms of years of work, experiences gained in their
current job, and experience in the current organisation and, lastly, in terms of human

resources.

The respondents had a wide variety of teaching experience coupled with experience in
management. The years of experience ranged from a minimum of 4 years to a maximum of
29 years’ work experience. The female respondents also had between 10 and 29 years’

experience.

Case Processing Summary

Cases

Valid Missing Total

N F o« N F cent [N Percent
What is your job level? 60 100.0% {0 0.0% 60 100.0%
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Apart from the experiences and qualifications of the school managements as the
determinants of Critical Suct ;s Factors in the schools, findings to the study also revealed
that the age and gender of the educators also contributes to the success of the school. The
educators included males and females with a higher proportional representation of males
as evidenced also by the higher number of males in most of the schools’ management
teams. Their ages ranged between 36 to 56 years. A total of 29 female respondents were
noted, which means that females represents 48.33% of the population. 24% of the
representatives were in the age range of 40 — 49 years with a further 13.79% of the female

respondents in tt  upper range of 50 years — 65 years.

A total of 31 male respondents participated. The males represented a 51.67% proportion of
the respondents. Their ages ranged between 40 to 51 years old with an 83.87% participants
being in the age range of 40 — 49 years with a further 16.13% of the male respondents in

the upper rar — 2 of 50 years — 65 years. The information is summarised below in table format.

The average age of the respondents was 48.17 years with male respondents’ age average
being 45.45 years and their female counterparts having an average of 42.90 year. Thus the
maijority of female management has an average lower age than the male counterparts, and
this can be a contributing factor in the decision-making of the schools’ management as well

as the success of the school.

Respondents' Gender and Age Range
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provides strong leadership. Effective leaders are visible, able to successfully convey the
school's goals and visions, collaborate with educators to enhance their skills, and are
involved in tt  discovery of 1 »Hlul 1sto prok 3 (Miller and Karen . _ |3). It was also
found that schools that work are schools that engage the parents, educators and governing
bodies in regular activities that would help in attaining success for the schools (Malcolm,
Keane, Hoohlo, Kgaka & Ovens, 2000; Christie et al., 2007). Therefore to ensure success
in the schools it is important for school management to regularly involy the parents,
educators and other stakeholder of the school on meetings were the success or the ways in

which success can be achieved in the schools.

Findings from the research revealed that the in-service training provided by the school
management to all members of the staff are also one of the determinants Critical Success
Factors in schools. Table 4.6. Shows the respondents responses in relation to the in-service

training in the schools.

Table 4.6. Respondent’s response on management provisions of in-service training

Occasionally 2 3

Not at all 1

From the table above, 92% of respondents in the study all indicated that the school
management provides in-service training to the staff members, 2% said not regularly, 2%
indicated occasionally and 1% said not at all. This implies that the success of a school is

determined by the in-service training provided by the school management to the members
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Figure 4.4. Educator’s involvement in the success of the school

From Table 4.8 and Figure4.5 above, 23 respondents from the schools are of the opinion
that educators in the schools are involved in the success of the school. This implies that
there is a clear evidence that the educators have a positive attitudes in teaching the learners
due to the success made in the schools. Even though the number of respondents that
indicated that educators are not involved the ensuring success of the school are more, the
percentage is not significant because the observation made by the researcher in the school
revealed that educators were involved in classroom teaching while those classes that had
free period were silent and studying their books. DBE (2011a) affirms educators should be
much more competent in identifying what their learners know and how they came to have
this knowledge and coming up with strategies to close the gaps between learners’
knowledge and expectations in the Curriculum and Assessment Policy Statements (CAPS).
There is a clear evident from this study that Critical Success Factors enables educators to
be positive in teaching the learners with hope that they would continue to attain a good

result.

