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ABSTRACT 

ISSUES IN THE PLANNING AND UTILIZATION OF HUMAN 

RESOURCES IN HIGH SCHOOLS IN THE RUSTENBURG DISTRICT OF 

THE NORTH WEST PROVINCE. 

The purpose of this study was to determine the nature and scope of planning and 

utilization of human resource; to determine from literature strategies and models in 

planning and utilization of human resources; and finally to determine empirically, 

,challenges and issues facing managers, planners and teachers in the planning and 

utilization of human resources. 

In this study , the self-administered questionnaire method was used to gather data. A 

23 item questionnaire was developed to determine the perceptions of respondents 

regarding issues in the planning and utilization of human resources in high schools. 

A random sample of 23 high schools which included 166 teachers in the Rustenburg 

district was chosen. From each school, eight randomly selected teachers including the 

principal were selected. 

The empirical investigation conducted revealed that human resources utilization, 

which is the future workforce needs in terms of size and skills for major groupings 

and organisations such as educational institutions and the correct placements. The 

study also revealed that in practice teachers who have trained as primary teachers are 

presently teaching in high schools, which is a great anomally. 

The study finally revealed that some high school teachers and principals are not well 

utilized regard to qualifications and school categories in the Rustenburg district 

schools and that this is a challenge that need the attention of all stakeholders. 

Finally, conclusions were drawn with regard to data gathered from the literature as 

well as empirical research findings. In this study four recommendations are made 

with regard to research findings. 
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ORIENTATION 

1.1. Introduction 

1 

CHAPTER 1 

Planning is one of the most important tasks of an educational leader and it forms the basis of all 

other management tasks. Planning is an intellectual activity because it involves future activity to 

achieve certain objectives. It is a management task which is concerned with deliberate reflection on 

the objectives of a particular organisation. For an educational institution to succeed, there need to be 

proper planning for, and utilization of its human resources and proper utilization (Van der 

Westhuizen, 1991: 13 7). It is of great academic and professional significance to generate numbers, 

types and quantity of human resources that will be available at the required time by a particular 

social organisation or learning institution(Burack and Mathys, 1982).In other words the right people 

must be employed at the right time and at the right place (Burack and Mathys, 1982:2). According 

to Legotlo ( 1994) human resources need ce1iain essential skills in order to survive; hence the 

research topic focusses on the planning and utilisation of human resources in high schools in the 

Rustenburg district of North West province. 

In this chapter attention is focussed on the following: Statement of the problem, significance of the 

study, purpose of the study, research methodology, data analysis and definition of terms. 

1.2. Statement of the problem 

Human resource planning could be defined as a strategy for the acquisition, utilization, 

empowerment and retention of an enterprise's human resources (Bird, 1989 : 185). Effective human 

resource planning is a process that ensures that the organisation or institution has the right people at 

the right time. Employees or teachers in this instance are regarded as valuable resources . If well 

utilized, human resources will contribute significantly to organisation or institution (Burack and 

Mathys, 1987). 

ln the early 1970's in the United Kingdom (U.K), many companies and social organisations were 

pla1rning significant expansion in the factories and educational institutions. 
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During this period such organisations were quick to realise that the key to success was an adequate 

supply of appropriately skilled people who should be utilized properly. This led to the emergence of 

human resource planning as a personnel tool. Human resource platming is in essence a process of 

ensuring that the correct numbers of human resources are available at the right time and at the right 

place (Parker and Caine, 1996). 

1n improving services in order to regain a competitive edge, many organisations and institutions in 

Virginia in the United states of America (US) restructured their organisations and re-evaluated the 

services they provided to their employees. The aim of this exercise was to explore the extent to 

which human resource pla1ming could contribute significantly to the improvement of organisations 

and institutions in general (Sinnette, 1996: 133). 

Fu1ihermore, in this world of rapid changes, where curriculum is expenencmg an ongoing and 

never-ending process of development, schools find themselves in a constant mode of transition. 

Caught in a period of increasing expectations and decreasing resources, schools have turned to 

strategic planning to help them chart a course for the future concerning human resources (Paul, 

1996: 110). 

As a result of apartheid 111 South Africa, the existing situation 111 human resource planning, 

utilization and development is one marked by incoherence, inefficiency, inequity, high costs and 

poor quality. It is therefore very impo1tant that human resource platming programs be put in place 

to alleviate serious problems and predicaments in which our employees as teachers find themselves 

(Arnott and Chabane, 1995:4). Practical strategic approaches, strategic issues, teclmological change, 

human resource planning activities and programs that are workable, acceptable and suppo1tive of 

good performance are implemented (Legotlo, 1994 ). 

According to Castetter ( 1981) human resource planning is employed to influence personnel 

behaviour towards achievement of a system, unit and individual goals. Proper human resource 

pla1ming and utilization thereof will help resolve human resource 

problems and satisfy the expectations of human needs. It should be emphasized that people or teachers 
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are the· most irnpo11ant assets. Furthermore, plaiming is the school system's most effective way of 

projecting its intentions and the most reliable method of achieving its mission. 

According to the Human Sciences Research Council ( HSRC), (Arnot and Chabane, 1995) there are 

275 institutions providing teacher education in South Africa and more than 78 000 students country­

wide enrolled for teacher training in different institutions in 1994. The a1mual output of newly 

qualified teachers in South Africa according to H.S.R.C. is approximately 30 000. According to Arnott 

and Cha bane (199 5: 52), nationally there is an oversupply of teachers if one uses the government 

recommended ratios; that is Primary 1 :40 and Secondary 1 :35. The Country (SA) has the physical 

capacity to produce enough teachers for its needs (Hofmeyer and Hall, 1995). This is the case in most 

provinces, except Kwazulu Natal and Mpumalanga provinces that are experiencing sho11ages of 

teachers at both the primary level and Secondary levels, North West Province at the primary level and 

the Northern Cape at the secondary levels. Pupil enrolment projections, however, show that there 

should be a greater emphasis on training secondary school teachers for the cow1try's needs after the 

year 2 000 (Arnott & Chabane, 1995). Still, the most important question is wether this production of 

teachers in the country is correctly and properly planned and utilized? 

Recent trends in education, indicate that the teacher population is increasing every year except in a few 

provinces mentioned above. This is evidenced by the teacher colleges which have mushroomed in the 

Republic of South Africa. For instance in the North West Province there are seven (7) registered 

colleges of education. Besides this, in the two universities, namely the University of No11h West and 

Potchefstroom there are faculties of Education in which prospective teachers are being trained, while 

are also technikons training student teachers for technical and commercial subjects, who are also to be 

absorbed by the teaching fraternity. 

Regarding teacher utilization, it is clear from research that there is considerable misutilization of 

teachers in South Africa(Arnott and Chabane, 1995). Because of the rapid expansion of secondary 

schooling during the last two decades, many teachers, who were trained for the primary level have been 

moved to secondary schools. Good teachers without management training have been promoted out of 

the classroom into management positions (Arnott and Chabane, 1995). These teachers must be given 

management courses so that they can be good managers. Furthermore, many teachers have been 
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employed to teach in the scarce subjects without the requisite qualifications. This is pa1iicularly so for 

Mathematics and Science (Hofmeyr and Hall, 1995:33). 

In 1996 the Department of Education and employee organisations implemented the right sizing, 

redeployment and the severance package strategies that did not produce the intended results because 

the employer-employees organisations did not consider the following salient points: 

(R.S.A; 1996:2) 

• the demographic trends to determine areas of population shifts or areas of population growth; 

• the profile of a person who is redeployable (many teachers were, for various reasons, not 

redeployable ), 

• That occasionally right sizing became downsizing; and 

• the compilation of a proper database to determine the parameters within which redeployment is 

feasible . 

The time has come, however, for all stakeholders in education to realise that there is no substitute for 

proper planning. The problem of the voluntary severance packages, redeployment, right-sizing, the 

ongoing mass training programmes of student-teachers country-wide and the unemployed teachers 

from 1995-1997 is a sign of lack of controlled planning and proper utilization of human resources 

(R.S.A, 1996: 1 ). 

It should also be noted that human resource planning cannot be done in isolation. It must be an integral 

part of the overall departmental plan that includes consideration of the Depa1iment of Education in 

terms of the new Curriculum 2005, policies, finances, capital, equipment, physical resources, 

affirmative action and gender issues. Fmihermore, human resource planning involves the following: 

• Assessing where you are now; 

• Deciding where you want to go; 

• Forecasting what human resources you will need to reach your target or aim; 

• Setting up and implementing a plan to acquire and retain the human resources. 
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As a hypothesis, the following statements can be made: The absence of proper planning of human 

resources can bring the whole education institution to a standstill. This research will focus on 

Rustenburg District high schools, in pa11icular, to see how human resources are distributed and how 

they are put to use. According to Burack and Mathys (1992) failing to plan is planning to fail. There is 

no substitute for proper pla1111ing (Salaman, 1993). 

The study attempts to answer the following questions: 

• Are the teachers well deployed in the high schools in the Rustenburg District? 

• Are there indications of over-utilization or underutilization of teachers in high schools, and what 

could be the underlying cause? 

1.3. Purpose of study 

1.3.1. Aiml: To determine the nature and scope of the issues in human resource planning 

and utilization . 

1.3.2. Aim 2: To determine from literature, strategies and models in pla1111ing and utilization 

of human resources. 

1.3.3. Aim 3 : To determine empirically challenges and issues facing administrators and 

pla1111ers in the planning and utilization of human resources . 
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1.4 Research Methodology 

1.4.1 Literature Study 

A thorough study of secondaiy and primary sources was done in view of gathering information 

on plmming and utilization of human resources. 

1.4.2 Empirical Investigation 

1.4.2. l Questionnaire 

A questi01maire was developed and pretested. It consisted of closed ended questions. The purpose of 

the questionnaire is to gather information from high school teachers about planning and utilization of 

human resources in Rustenburg District. 

1.4.3 Population and Sampling 

1.4.3.1 Target Population 

The Rustenburg District of education consist of seven circuits, with a total of forty-five high schools . 

The distribution of this type of category of school is not equal due to geographical boundaries. This 

also implies that the number of teachers in each circuit is not equal. The total number of teachers is 

1075 and the total number of pupils is 27458 (see Table 1. 1 ). 
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Table 1.1 

Distribution _of high schools, teachers and pupil s in the Rusten burg Distri ct per circuit ( 1997 Snap 

survey High schools) 

Circuits Mabeskraa MantseIT Mogwase Phokeng Rusten burg Tl habane Ts itsing Total 

I e 

No.of 6 6 6 5 7 9 6 45 

schools 

No.of 115 77 138 120 143 306 176 1075 

teachers 

No.of 2701 2294 3891 3285 3763 6958 4566 27458 

pupils 

(1997 Snap Survey High Schools by A. District Manager:Rustenburg District Office). 

1.4.3.2. Sampling 

1.4.3.3. 

A random sample of 23 high schools was chosen. From each school a sample of eight teachers and 

the Principal by virtue of his or her position were selected to participate in the study . 

1.5 Data analysis 

With the help of a statistical consultant of the University of the North West, computer aided 

analysis was employed. 

1.6 Definition of terms 

1.6.1 Planning 

Planning is the work a manager does to master the future because through careful planning set 
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objectives are realized. Planning further means designing and creating regulated activities with a 

view to future needs (Van der Westhuizen, 1991 : 137) According to Marx ( 1981 :21 1) planning is 

the management task concerned with deliberately reflecting on the objectives of the organisation, 

the resources, and also the activities involved, and drawing up the most sui table plan for 

effectively achi eving these activ iti es . 

1.6.2 Human Resources 

Human resources refers to personnel or the labour fo rce, in thi s case, it comprises a well and 

appropriate ly trained and skilled labour force (teachers). Human resources is further explained as 

fut ure workforce needs as for size and skills for major groupings, organisat ions and educat ional 

institutions. In this study human resources are teachers and principals of high schoo ls. 

1.6.3 Human resource planning 

Human resource plann ing as a process in personnel management is undertaken to ensure that a 

school district has the right number of people, with the right sk ill s, in the right place, and at the right 

time. According to Re bore ( 1991 :62). Human resources planning is a process for determining and 

assuming that organisations like school s, colleges or universities will have a suffic ient number of 

qualified persons avai lable at the proper times, performing jobs to meet both organizational and 

needs and provide satisfaction to employees. 

1.6.4 Utilization 

Ut ilization means usmg people and teachers frui tfully and wisely. It further means correct 

placement of teachers according to qualifications and experience. 

1.6.5 High schools 

Hi gh schools are schoo ls with grade 12 as the final grade and where formal education and a culture 

of teaching and learning are taking place. 
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1.7 Chapter headings 

Chapter 1 

Chapter 2 

Chapter 3 

Chapter 4 

Chapter 5 

Orientation 

Review of literature 

Research method 

Analysis of data and interpretation 

Summary, recommendations and conclusion 



REVIEW OF LITERATURE 

2.1. Introduction 

10 
CHAPTER2 

According to Legotlo, (1994) human resources need ce1tain essential skills in order to survive hence 

the researcher's concern, and the research topic, "Issues in the planning and utilization of human 

resources in High schools in the Rustenburg District of the North West Province". Many 

teachers have been employed to teach in the scarce subjects without the requisite qualifications 

(Arnott and Chabane, 1995). This is particularly so in the case of mathematics and science 

(Hofmeyer and Hall, 1995:33). The lack of proper human resource planning and utilization in high 

schools prompted and persuaded the researcher to investigate this research topic, with the hope that 

in future all stakeholders in education will employ and hire the right number of people, at the right 

time. 

The objective of this chapter is to give a brief review of literature on issues in the planning and 

utilization of human resources in both developed and developing countries. 

2.2. Further definition of major concepts 

2.2.1. Human resources planning 

Human resources planning as a process in personnel management is undertaken to ensure that a 

school district has the right number of people, with the right skills, in the right place, and at the right 

time (cf 1.3.1 ). 

2.2.1.1. Planning and meaning of planning 

Pla1ming is defined as the process of preparing for change and copmg with uncertainty by 

formulating future courses of action. Re bore (1991 :62), defines platming as the management task 

which is concerned with deliberately reflecting on the objectives of the organizations, the resources, 

as well as the activities involved, and drawing up the most suitable plan for effectively achieving 

these activities. Planning is the work a manager does to master the future because through careful 
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act ivities with a view to future needs (Van der Westhui zen, 1991: 137). 

The definiti ons of planning arc as many and as va ried as there are writers and speakers on the topic. 

Jones and Watters ( 1994) define planning as the process of prepa ring a set of decisions for ac tion in 

the future directed at achieving goals by optimal means. Planning is a stra tegy fo r future ac ti on. A 

good plann ing process can become a major means for the school admini strator to communicate wi th 

the system and it can be used as a strategy to influence those whose support is necessary fo r the 

success of the school system's work. Lastl y, it can provide an up-to-date, accurate database fo r the 

school system on which sound decisions may be made. Th is database wi ll change constantl y, 

refl ecting the rea lities of the organization's internal and external environment in areas such as 

human resources, fi nance, instruction and curri cu lar changes. 

2.2.1.2. Short-term planning 

Short-term or immediate-planning is of a limited time span developed to accomplish specifi c 

objectives . The usual time frame for planning in education is often restricted to preparing for what 

is to take place the next day, week, or semester. Generally, the longer time frame is used for 

planning the calendar or the school year. This type of planning is widely used, but it does little to get 

the administrative process to change from previously existing plans or to increase involvement with 

greater time commitments from the top-level administration in the planning process. 1t docs 

however promote stability. But what is needed is greater emphasis upon strategic plann ing, which 

is discussed below. 

2.2.1.3. Strategic plan ning 

In 1980, Cook defined strategic planning as a voluntary commitment to generate rational decision 

about the development of resources towards fi xed goals and functions. He states further that 

strategic planning is a prescription that is formulated by the combined expertise within the 

organisation and represents a consensus plan deri ved through the application of basic princip les of 

participative management. A strategic planning approach for education is provided by Jones and 

Walters (1984), who define strategic planning as long-range planning with a vision. They present a 

strategic planning process that covers nursery school through higher educat ion. This long-range 

planning process must sta1i with a statement of mission, which should be brief but adequate enough 
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planning process must start with a statement of mission, which should be brief but adequate enough 

to spell out the district ' s commitment to selective academic, and career outlines for students and 

faculty. The mission statement should be the basis for plaiming and decision making for the school 

districts. Finally, with regard to strategic pla1ming, it is essential that there be a relationship between 

strategic planning and human resources planning and that the two aspects be well understood. 

Human resources directors must be concerned with matching human resources planning with 

strategic educational planning. Following, therefore is a discussion of the relationship between the 

two concepts. 

2.2.1.4. Strategic planning and human resources planning 

Jones and Walters (1994) explain that strategic planning is sett ing management organizational 

objectives and developing comprehensive plans to suppo1t those objectives. It fu1ther involves 

deciding on the priority of the organization , its process, and the inter-relationship with human 

resources. Human resources planning and strategic planning become effective when there is a 

reciprocal and interdependent relationship between the two functions (Jones and Walters, 1994 ). 

Strategic planners should recognize that their decision affect and are affected by human resources. 

Human resource directors should recognize the contribution they make to organizational growth and 

development and should develop programs that enhance the district ' s educational mission. In any 

type of planning where human resources are concerned, there comes a time when one must define 

the difference between what is and what is desired. The directors of human resources should 

provide the leadership needed for planning that will determine the human resource needs of the 

system. 

Rebore, ( 1991 :24) defines planning as a process common to all human expenence. Before 

embarking on a journey, an individual must understand where he or she is, know where he or she 

wants to go, and decide how best to get there. In a simple form this exemplifies, the essence of the 

process as it is applied in educational organizations. 

Through the process of human resource planning, a school district ensures that it has the right 

number of people, with the right skills, in the right place, at the right time and that the people are 

capable of effectively carrying out those tasks that will aid the achievement of the organization's 
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taken for granted, and yet they are the force that directly affects the main objectives of a school 

district - to educate children. Human resource planning thus translates the organization 's objecti ves 

into people requirements. 

Human resource planning, as a process ensures the smooth development of an organization. "We 

assess where we are; we assess where we are going; we consider the implications of these objectives 

on future demands and the fut ure supply of human resources; and we attempt to match demand and 

supply so as to make them compatible with the achievement of the organizat ion 's fut ure needs 

(Re bore, 1991 ). 