All South African learner should have access to learning facilities that are closely monitored
and well supported ensurii  a hi~1 quality so as *~ enab’ l¢e r 'stot successfulin
learning DBE (2011b). A successful learner remains motivated in learning and do not aim to
fall in his or her performance. Finding from this study has proven that the Critical Success
. dactors identified in this study has an impact on school management by ensuring tt

learners remain motivated in learning. 19 respondents from the 56 affirms this impact. This
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can be found from Table 4.10 and Figure 4.3 above. Paul (2013) indicated that scientific

research has provided with a number of ways to get the learnir— juices flowing, none of

which involve paying money for good grac ;. And most sn  t _ jucators know this, even

witl

>

At scientific proof. These ways include;

Fine-tune the challenge. We're most learners are motivated to learn when the task
before them is matched to their level of skill: not so easy as to be boring, and not so hard
as to be frustrating. Deliberately fashion the learning exercise so that learners are
working at the very edge of your abilities, and keep upping the difficulty as they improve.
Start with the question, not the answer. Memorizing information is boring. Discovering
the solution to a puzzle is invigorating. Present material to be learned not as a fait
accompli, but as a live question begging to be explored.

Encourage learners to beat their personal best: Some learning tasks, like memorizing
the multiplication table or a list of names or facts, are simply not interesting in themselves.
Educators should generate motivation by encouraging learners to compete against
themselves: run through the material once to establish a baseline, then keep track of
how much they improve (in speed, in accuracy) each time.

Connect abstract learning to concrete situations: Adopt the case-study method that
has proven so effective for business, medical and law school students: apply abstract
theories and concepts to a real-world scenario, using these formulations to analyse and
make sense of situations involving real people and real stakes.

Make it social. Put together a learning group, or have learners find learning partners
with whom they can share their moments of discovery and points of confusion. Divide
the learning task into parts, and take turns being educators and learners. The simple act
of explaining what they're learning out loud will help them understand and remember it
better.

Go deep: Almost any subject is interesting once you get inside it. Assign the task of
becoming the world’s expert on one small aspect of the material they have to learn—
then extend their new expertise outward by exploring how the piece they know so well

connects to all the other pieces they need to know about.

Learners who are not motivated will not learn effectively. They will not retain information, the

will also not participate and some of them may even become disruptive. Learners with good

performance may be unmotivated for a variety of reasons: They may feel that they have no

interest in the subject, find the educators methods of teaching un-engaging or be distracted
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Distributed leadership is a framework for focusing work to guide and to help design practices
for improvement and it is NOT a recipe or a blueprint for work load on educators. Principals
ist ¢ _ inthe practice of leadir _ and . an: _ ng teaching and learning. School staffs

have to become agents in this work (Spillane, 2005).

Findings frc... this study has also revealed that school management should ensure that
educators conduct extra classes for learners in order to keep them busy with their studies.
According to Santhi, (2011) one of the education system's biggest challenges is to improve
the performance of learners who are far below par, specifically in mathematics. The more
time that learners spend in the classroom, the more they will learn and achieve is the mind-
set of the parents and educators at school. Around the world, extra classes are a
phenomenon. That is the premise of a proposal to provide extra instruction for learners who
lag behind academically or are at risk of failing to meet state and federal education
achievement standards. Individuals request them and many governments and educational
jurisdictions embrace them. According to him, Extra classes have been a fixture in the
education system of our country for as long as we care to recall. They pre-date all existing

educational programmes and examinations.

Although educators time-on-task is often raised as a serious concern, existing evidence
regarding the impact of teaching time on learner performance is not compelling in either
direction. Some studies have not found evidence that insufficient teaching time (based on
self-reported data) is a key factor behind under-performance (Taylor, 2011: Gustafsson and
Patel, 2008). On the other hand Shepherd (2011) finds that extra classes offered by
educators outside the normal school day are associated with better learner results. Prinsioo
(2008) affirms that extra classes enable the learners to be up to date with their school works
and also enables them to be able to have one-on-one discussions with their educators since
they do not have time to ask questions in class. Therefore it is important that the school
management ensures that learners are involved in extra classes after schools and during

holidays in order to enhance success in the school.

The DoE has designed a checklist that should be used by school management to self-

inspect a school in order to ensure effective teaching and learning in the school. The Dutch
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CHAPTER 5 CONCLUSIONS AND RECOMMENDATIONS

In the previous chapter the responses from the respondents were analysed and discussed.
In this chapter, the conclusions and relevant recommendations for the study was made in

order to enhance the study further.