2.2.2. Human resource planning and utilization 

2.2.2.1. Human resource utilization 

Human resource utilization implies measures both of human capacity and appropriately 

professionally trained and skilled qualified teachers which may be defined as future workforce 

needs in terms of size and skills for major grouping such as educational institutions and the correct 

placements, distribution and the best of available human resources (Rebore, 1991 ; Brewster & 

Tyson (1991:15)). 

2.2.2.2. Importance of human resource planning 

Planning is humanity's way of projecting intentions. Planning represents a most appealing and 

challenging endeavor because it deals with concepts of the future, future problems requiring 

imagination and choice, deliberate forethought, and attainment by design. Planning is recognised as 

an organization's most reliable way of realizing goals (Re bore, 1991 ). Planning for human resource 

is an effort to set a course of action and to guide the action toward a set of expectations. The nature 

of planning for human resources is a decision-making process, it is a special kind of decision 

making: 

(a) planning is something we do in advance of taking action, that is, 

it is anticipatory decision making; (b) planning is required when the 

future state that we desire involves a set of interdependent 

decision, that is , a system of decisions; and (c) planning is a 
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decision, that is, a system of decisions; and (c) planning is a 

process directed toward producing one as more future states that 

are desired and are expected to occur unless something is done 

(Rebore, 1991 ). 

The planning process and derivative plans are designed to mmurnze random behaviour and 

dysfunctionalism and to facilitate coordination of goal-directed activity (Castetter, 1992). It is worth 

noting that a school system's human resources needs are linked to its strategic objectives. Castetter 

(1992:30-33) notes that the planning process both short- and long-term, is a crucial component in 

helping to articulate the system's future direction, in underscoring the changes in a mix of human 

resources needed, and in developing a framework within which these resources are utilized 

effectively. After a brief discussion of the importance of human resource planning, the next step to 

be discussed is strategic planning and human resources (Castetter, 1992). 

2.2.1.4. Strategic planning and human resources 

According to Jones and Watters (1994 ), strategic planning and human resources are given high 

status in writing and speeches related to education. Through planning, one can anticipate and get 

ready for whatever the future has in store. It is true that planning is significant and needed in all 

phases of education. 

2.3. ASSESSING HUMAN RESOURCE NEEDS 

The process of assessing human resource needs has four aspects. Firstly, human resource 

inventories must be developed to analyze the various tasks necessary to meet the schools district's 

objectives; the tasks are then matched against the skills of current employees. Second, enrollment 

projections must be developed for a five-year period. The extreme mobility of the American 

population has made these aspects increasingly important over the past twenty-five years. Third, the 

overall objectives of the school districts must be reviewed within the context of changing needs. At 

a time when school district budgets are tight all but the wealthiest districts must establish priorities 

in meeting objectives. Fourth, human resources inventories, enrollment projections, and school 

district's objectives must be organized into a human resources forecast, which becomes the mandate 

of the personnel department. 
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2.3.1. Human resource inventori es 

Human resource planning begins with the development of a profile indicating the status of current 

human resources. The profile is generated through forms completed by employees, ve rifi ed by 

supervisors, and finally sent to the personnel department. This fo rm should include name of 

employee, age, date employed within the school district, gender, job tit le, place of employment with 

the dates when completed, special skills , and , for instructional personnel certification . 

Fro m the planning perspective, this information is va luable not only in determining what sk ills arc 

avai lab le but also in develop ing new instructional programs and support services. The human 

resources profile also helps personnel ad ministrators as they ca rry out other personnel tasks such as 

recruitment and staff clevelopment. The profil e also provides crucial information for identifying 

weakness as that may exist in the school district's ability to meet its objectives. For example, 

reviewing data under the "elate employed" section will help the administration analyze such 

problems as staff turnover and job dissatisfaction. The "age of emp loyee" information helps 

administrators form ulate strategies for recruitment by identifying those indi vidua ls approaching 

reti rement age. Accurate data are essentia l to every aspect of the personnel process and human 

resource profiles are an effective method of presenting such information (Re bore, 1991 :25-26). 

2.3.2. Enrollment prediction 

Because educational institutions are service organizations, enrollment predictions is an essential 

aspect of human resource planning. Un less a school system makes an effort to pred ict decline or 

increase in the number of students to be served, it may unexpectedly experience half-filled class­

rooms and a surplus of teachers or overcrowded classrooms and a shortage of teachers. 

The major question to be answered by an enrollment prediction is, how many children are expected 

to attend a particular school over the next five to ten years? Many methods can be used to forecast 

enrollments. Among the most popular is the "percentage of retention" or "cohort survival" 

technique. This method is pred icated on birth rates and the historical retention of students . 

However, another method is available that highlights enrollment trends before the statistical time 

required by the former technique has elapsed. The Keogh Indicator Survey Scale users socia l, 

linancial and residential factors for critical ana lysis of a school. 
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financial and residential factors for critical analysis of a school. 

2.3.3. Reviewing school district objectives 

The future objective of a school district is to determine future human resources needs. The number 

and mix of employees are determined by the type of services called for by organizational objectives. 

Establishing objectives is the prerogative of the board of education. The board, however, must rely 

on the advice of the school administration as it establishes objectives that will best meet the 

educational needs of the community (Re bore, 1991 ). 

The review of current objectives in light of future educational needs is a cooperative task. In a 

district operating under the organizational structure, the assistant superintendents for secondary 

education, elementary education, and instructional services would have the primary responsibility 

for determining future objectives(Rebore, 1991 ). The assistant superintendents for personnel would 

develop a human resources forecast to meet the projected objectives developed by the three other 

assistant superintendents. The assistant superintendent for administrative services would then 

translate the objectives and human resource needs into a fisca l plan. The superintendent of schools 

is charged with prioritizing the objectives and recommending them to the school board for approval. 

This review of objectives is not a one time task but rather a continual process. The objectives, 

however, should be established for at least a five - year period and if need occurs, could be revised 

into a new five - year plan each year. Thus a set of objectives is always in effect for a set period of 

time (Rebore, 1991 ). 

2.3.4. Human resource forecasting 

When the objectives have been reviewed and an overall human resource forecast has been 

established, a more explicit projection of future human resource needs must be developed. There are 

five commonly accepted methods for computing future needs. (Rebore, 1991 ). 

• Expert estimate : Those staff members in the school district most familiar with employment 

requirements use their experience and judgment to estimate future needs. 

• Historical comparison : By this method, past trends are projected into the future. 

• Task analysis : Each person in each type of position is studied to determine demand. This 
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method is sometimes effective in uncovering specific quality shortages within a school system. 

• Correlation. Human resource requirements fluctuate in relation to such variables as decreasing 

enrollment, fiscal resources, and new programs. A correlation of the variables can be statistically 

formulated. 

• Modeling. This usually refers to decision-making models. However, it may be broadened to 

include reviewing the programs in other school systems, and how they are organized in order to 

formulate a model for staffing. 

Whatever method or combination of methods is used, the human resource inventories on current 

employees can provide data about the age, gender, education, certification, and type of position 

within the school district (Rebore, 1991:30-31). 

2.3.5. The supply of human resources 

An increase in a school system supply of human resources can come from two sources, newly hired 

employees and individuals returning from absences such as maternity, military, and sabbatical leave 

(Re bore, 1991 ). Both types of increases are relatively easy to incorporate into a human resources 

forecast because hiring is controlled and leaves are usually for set periods of time. Decrease in 

school system 's supply of human resources, however are more difficult to predict. Deaths, voluntary 

resignations, and dismissals are unpredictable except in the broadest sense, as through statistical 

averaging. However, some of the decreases, such as sabbatical leaves, can be controlled; and others 

such as retirements are easier to predict. 

The available labour force has a significant effect on human resource forecasting (Re bore, 1991 ). 

Graduates from high schools, colleges, and universities replenish the supply of labour necessary to 

carry out the mandate of public administration. In recent years, however, educational organisations 

have experienced a decrease in the number of applicants for mathematics and science teaching 

positions because of the higher wages and advancement opportunities available in private business 

and industry. A major source of employees other than recent graduates includes older individuals, 

particularly women reentering the work force and seeking full-time or part-time employment, to 

supplement family income for the family. Divorce rates and high cost of living are key factors 

contributing to the number of women reentering the labour force (Rebore, 1991 ). 
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2.3.6. Matching needs with supply 

/\. linal activity in human resource fo recasting is to match the schoo l district's futu re human 

resource needs with current supply. Thi s will pinpoint shortage, hi ghlight areas of potenti al 

overstaffing, and identi fy the number of indi viduals who must be recruited fro m the labour force to 

sati sfy future needs. 

Las tl y, human resource planning ensures that we have the ri ght number and mix of people to meet 

the school district's future needs as determined by its future obj ecti ves (Re bore 1991 ). 

2.3.7. Teachers workload and professional mix 

2.3.7. l. Teachers workload 

According to Webb et al. , (1 994:227), staff assignment requires that careful attention be given to 

teacher's work load. Without such consideration, inequities in the work load are certain to persist 

and perso1rnel who are most qualified to carry out an effective educational program in the school 

oflen are so over burdened that their efforts arc reduced to a mediocre level. Webb ct al, further 

explains that equity of assignment is not the only personnel consideration that undergirds the 

importance of teacher load. Load reductions are advisable in certain situations; particularly in the 

case or individuals new to teaching. Maximization of human resources is seriously inhibited i r there 

is inequitable distribution or unwise al location of load. A comprehensive examination of the 

teacher's work also serves to assess what teacher actually do in meeting the responsibilities of their 

assignments. The actual load of the teacher includes among others, factors such as the number of 

subjects taught, extracurricular or additiona l duty assignments, and, at the elementary school level, 

the number of grades taught (Webb et al , 1994). 

2.3.7.2. Professional staff mix 

Bird et al., ( 1983) explains a portfolio mix of human resources as one in which personnel with 

specific skills, abilities , and expertise can be moved among units of the organization to achieve the 

organization's objecti ves. Specilica ll y, procedures arc established so that personnel can be 

transferred among units of the organization to optimize the use of their talents. Developing the mix 

involves balancing the best human resource talents with program needs to achieve the strategic 
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objectives of the school system. For example severa l attendance areas of a school system may be 

growing rapidly whi le several others arc struggling with emoll111c11t clecli11es. An analysis of the 

professional staff mix would take into account consideration of strategic objectives of both the 

school and the individual schoo ls invol ved to cleterllline the optimum mix of professional staff. This 

analys is may suggest changes in staffing to help achieve strategic object ives. 

There are special considerations that are frequently given to the professional staff mix (Webb et al, 

1994). One special consideration relates to those school districts that are under a court order to 

provide a particular racial blend of professiona l staff members in all schools. Another di stri ct may 

be required to balance the professional experiences of faculty members among the schools of the 

di strict. Apart from court order, it is often worth while educationally to balance staff on the basis of 

age, ethnicity, gender, ,111d teaching load. Despite the need for improvi ng the professional staff mix 

in a school system, the reality faced by many school organizations may mitigate against such efforts 

and therefore it is very important that human resource administrators exercise careful planning, 

expert leadership, and sensitivity to realize such changes. School principals must also be very 

careful when coming to placement and effective staff utili zation (Webb ct al. , 1994) 

2.3.8. Placement and utilization of staff 

Rebore, (1985) notes that the placement and effective utilization of teachers is the most difficult 

task facing the school principal and his/her deputies. Certain aspects of placement are given. for 

example, in most sla tes in the U.S.A . teachers are permitted to teach only the grade level or subject 

matter for which they arc licensed. Moreover it is better to give teachers assignments they desire and 

are qualified for by virtue of academic preparation and or experience. However, Re bore, ( 1991) 

!'eels that to do so may cause some difficulties. Firstly, sometimes there arc positions that must be 

filled by staff members who possess only minimal qualifications. Secondly, on occasion, qualified 

employees / teachers may not like their assignments. 

In either case, the building principal must take the decision about staff assignments based on ( I) the 

needs of the students, (2) the effective implementation of the programs and the best use of available 

human resources. There is no way to be infallible in effectively placing and utili zing the staff. In the 

final analysis, such decisions must be made by the principal in collaboration with assistant 
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final analysis, such decisions must be made by the principal in co llaboration with assistant 

principals and departmental Heads. Clearly, the principal ' s experience and professional judgment 

will be involved and the next step will be the determination of qualifications for each position in an 

institution. 

2.3.9. Determining the qualification for each position 

According to Jones and Walters (1994:55) the mission of an organization must be translated into a 

description of the work to be done to achieve that mission. Secondly, the work must be pa1iitioned 

into progressively smaller sub-units, ultimately to the point where it can be expressed as jobs that 

can be assumed by individuals. Finally, once an individual job is defined, one must determine the 

necessary qualifications a candidate for assignment to that job should possess. The combination of 

skills, knowledge, experience, and personal characteristics needed must be delineated. And 

decisions must be made about what proxies and measures are acceptable indicators that a candidate 

holds the desired qualifications. 

Jones and Walters (1994:55), went on to say that in the context of a discussion of job analysis, the 

qualifications to be a teacher in a specific job will be highly unique. Teachers as a broad class of 

workers may be expected to possess all qualifications at the expected level of competence for a 

given job. The school, then, should be prepared to accept the most promising candidate with the 

commitments to provide that person with appropriate means to acquire and develop the required 

qualifications. After the foregoing discussion, it is now appropriate to discuss the process of 

planning and utilization. 

2.4. HUMAN RESOURCE PLANNING PROCESSES 

2.4.1. Gerber et al.'s Human resource planning process 

Gerber et al (1995:104-106) explain the human resource planning process step by step as shown in 

figure 2.1. 
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FIGURE 2.l. HUMAN RESOU RCES PLANNING PROCESS 

External ci rcumstances 

Internal work 

}. ci rcu111sla 11 ccs 

I 
Losses acco rding to 

6. Level and abilities 

I 
Ex isting perso1rnel according 

to level, current abilities 

and potential 

7. 

I 
Training and development 

for existing personnel 

9. 

I 
Recruitment accordrng to 

current abilities and 

potential 

10. 

Source: Gerber et al, 1993:2 
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8 

Technology 

applied 

2. 

I 
Job analysis and 

job descrip ti on 

5. 

• Block 1 indicates the beginning of the process. fn each of the fo llowing IO years, on 

demographic basis, it is calculated how many students the fa culty can expect. The number · 
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integra ted with the insti tutions own stat isti cs to sec how many wi ll be cnrollccl for each of the 

courses in the facu lty in each year. After centra lly calcul ati ng these figures in the fac ulty and 

pass ing them to the departments fo r improvement and use in th ei r pl anning process, as the rest 

of the process takes place per department. 

• It is important to note that block 3 is also clone by the fac ulty fo r and incorporation with each 

department. ln block 3 the working conditions and the supply/clemancl si tuati on outside the 

institution or organisation are inves ti gated and the depa rtment 's appeal to academics is 

determined. The aim is both to est imate the poss ibl e losses to the outside and to inves ti ga te the 

possibility of attracting new people from outside. The di vision of this block is lo indica te that 

the external circumstances are out of the fac ulti es control , but that va ri ous possibili ties with 

regard to how things look within the institution/school can be followed up. 

• Block 5 is an independent point of departure and goes over into block 6, where it is individually 

calculated how many academ ics the institution is expected to. lose. This takes place on the basis 

of the information in block 7 which states how many people of each type are in the academic 

departments. If there is a l 0% loss of cost accountants , and there are 20 of them, then the loss 

will be two as opposed to a loss of one if there are only l 0 of them. In the same way the loss of 

tax experts may be 25%, which gives another resu lt again. 

• According to block 7 which is that "database" within the department refers to a list of the 

various categories and how many people there are in each. A page is all ocated to each of the 10 

years to be planned for. On the first page, the following years arc filled in by subtracting losses 

(according to block 3 and 6), adding (according to block 10) and shifting (according to 9). 

• In block IO it is determined how many people will be recruited in each category. The categories 

must be multi-dimensional to indicate potential. Sometimes, for example, teachers must be 

recruited onl y to act as markers and to remain markers. In such cases the potential fo r further 

development does not need to be high. This can apply at various job levels. These fi gures are 
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carried over to the page that represents the condition at the beginning of the following years. 

• Block 9 shows the shifting of staff between categories. The result of this is taken over to the 

page that gives the projected condition for the beginning of the following year. 

• For each of the following 10 years, a page is calculated in the same manner: starting condition 

in the various categories minus losses plus recruitment and shifting of existing staff due to 

personal development or due to decline or stagnation. 

• The educational model and technology from which the job descriptions in block 5 flow is 

indicated in block 2. A department that writes programs to mark the work of students and 

provides it to the students on disk at the beginning of the years, has quite different job 

descriptions from one that corrects large numbers of assignments. 

• In block 4, the student numbers are added up according to their year courses and the technology 

used to determine how many lectures are required in each category in the given year. This is 

carried over to block 8, where the input of block 7 for the same year is also added. A desired 

personnel matrix for the tenth year and work backwards, or whether it wants to work forward 

from the present, etc. 

Now that Gerber et al 's (1995) human resources planning process has been determined and 

explained, Castetter's (1992) human resources will be discussed here-under : 

2.4.2. Castetter's human resource planning 

Castetter's planning tool referred to as a process, can be employed in dealing with the complexities 

of human resource planning as the system is being guided from the present into the future process 

as the term is used here, refers to a series of progressive and interdependent steps designed to (a) 

enhance function, (b) establish a systematic approach for coping with routine and non-routine 

personnel problem solving. An example of a planning process for the school system's resources is 
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illustrated in figure 2.2. The first step in the process, goals for the sys tems human resources, is the 

subject of the discussion that follows. 
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FIGURE 2.2. A SEQUENTIAL MODEL OF THE HUMAN RESOURCE PLANNING 

Phase 

One 

Two 

Three 

Four 

Five 

PROCESS. 

Activity 

Clarify, formalize, and conunw1icate goals and expectations 

for the system's human resources. 

Assess the overall state of the human organisation. 

Develop a strategic plan. 

Implement the strategic plan. 

Monitor, evaluate and adjust the strategic plan. 

(CASTETTER, 1992:32) 

Phase One: Goals for the system's human resources. 

If there are no set of values to guide an institution, in dealing with its human resources, then it 

would be very difficult for such an institution to administer its affairs in an orderly and human 

manner. A goal structure must be set in order to form the foundation around which to base the 

planning analysis required by the personnel/human resource plaiming process . 

Knowledge gained in classifying broad system and personnel function goals is used to engage phase 

two of the personnel planning process/human resource planning process (as shown in figure 2.2. 

Castetter (1992) frequently referred to this step as an organizational diagnosis . As detailed in the 

section that follows, phase two is the internal and external environments. This information is a 

major conclusions concerning the present condition of the system's human resources, and to 

develop assumptions about conditions that need to be created with the system to achieve the desired 

end results. 