In this dissertation, a numbers of determinants of success factors were explored according
to the different sources of critical success as found in the education sector. It was found that
school had a brand that it sells. Successful schools were those who guarded their school
brand closely, i.e. the reputation of the school, the staff and their relationship with anyone
who comes to the school. This was one of the major critical determinants of success factors
of the performing schools. This factor was influenced by the schools’ ability to advertise and
to promote the school in order to maintain visibility in the eyes of the public. At these schools,
an open door policy was maintained when experiencing competition from other schools. This

gave the successful schools an edge over others.

These were the major determinants of Critical Success Factors in school management of
Rekopantswe Area Office secondary school. As alluded to earlier, these major determinants
a not exhaustive but provic a basis for the major success factors of management in

schools and also for future studies.
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The research findings fulfilled the objectives of the study and attained the goals and aims
set out in chapter 1. The researcher also provided a base for conclusions and possible
avenues for further studies. The research also paved the way for | ;earching other major
determinants of Critical Success Factors in the administration of school management. The
strategic contributions, whether for tt  short term or the longer term, are critical for the

success of the organisation.

Most of the schools claimed to be have made strategic contributions as part of their success
factors, but closer scrutiny revealed that the schools that succeeded, did not only generate

strategic top-management resource function, but also performed follow-ups on these.

The researcher recommends schools that seek to be successful should have timely and
effective strategic planning, coupled with proper decision-making processes to develop
human resources, and to effectively establish communication channels through a clear
strategic vision generation that is followed through. Successful schools do not operate in a
vacuum but in an environment with other competitors. As such, a very strong operations
strategy is needed for to fulfil the expectations of the stakeholders. As Hayes points out,
effective operations strategies need to be consistent and contribute to a competitive
advantage (Hayes, 2005). The school management team needs to understand the fact that
the decisions they make have far-reaching consequences, both negatively and positively
speaking. This relates to the achievements of successful school's objectives and
performance. Slack, Chambers and Johnson Slack (2004), argue that there are basically

five operations performance objectives:

Cost - the ability to produce at low cost

Speed — the ability to produce in accordance with specification and without error.
Dependability: The ability to deliver products and services in accordance with
promises made to customers . g. in a quotation or other published information).

F bility: _ ability to char ~ 2 operations. . .exibility can compr : up °

as, ts:

i The ability to change the volume of production.
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i. Tt ability to han¢ the time taken to produce.
ii. The ability to change the mix of different products or services produced.

iv. The ability to innovate and introduce new products and services.
Quality: The ability to produce in accordance with specification and without error.
Excelling in all these will inevitably position the school advantageously.

As was alluded to earlier, an operations strategy will set the tone for the roles of the
objectives and use of resources and the particular operations and operational functions.

Below a number of recommendations are presented.

An inconsistent leadership style by the principal causes those affected by the style such as
the educators, members of staff and even learners to waste considerable time trying to figure
out how to best work with him or her. Time is wasted trying to predict how he or she will
behave in different situations, and understanding what the principal really means, wants, or
expects at any given moment. A need for clear and precise leadership style is needed in

this regard that.

The researcher recommends that principals should guard against leadership laxity. This
causes a retarded information flow due and inconsistences, as well as slow decision-making
and problem-solving processes that ultimately increase the stress of those affected by
principals. Even when a principals’ leadership styles is not well received, he or she can at
least act consistency to make it possible for those affected by him or her to learn to work

around it. [deally, principals should develop a style that is well received as well as consistent.

Leadership within any school organisation is a vital feature which requires serious
deliberation, because organisations and communities begin with and exist thanks to their
principals; they fall or rise, thrive or fail, because they have good or poor principals. John C.
Maxwell states in his book, 21 irrefutable laws of leadership that everything depends on
leadership. Principals should take that into cognizance in the running of the school, and they
oud” " p lip ' 1 ity ythir b - tl

school.
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to the attitudes of the corporate functions and values of the schools. In addition, the major

determinants of the successful management of schools were clarified.

Chapter one dealt with the introduction of the dissertation, the problem statement, the
objectives of the dissertation and the steps required for the study. This Chapter enab | tr

researcher to provide a brief orientation on the study.