Phase two : Assessment of the current human resources condition. 

With the following perceptions about schooling in the United States, according to Castetter (1992), 

there is little disagreement : (a) school systems, whether small, medium, or large, are in need of 

considerable improvement, (b) all systems engage in some form of pla1ming , whether formally or 

informally, (c) a systematic approach to planning creates the likelihood of educational improvement, 
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and (d) personnel [unction can be a maJor force Ill the organiza tion's th rust to br ing about 

advantageous changes to position holders, work groups, the school enrollees and the general public. 

The plmrning process model shown in figure 2.2. indicates that phase two is aimed at assess ing the 

current condition of a system's human resources in order to plan a course of action des igned to 

effect desired improvements. More spec ifically, phase two is ai med at develop ing analys is answers 

to questions such as : 

• What modifications in the educationa l program and supporting services are necessary to reali ze 

des ired educational outcomes. 

• What is the capability of the present staff items of num bers, skill s, abilities, and attitudes to 

meet changes in the educational progra m? 

• What is the projected future demand fo r school personnel etc.? 

Phase three : Development of a strategic plan. 

Human resources planning process in phase one and two includes (a) identifica tion of 

organizational and personnel objectives and (b) formation of data for use as tools in planning how to 

achieve fu ture system goals. Phase three invo lves drawing in fe rences, considering planni ng options 

and making personnel decisions based on information deri ved from phase one and two. 

In decision making for human resource planning, many fac tors are invo lved. Which at the same 

ti me are complicating the whole process of decision making. For example : 

• What are the planning implications of the pupil enroll ment forecas t? 

• Wi ll there be a shortage or surplus of system personnel to meet future needs? 

• To what extent do incumbents have the skills, abi lities, and attitudes to fill projected posi ti ons? 

• To what extent should existing jobs be redesigned? New jobs designed? and many other 

questions. 
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Phase fo ur : lmplementation o[ the strategic plan. 

Phase fo ur of the human resources plann ing process presumes that there is orga ni zational 

co mm itment to impl ement the design of the stra tegic deve lopment plan. As illustra ted in fi gure 2.3. 

im plementation stra tegy takes into acco unt object ives, strategies, programs, projects, timing of 

acti vit ies, de legati on of respo nsibil ities, and allocat ion of resources to undertake specified courses 

or ac tion. 

It should be noted that schoo l systems differ in many ways, sizes, loca tion, leadership, reso urces, 

quality and quantity of personnel, instructional technology, complex ity, stabil ity, interna l-ex tern al 

environments. ft is the responsibili ty of each schoo l system to determine how the personnel process 

can be perfo rmed most effecti ve ly and effi cien tl y. The planning process mode l shown in fi gure 2.2. 

provides a framework fo r ana lyzing problems related to the personnel function and the steps 

in vo lved in deve loping approaches to achieve long- run obj ecti ves. 
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FIGURE 2.3. SEQUENTIAL IMPLEMENTATION OF PERSONNEL CHANGE 

STRATEGIES. 

Personal functional 

objectives 

Strategy to achieve 

objectives 

Programs to 

implement 

Projects to 

complete 

Programes 

(CASTETTER, 1992:53) 

- Employment conditions that system seeks for its 

human resource. Reflects system conscience mind 

set, commitment, and intent through its personnel 

policy structure. 

Courses of action to be taken to achieve 

objectives of personnel function. Based on 

analyses of external-internal environmental 

databases, identifiable strengths and 

weakness, and personnel policies. 

Specific plans for implementing strategies. Time 

span specified. Programs structure developed to 

- identify each program and subprojects. Time 

frame set for programs and project. 

-

Subprogram plans to complete programs. Include 

budgets, funds, facilities, personnel and time 

span. 

Phase Five : Monitoring, evaluating and adjusting the strategic plan. 

Castetter's final phase in the human resource planning process is to determine the appropriateness 

of plans to meet projected conditions and the extent to which performance conforms to plans. 

inherent in the control function are three closely related steps that form the basis of this phase : ( a) 

reviewing plans (including goals, objectives, programs, and standards) (b) checking results against 

expectations, and (c) adjusting to correct deviations from plans. Ideally, every plan that the school 
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system puts into operation should have built-in-means for judging its effectiveness. Viewed in thi s 

111a1111er, monitoring, and cv,1luati11g llie effect iveness of plans is an 0111niprcsent fun ction of school 

administration, an aspect of the administrative process designed to keep means and ends imbalance. 

Human resources planners need to know: 

• How feasible arc the planning ass umptions on which the personnel fun ction is based? 

• ln the current organizational structure conducive to system effecti veness? 

• Are the positions being filled accord ing to position guides? 

• What steps have been taken to implement system wide development and career paths for 

personnel? 

• /\re the members and qua I ity of personnel satisfactory? 

• J\re personnel deployed, balanced, and utilized effectively? 

• What initiatives are needed to adj ust differences between actual and expected planning 

outcomes? 

f inally, it should be noted that human resource planning is a cyclica l; operation that probably wi ll 

never attain perfection. Periodic revisions of plans and the assumptions on which they are based wi 11 

always be necessary. Nevertheless, if the planning process is carefu lly structured, implemented, and 

controlled, there is a good chance that the school system wi ll have sufficient personnel avai lable to 

111eet its personnel requirements and that it wil l not have to endure constant organizational crises 

created by lack of qualified people to perform the variety of tasks essential to its purposes. 

After this brief discussion and explanation of Castetter's human resources planning process, the 

following sub-section will examine Webb's human resources process. 

2.4.3. Webb's human resource process 

A few human resource processes will be briefly discussed under the following sub-headings, (a) 

Human resources utilization , (b) Human resources development and (e) Human resources 

environment. 
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2.4.3.1. Process of human resources utilization 

2.4.3.1.1. Human resources planning 

Concerning human resource planning, the following two imp01iant questions must be asked : How 

does the school system determine its direction and priorities? Secondly, what kinds of data and 

information are essential for the successful completion of the human resources tasks and 

responsibilities? It should be noted that it is the human resources planning process that will answer 

these questions. The following are the purposes of resources planning i.e. (1) to clarify the 

objectives and mission of the organisation, (2) to determine in advance what the organisation and its 

parts are to do, and (3) to asce1iain the assets on hand and the required resources for accomplishing 

the desired results. The essence of effective human resources planning is that it helps the school 

system to determine what it wants to be and provides a blueprint for guiding action. The importance 

of this type of process is to avoid guesswork and efficient accomplishment of goals. It is very 

important to note that planning constitutes a purposeful set of activities that focuses available 

resources upon the achievement of school goals. 

Webb et al (1994) further state that planning is not synonymous with the plan, but that a plan is a 

product of the planning process. Again, he points out that planning on the other hand, is a continuos, 

ongoing process characterized by flexibility and subject to change. Effective planning forms a 

foundation for decision making. Effective planning encourages responsive administration and 

capitalizes on employee talents by establishing goals that elect the most effective performances 

from individuals in the organization. According to Webb et al; planning is a comprehensive, 

continuous process that must remain flexible and responsive to changing conditions. The following 

activities are included within the human resource planning process : developing planning 

assumptions, determining organization relationships and structures, completing inventories of 

needs, making assessments of labour markets, developing forecast of resources needs, completing 

projections of students populations, participating in policy development, completing position 

analyses and position descriptions, and evaluation and orientation on pages. 
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2.4.3.2. Processes of human resources development 

It is vital that personnel in inst itutions be developed so that aims and objectives of 

institutions are realized. Human res ource planning and the processes of human 

reso urces development are important ingred ients with regard to the progress of the 

institution . 

2.4.3.2.1. Development of human 1·csou 1·ccs : 

To improve personnel competency institutions must do something in order to motivate their 

employees. Productive programs must be put in place to improve personnel growth and that of the 

system/institution . The fact that schools will progress as th ei r personnel are motivated to achieve 

personal and profess ional growth has direct implications for human resources administration. 

Clearly, effective school programs are dependent upon the extent to which employees/teachers 

continue to grow and develop. 

Staff development is often the shared responsibility of several units m an educational system, 

however human resources directors arc involved specifically in in-service training, internship 

programs, monitoring, and external training support programs. The expansion of human resources 

development process, and the responsibilities of all administrators who supervise personnel is 

significant. lH staff development the followi ng activities concern all scl:ool administrators : i.e. the 

establishment of sta ff development policies, and determination of special development programs. 

2.4.3.3. Process of the human resources environment 

2.4.3.3.1. Development of the organizational climate 

Webb et al (1994) define organizational climate as the col lective personality of a school or school 

system. It is the atmosphere that prevails in an organization and is characterized by the social and 

professional interactions of the people. It is the completion of personal and organizational 

relationships within the school and it is a great concern of the human resources fun ction. It is 

important in a schoo l or institution that a favourable organizational cl imate be developed in order 
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to foster a healthy working environment fo r employees or teachers, and 111;1ke the school/institution 

a better place to work, and fina lly to have better and positive effects 0 11 employee performance. 

2.4.3.3.2. Recruiting of personnel 

Under human resource processes, human resources planning is closely associated with recruitment 

of personnel and therefore, recruitment of personnel is briefly described here. According to Webb 

et al (1994), the purpose of the recruitment process is to establish a "pool" of qualified candidates to 

meet the needs for the specific position ava ilable. The amount of recruitment necessary depends on 

such factors as enrollment growth and decline, staff turnover, and program design. It should also be 

clear recruitment is not only a primary responsibility of the human resource fu nction but, when 

combined with the selection process, is considered by many practitioners as the most time­

consuming responsibility. It is indicated that human resources directors in one condition named 

recruitment and selection processes as using up the greatest amount of their time (Norton, l 989). 

In view of the forecasting of teacher shortages through the logos, the recruitment of talented 

personnel assumes an ever increasing role of importance. Shortages increase the competition for 

quality personnel and make an effective recruitment program even more necessary. Sources for new 

talents must be identified and tapped. The recruitment process begins by establishing policy 

guidelines during the planning process that directs such specific activities as development 

recruitment resources, implementing application procedures, establishing forma l interview and 

evaluation procedures, and designing appropriate staff involvement strategics for each of these 

activities.(Webb et al, 1994:53). For the administration of an institut ion to be effective, the right 

people must be employed and therefore it is impo1iant that human resources administrators and 

managers must pay special attention to selection of personnel. 

2.4.3.3.3. Selection of personnel 

Two important questions that need to be asked in regard to se lection of employees or teachers are: 

(1) how does the school system determine the best person for a specific position?, (2) does selection 

depend primarily on individual perceptions of an applicant ' s qualifications or are there "tools" that 

lead to staff selection on a more scientific basis? Selection of the right person for the ri ght job is a 

basic responsibility of effective human resource administration. Many potential administrative and 
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staff problems of a school system can be avoided through an effective selection process. More 

significantly, it should be noted that effective personnel selection serves to reduce the major costs 

related to the retraining of inadequately prepared employees. According to Webb et al; ( 1994), 

se lection necess itates at tention to matters other than merely filling vacancies . Although placing the 

ri ght person in the right job is a primary objective, such considerations as staff load, staff balance, 

and staff diversity are significant for one to note that interviewing, legal compliance, screening, 

evaluation, and selection decisions are impo1tant activities of the human resources selection process. 

2.4.3.3.4. Orientation of personnel 

Whilst orientation is often given labels such as induction, introduction of employees, pre-service 

programs, or staff deve lopment, Webb et al. (1994) further define orientation as the complex of 

activities designed to gain congruence between institutional objectives and employees' needs. 

Orientation begins with the job application and continues on an ongoing basis for as long as the 

employees or organization views it as necessary. Thus, the orientation process assumes a 

comprehensive perspective as opposed to the traditional practice of scheduling one or two days of 

informational session for employees at the outset of the school year. Finally, in the next section the 

related research findings on planning will be discussed. 

2.5. RELATED RESEARCH FINDINGS ON PLANNING AND UTILIZATION OF 

HUMAN RESOURCES 

Education is inextricably related to the social, political, and economic influences of its time, its 

human resources function is no exception. The progress realized in the development of human 

resources administration and planning is in part a history of education (Webb et al, 1994). Hathcock 

( 1996), states that these are extraordinary times for the profession of human resources. The demands 

of the new century pose formidable challenges and exceptional oppo1iunities and therefore people 

must respond boldly and intelligently towards human resources in education. Guthrie and Reed 

( 1991 ), state that schools are concerned with educating students and pupils through a process that 

relies almost exclusively on human resources consisting administration and planning is concerned 

with security appropriate school staff and managing the general conditions of employment to 

termination. ln thi s section, therefore, we pay special attention to the related research findings on 

planning and utilization of human resources by various authors. 
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With regard to planning and human resources Edmund, ( 1995), made a study on the strateg ic 

planning process and its impact on the audit of planning practice and human resources used in 

Wisconsin public schools. The purpose of his study was to gather and analyse the perceptions of 

schools superintendents and school managers about the status of the strategic-planning and human 

resources and human resources process and its impact on the quality of planning practices used in 

school systems in the state of Wisconsin. Edmund (1995), investigated the demographic factors of 

school system size, school system location and type of school system to determine if these factors 

influenced superintendents and manager 's perceptions of planning process and human resource 

practices. An analysis of the main strategic planning process and human resources factors and their 

influence on the perceptions of school superintendents and school managers about the impact 

strategic-planning has on their school systems were also undertaken . The following strategic 

planning process factors were analyzed : Extent to which the strategic pla1rning process is used , the 

level of stakeholder involvement, and superintendents and school managers perceptions about the 

role of strategic planning and human resources. 

Edmund (1995), collected data by usmg a self-administered questionnaire. A total of 427 

questionnaires were distributed and 293 were returned for a response rate of 68.6%. A five point 

scale were used to measure perception items. Chi-square analysis was used to determine if there 

were significant differences, based on the perceptions of school superintendents about the impact 

and status of the strategic-planning and human resources process in their school systems. The result 

of the study demonstrated significant differences in the perceptions of stakeholders when compared. 

Significant differences were also found in the perceptions of superintendents and school managers 

about the role of the strategic-planning and human resource processes. 

Beuhring ( 1992), researched the integration of technology into educational organizations, that is the 

role of human resources planning and development. The main purpose of the study was to examine 

the relationship between human resources and the integration of micro computing wire instructional 

practice. A survey was designed to gather data regarding Wisconsin school district's integration of 

microcomputers into instruction and the extent and scope of human resources related to 

microcomputers. The population of this study was all public school districts in the state of 
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Wisconsin. 

The questions addressed in the study were : To what extent have microcomputers been integrated 

into instructional practice. What is the nature and extent of human resources planning related to 

micro-computing in Wisconsin schools? what is the relation between curricula integration of 

microcomputers and microcomputer human resources pla1rning? Is there a relationship between 

comprehensives of microcomputer integration into instruction , human resources planning and 

demographic variables? 

According to the findings of the study, there appears to be some positive relation with five key 

aspects of human resource planning and certain facets of microcomputer use. Human resource 

planning is an important link increasing successful changes, yet it is undervalued in many settings. 

Knowledgeable teachers (human resources) play a key role in successful microcomputers 

integration. 

To assess human resource needs and human resource planning, Botwinick, ( 1986) made a 

comprehensive study of the Jewish education. Over the last two decades researchers made some 

empirical attempts to examine the social, vocational and economic status of Jewish education. The 

problems which researchers experienced in this regard were however, the lacking of a conscious 

effort in the past, of the organized Jewish educational community to utilize this information in order 

to plan effectively for the future of Jewish education profession. According to Botwinick, (1986), 

the first order of business therefore should involve an assessment of human resource planning needs 

on a national level as well as the collation of quantitative and qualitative information relating to the 

characteristics of Jewish educational human resource planning in each community. Essentially, the 

assessment of human resource planning should involve extensive ana lyses and review of data 

relating to : 

• Pool of available human resources 

• Pre-service training and in-service training of human resources 

• Sources of findings for human resource planning. 
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In collecting the pertinent data for human resource planning assessment, Botwinick, ( 1986) had to 

make an extensive analysis of current research and reports, and specialized studies which would 

provide him with information essential for effective human resource planning. Once data were 

collected and analyzed, then, the commission via an interagency Consor Hum of top lay and 

professional leadership, would develop a report of its findings and implications, as well as human 

resource planning recommendations resulti11g from its fi11di11gs. The report would then be 

disseminated on a national level in order to obtain community-based relations to its findi11gs, 

implications and human resource planning recommendations. 

Botwinick, ( 1986) suggests that 111 an effort to obtain a national consensus on human resource 

planning recommendations, the commission should engage in local community consultations 

similar to those conducted in l 983 by the Jewish Welfare Board via the commission on maximizing 

Jewish Educational effectiveness. This would ultimately provide the commission with the necessary 

input and guidance in order to proceed in fulfilling its mandate- namely, to develop agenda for 

human resource pla1rning. 

In this study which examined the relationship between collaborative activities made available to the 

teacher (human resources) and administrators and the process of systematic, human resources 

planning change in Illinois high schools, Capasso (1993) developed a comparison between schools 

not so engaged, with respect to the manner in which the teacher (human resources) and 

administrators were involved in the human resources planned change process. A survey instrument 

was employed to examine the perceptions of teachers and administrators (human resources) in both 

"systematic" (engaged in systematic, human resources planned change) schools. The first 21 

questions, likes and multiple-choice, examined the themes of collaborating, cohesiveness, and 

participatory decision-making in human resource planning. The final two questions were open 

ended and asked respondents to list the changes a school had implemented or pondered, and the 

opportunities for teacher involvement in change activities. 

The findings of the study included the following : (1) "systematic" schools retracted higher degrees 

of collaboration and participators decision-making in human resources planning than 

"nonsystcmatic" schools. (2) Principals generally perceived higher degrees of collaboration, 
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cohesiveness, and participatory decision-making than teachers. (3) "Systematic" respondents li sted a 

greater number of changes for improvement and more internally-initiated, structured, pervasive 

changes than ''nonsysternatic" respondents in human resources planning and change processes. 

After having di scussed the related research findings on planning and utili zation of human resources 

from various sources, focus will now be on the planning and utilization of human resources in 

selected countries. That is the United States of America, United Kingdom, Israel (Jewish Education) 

South Africa and Nigeria. 

2.6. HUMAN RESOURCE PLANNING AND UTILIZATION OF HUMAN RESOURCES 

IN SELECTED COUNTRlES. 