Chapter two examined the theoretical foundations of the related research published in this
area of interest. It provided an overview of the success factors and administration, its
determinants and sources, and their impact on the different stakeholders in secondary
schools. The changes in the roles of the principals were reviewed and how schools should
motivate learners to work hard. The Chapter also identified the gap from the study as

compared with other studies.

Chapter three explored the quantitative elements within the methodology of the research.
The methodologies and techniques used in the collection and analyses of data were
discussed. The study utilises the quantitative research design. The study population of the
present study is made up of all principals, deputy principals and subject specialist in the
education field in Rekopantswe Area Office and at least one educators in each school. 19
schools was selected from the number of secondary schools in Rekopantswe Mafikeng
Education system of schools. The schools selected are owned and run under the auspices
of the Government Schools Act. A convenient sample of four personnel from each school
was selected and questionnaires was used as a method of collecting data from the selected

respondents

Chapter four presented the results and findings of the research. Finding was presented in a
statistical table format and further illustrated in a Bar chart. The successful schools were
also identified with their CSFs. The research questions were also discussed in detail, and

the reliability and validity of the research were reflected upon.

Chapter five combined all insights from the previous chapters into a conclusion of the results
with recommendations for future research. This dissertation presented an account of the
major determinants of the Critical ~ iccess Factors in  :conc ysct ' "F 1

Area Office, under Ngaka Modiri Molema District. Finally, the researcher culminated a

number of recommendations.
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4

4 OPHIRIMA

)

~2ar Respondent

You are invited to participate in a study to validate a diagnostic tool for the assessment of

competencies for Human Resource Management Practitioners in the South African context.
. «ease note the following:

This study involves an anonymous survey. The ansv s you give will be treated
as strictly confidential.

This study meets all ethical requirements and obtained the relevant ethical
clearance.

Please answer the questions on the attached questionnaire as completely and
honestly as possible. This will not take longer than 20 minutes of your time

We will provide you with a summary of our findings on request.

Permission has been obtained from NWED to distribute this questionnaire.
We thank you for your valuable time and participation!

Esther Sealetsa - Project Leader - (sforsealetsa@gmail.com) - North-West University,
South Africa

QUE _T._NNAIRES . DR EDUCATORS AND SUBJECT SPECIALIST

SECTION A: BIOGRAPHICAL AND DEMOGRAPHICAL INFORMATION
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. How many years have you been employed as an educator or subject specialist?
Less than 6 years
6-15 year ]
15-25 years ™

26 years and longer

2. Gender :‘Male ]
Female O

3. higest qualification: thick in front
diploma
degree
postgradate
4. Post description:
Principal I:I
Deputy Principal [
HOD 1
Subject teacher [

5. The highest % of learners in your school is?
White [
Black
Indian []
Coloured [
6. What is your race?
Black O
White U
Coloured [
Indian [
1 E fyr
7. How many lucators are currently working in your school?

8. Are all the educators involved in the success of the school
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Not at all
16. What factor(s) can be seen as the major de 'minant of success in your sct

)|?

THANK YOU FOR YOUR TIME

QUESTIONNAIRES FOR PRINCIPALS AND DEPUTY PRINCIPALS
SECTION A: BIOGRAPHICAL AND DEMOGRAPHICAL INFORMATION

1. How many years have you been employed as a principal or deputy?

Less than 6 years ]
6-15 year (I
15-25 years L
26 years and longer 1]

2. Gender ‘Male 0
Female L

3. higest qualification: thick in front

diploma
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¢ Jree

postgri ite
4. Postc 3 | i

Principal

~ 3puty Principal "

5. The highest % of learners in your school is?
White []
Black []
Indian [
Coloured
6. What is your race?
Black[
White [
Coloured M
Indian [

Others, please specify

7. How many educators are currently working in your school?

8. Are all the educators involved in the success of the school?

9. What factor(s) lead to the success of the school?

10.To what extent does these factor (s) mentioned above impact on the school

management?

11 tt tn 11 intl ?

12.What role do the Department of Education plays in contributing to the success of the

school?
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