Human resource planning and utili zation in education as a process is undertaken to ensure that a 

school district has the right number of people, with the right skills, in the right place, and at the right 

time(cf. 1. 1). The first step in the human resource pla1111ing process, is to assess human resource 

needs. One of the most pressing problems facing rural and metropolitan areas, in human resource 

planning, is increasing pupil enrollment(Webb et al; 1994). A hallmark of contemporary, American 

society is the avalanche of federal legislation and court decisions, which in turn have had a definite 

influence on the human resource planning and uti lization of human resources in selected countries 

starting with the United states of America (USA) (Webb et al, 1994).In regard to the R.S.A, South 

African board for human resources practice was established in 1982 but restructured in l 993(South 

African board for personnel practice, 1993: 1) This boa!·d formulated a number of objectives. 

2.6.1. United States of America 

Human resource planning and utilization 1s not a new aspect m the USA. Documentation and 

research reveal that human resource planning statied as early as 1900. After 1900 and during much 

of the first half of the twentieth century, professional and human resource planning and 

administration began to emerge(Webb et al; 1994). 

2.6.1.1. Human resource and the influence of the country superintendent prior and after 

1900: 
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Prior to 1900 employers assumed responsibility for human resource planning and management in 

the business and industrial sectors only. Even in 1886, no group existed that was concerned with 

the practice of human resource plaiming and management in education. The slow development of 

professional leadership in education before the turn of the nineteenth century contributed to the 

administrative authority to se lect human resource planning committees in USA. Records indicate 

that New York appointed the first state superintendent of common schools in 1892 who contributed 

greatly to the emergence of human resource planning and management. Admini stration at the school 

level also developed slowly during the 1800s. In 1837, Cleveland established a board of human 

resource managers and mayor of Baltimore created the position of superintendent of schools. 

The country superintendency had much influence on human resources planning and management 

activities, both before 1900 and for some time afterwards. Teaching staff in the nineteenth century. 

and for some years after, were marginally prepared for their tasks. Many elementary school teachers 

had only a high school education, with no formal teacher training. Although the 2 years normal 

school teacher prominence by 1870, much of the teacher training was accomplished through other 

means. The country institute became a landmark for in-service training for teachers and flourished 

for many years, as Bloos' report states that : " it is believed that while the country institute has done 

much to raise the educational standards and human resource planning and administration of the 

state, it has by no means reached the limit of its usefulness. The chief object of an institution was to 

impart a knowledge of principle and methods of teaching and school human resource planning and 

management. Its great aim was professional training (Currence, 1984). 

2.6.1.2 Human resources in regard to effective human performance, teacher and 

administrators supply and demand 

2.6.1.2.1. Effective human resource performance 

Concern for the quality of human performance was expressed by Gibson and Hunt ( 1965) as 

follows: 

"With the rising involvement in educational institutions, the number of school personnel can be 

expected to increase throughout and beyond the present century. At the same time, the quality of 
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school personnel should ce rtainly be improved. Since the demand fo r profess ional personnel is 

ex panding, the competition is becoming knees .... dual pressures pose problems fo r the maintenance 

of quality in school personnel" (p .3 8, 4 1) 

In 1980, the concern for quality staffin g in school continued when Albert Shankers, president of the 

American Federation to Teachers (/\FT), stated before the AFT' s 68th annual convention that 

"teachers must take control of their profession, including responsibility for removing people who 

should not be teaching". He further commented that "there is recognition that some arc excellent, 

some are very good and some are terrible" (Currence, 1984) 

To prove that there is a great concern for human quality and effective performance in education, 

when asked to identify specific problems encountered presently, schoo l personnel directors in one 

state listed staff quality, security administrative personnel, and dismissing incompetent staff among 

the 20 leading problems facing them (No1ton, 1989). Fu1thermore to improve human performance 

;ind quality in education, teacher and admi nistrator supply and demand in U.S .A. must be explained . 

2.6.1.2.2. Teacher and administrator, supply and demand 

As indicated in (cf. 2.6.1.2.1.) authors and writers protected supply and demand data for teachers. 

These writers made the following forecasts : 

• The United States will need 2 million new teachers in the public school system between 1990 

and 1995, but historical projections indicate that only a little over 1 million will materialize. 

• The expected attrition of the aging teaching force, class-size polic ies, and school enrollment 

projections will be a major factor determining the number of new teachers requ ired to staff U.S . 

schools. 

• The supply of newly graduated teaching candidates is expected to satisfy only about 60% of the 

"new hire" demand over the next 10 years. 

• Most states will implement alternative routes to certification by 1995 as a solution to teacher 

shortages, especially in the sciences. 

The U.S. Department of Education ( 1989) has projected the annual demand for "new hire" teachers 
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to the year 2000 ( 1989). The department data indicate that from 1994 to the year 2000, an estimated 

1,35 7,000 new teachers will be needed. The National Centre for Education Statistics projects that 

the supply of new teachers will fall short of demand by approximately 40% in the year 2000 . The 

issue of teacher supply and demand is complicated further by contentions that even in the teaching 

areas where teachers are more plentiful , the supply of "quality" perso1rnel remains limited. The 

quality argument is presented for administrative personnel as we ll. The National Commission on 

Excellence in Education administration (Griffiths et al; 1989:36) reported that : there were 505 

institutions offering courses in school administration in the United States. 

Due to both the demand for teachers in many subject areas and the demands for quality human 

resources in the classrooms, the issue of alternative certification has gained momentum and has 

been implemented in various ways in the states. Wise and Darling-Hammond ( 1991:56) noted that 

alternative routes to teacher certification have spread across the country like dandelions in a 

suburban yard. The idea is popular at both the federal and states levels ... more under the rubric, 

although these initiatives are as different from one another as they are from any State 's "regular 

certification route". 

Issues in the area of teacher and administrator supply and demand alternative certification programs 

posed critical problems for the human resources function. Further complications arc revealed 111 

such disparities as teacher shortages in some districts and reductions in force a phenomenon m 

others. In June 1991 lawmakers in New York approved early retirement incentives for some 

teachers in an effort to save jobs of other teachers who were facing layoffs. California reported a 

sho1tage of 14,000 bilingual teachers in the near future (Schmidt, 1991 ). Such incongruous 

situations add greatly to the difficulties and complexities facing personnel in human resource 

administration. The researchers' findings in the USA is that whilst the country is advanced in 

human resource planning, there are still problems to be attended to, like oversupply and shortage of 

teachers in some states. The next to be discussed is the United Kingdom (UK). 

2.6.2. United Kingdom (U.K) 

The United Kingdom (U.K) is more advanced in human resources planning and utilization. It is 

therefore very important to focus attention on Brewster and Tyson's (1991) proposed approach of 
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the utilization or hunrnn resources in educational inst itutions. 

Human resource planning and utilization in education is well developed in the United Kingdom 

(U.K.). Human resources planning and utili zat ion requires men and women of hi gh integrity, 

knowledge and above all, courage to discharge their function s objectively and in U.K. such potential 

and talent is available(Brewster and Tyson, 1991 ).Planning and utilization of human resources in 

U.K. is focused on all level s in the education sector, that is at school level , at management level and 

at the decision-making level. Staffing at school is strictly related to the institutions' objectives . 

Discriminatory employment practices in U.K. have been eliminated. Human resources planning and 

the utilization of the relevant talents in schools is done in conjunction with the recognised teacher 

Unions in the United Kingdom (Brewster and Tyson, 1991 ). In the next paragraphs a proposed 

approach of the utilization of human resources in educational institutions is being briefly explained. 

In their proposed approach, Brewster and Tyson ( 1991 ), explain that any discussion of the question 

of how human talents and ski lls are utilized in an organisation or institution has to sta1t with the 

observation that the majority of educationists as well as commentators on the industrial and 

educational scene clearly bel ieve that there are to be an enormous wastage of individual, and 

educatiohal societies are seen as depending on the execution of jobs which mainly comprise a set of 

narrowly defined tasks, easily learned in a short time. 

Nevertheless, considering the huge variety of skills and knowledge acquired in mass full-time 

education and in family and community life in advanced societies, there are few who would argue 

that work roles typ ically utilize more than a fraction of the potential capacity of average employees. 

In a study of 275 jobs of ma le and non-craft workers in nine firms in Peteborough, England, 

Blackbum and Mann ( 1979:280) reported that: " 87% of our workers exercise less skill at work than 

when they drive to work. Indeed, most of them use more mental effort and resourcefu lness in 

getting to work than in doing their jobs". 

Brewster and Tyson ( 1991) further explain that it is obvious that there are jobs that demand great 

effort and judgment to be performed wel l and these typically include technical, administrative and 

risk-taking roles as well as senior managerial positions, but the sense of a general wastage of 

l luman resources and of the mismatch of job demands and human capacity is us ually applied to a 

large sector of blue- and white-collar work. This judgment is the basis of the utilization problem. In 
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order to proceed further we need to define our terms. 

"Uti lization" itself implies measures both of human capacity and of the performance de!1landed 

from the indi vid ual. Human capacity is genera ll y ana lyzed in term s of skills and knowledge 

acquired by the individual, considered as a stock ava ilable at any one point in till1e. "Ski ll " is a 

highly ambiguous term in that it is used to mean both a learned sequence of act ivities involved in 

performing a pa rticular task and the recogni sed capacity to respond to the unexpected and the 

unpredictable as used by socio logists (Asanuma, 1982). After this brief discussion of the proposed 

approach on utilization of human resource planning, attenti on wi ll be given to human resources 

planning and utilization in developi ng countries. The researchers findings is that the U.K education 

system is wel l planned. As a result it produces highly ski lled workers and that utili ses of hu!1lan 

skills . 

2.6.3. Developing countries 

With regard to human resources pla1rning and utilization in developing countries, little has been 

done thus far. Attempts are being made to revive the spirit of awareness in this regard. Attention 

will be focused on Israel, South Africa and Nigeria in order to register progress if any in connection 

with human resource planning and utilization. 

2.6.3.1. Israel (Jewish education) 

In his article, Botwinick, (1986), discusses a chal lenge to Jewi sh Communal leadership in regard to 

human resource planning fo r Jewish Education. He states that in order to apprec iate the severity of 

the human resource crisis in Jewish education, one has only to count the diminishing number of 

students in the Jewish teacher training institution; the increasing number of ful l-time teachers who 

are confronted with the choice of either li ving at substandard economic levels or supplementing 

their income by seeking part-time jobs or ass ignment not related to Jewish education ; the increasing 

number of teachers who arc forced , much to their embarrassment, to obtain scholarship aid for their 

children's schooling; and the staggering number of highly qualified teachers and supervisors 

personnel who al'tcr offering many years or dedicated wo rk , have to leave the pro lcssio11 for high 

paymg careers. 
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Although a spate of arti cles and papers ha ve been publi shed on these human resource pla1111i11g 

topics, some more pragmati c than others, the shortage of qua lifiecl personnel in Jewi sh education 

continues to exist. It is escalati11g at a rate whereby admi11istrative, superv isory, and teachi11g 

position remain unfilled for the extended periods of time. To be sure, "talented young people are 

just not entering the profess ion, and effective teachers are not staying in". Botwinick, ( 1986), further 

notes that it is quite evident that without qualified personnel , the Jewish education enterpri se, as 

would any system which depends upon human resource for service delivery, wi ll be in danger of 

virtual collapse. 

Recently, concerted efforts have been made on the part of local fecleratio11s and several larger 

bureaus to seek ways of upgrading and promoting the status of the J cwish educator via placement 

,llld rccru itm e11t programs, professional staff deve lopment activities, advocacy campaigns, personnel 

related research, and health and welfare programs - all of which have had some impact on the 

profession (Botwinick, 1986). Lacking, however, in an over all pla1rning approach to the human 

resources exigencies in Jewish education which would maximize the impact and effectiveness of 

these programs/activities and at the same time assist local communities develop the necessary 

planning instruments tailored specifically to their human resource needs. 

Given the current status of the profess ion, exacerbated by limited resources , and the ever increasing 

demand on the Jewish Communal dollar, the Jewish community, can no longer afford to ignore the 

abso lute necessity for coordina ted and comprehensive planning in the area of human resources. It is 

to this end that this writer (Botwinick : 1986) proposes the establishment of a National Commission 

on human resources in Jewish education which wil l in the next decade concern itself exclusively 

with extensive review of the manpower needs in Jewish education , and assist local communities 

develop the necessary human resource planning instruments for mid-range and long range strategic 

planning. 

After a study and discussion of the human resource planning for Jewish education, attention will be 

given to African Countries namely South Africa and Nigeria. 

2.6.3.2. South Africa 



44 
Human resource planning and management as a functional area withi n the human resource planning 

and management sciences is relati vely a new discipline in South Africa. The first professional 

human resource planning and management, (personnel organisation) the Boston Managers ' 

Association was founded in 191 2 (Gerber, 1985: I). The first manual on the subject human 

resources/personnel administration by 0. Tead and H.C. Mctcal f appeared in 1920. In the U.S.A. 

human resource planning and management was only recognised in 1946. In Germany, the university 

of Stuttga1t began to offer human resource planning and management as a subject in 1946. The 

university of South Africa (UNISA) has been offering Business Economics as a subject for the 

Bachelor of commerce degree (Bcom) since 1955 and, among other things, this subj ect covers 

human resources planning and management. The institute of human resources/personnel 

management was founded in 1946 as a professional body for human resources planning managers in 

South Africa (Gerber et al., 1995:35). 

The current situation regarding human resource planning and management in South Africa Board 

for human resources (personnel) practice was established on 15 October 1982, but restructmed in 

1993. The objective and aim of the Board was to place professional practitioners of human 

resources pla1111ing and management in organizations and educational institutions on a professional 

footing and to expand their sphere of infl uence in organizations and institutions (South African 

Board for personnel practice 1993: 1 ). The Board further formulates its objectives as follows : 

• To promote the profession of human resource practice in South Africa; 

• To promote the standard of education and training of persons in human resources practice and to 

give recognition to the education and training; that is, the pre-requisite for registration in terms 

of the charter, and 

• To promote liaison in the fields of education and training of human resources (Gerber et al, 

1995). 

With regard to teacher utilization it should be noted that according to Hofmeyer & Hall (1995), the 

legacy of apartheid and developing country conditions have together in0uenced the utili zation of the 

teaching corps in South Africa. The following paragraphs will examine, in turn , teaching numbers, 

teacher utilization and major findin gs on teacher utilization. 
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Arnott & Cha bane ( 1995) give stati sti cs of teachers in South Africa and whe re they arc located 

provincially. 

• Most teachers are in KwaZulu Natal (68 356) and the Eas tern Cape (58 438). Northern Province 

and Gauteng had about 50 000 teachers each. The Western Cape had approximately 34 000 

teachers. North West, Mpumalanga and Free Stale had between 24 000 and 27 000 teachers 

each. The Northern Cape had the smallest teaching stock wi th just over 7 000 teachers. 

• Of the 341 903 teachers nationally, 61 % (209 958) were teaching at the primary level , and 39% 

( I 31 945) at secondary leve l. 

• Of all teachers, 71 % were African, 11 % Coloured, 40% lndi;in, and the remaining 15% White . 

It is clear from research that there is considerable mi sutili zation of teachers in South Africa. 

Because of the rapid expansion of secondary schooling during the last two decades, many teachers 

who have trained for the primary level have been moved to secondary schools (Arnott & Chabane, 

1995).Furthermore, many teachers have been employed to teach in the scarce subjects without the 

requisite qualifications. This is particularly so in the case of mathematics and science (Arnott and 

Chabane, 1995). 

In connection with major findings on utilization Arnott and Chabanc (1995) ind icated that there is 

an uneven utilization of teachers by qualification level attained. This unevenness , it is noted and 

also reflected in race, gender, age and teaching experience distributions. The teaching stock is two­

thirds qualified, largely African and female, and concentrated in the 25 to 45 age group. There is a 

direct relationship between degree of underqualification and length of teaching experience in the 

former African sys tem. The longer teachers have been in the system the more like ly they are to be 

underqualifiecl. There seems to be little correlation between rank and qualification, with over half of 

all principals being underqualified (and nearly three quarter at the primary level). There is also an 

under-supply of secondary teachers in the subjects of mathematics and science. Proportionally, there 

arc very few teachers in these subjects. 

In 1994, 36% of African teachers teaching mathematics were underqualified in the subject. The 
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majority (66%) of African secondary teachers teaching mathematics had five years or less 

experience. The proportion of all African secondary teachers who are teaching mathematics is quite 

uniform across provinces and constitutes 16 .5 per cent. 

In 1994, 53% of African secondary teachers teaching general sc ience were un/underqual ified in the 

subject. The majority (73%) of African teachers teachi11g genera l sc ience have fi ve years or less 

experience. On ly 10% of Africa11 teachers arc teaching genera l sc ience at the secondary level. 

In l 994, 27% of Africa11 teachers teaching physica l sc ience were underqualified i11 the subject. 

Only 6% of African secondary teachers were teaching physical science, the majority (68%) or whom 

have five years or less experience. 

Finally, provincially, the following trend can be noted (Arnott & Chabane, I 995). 

• KwaZulu Natal, the Eastern Cape and Mpuma langa were worst-off in terms or pupi l/teacher 

ratios, particularly in the ir rural schools. 

• In the Notih West, KwaZulu Natal, the Eastern Cape, Mpumalanga and the Free State at least 

40% of teachers were un(der)qualified. 

• The Northern Cape, Free State and Eastern Cape had the worst qualification distributions among 

female teachers with nearly half of them un(der)qualifiecl . 

• The Western Cape and Gauteng had the oldest stock of teachers and North West the yo ungest. 

• KwaZulu Nata l and Mpumalanga had the least experienced teachers. 

• No1ih West and Northern Province had the west qualification profiles among their mathematics 

teachers (A rnott & Chabane, 1995). 

In view of the above discussion concerning human resources planning and utilization of teachers in 

South Africa, it should be noted that whilst this topic in education is relatively a new discipline, it is 

believed that by the encl of the 20th Century it sha ll have attracted all stakeholders in education. The 

next aspect to focus attention on is an overview of human resource planning in secondary educatio11 

in Nigeria. 

2.6.3.3. Nigeria 
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Whilst the situation in Nigerian education set-up might have changed , attention has been fo cused 0 11 

the position of education in Nigeria in the early and late l 970's. Accord ing to Damachi and 

Diejoma(l 978), littl e was documented in regard to planning and proper utili zation of human 

resources in Nigeria in the late 1970's. 

A survey cond ucted for the Udoji Commission showed that as of April I, 1973, in the public 

services throughout Nigeria (defined as federal and the state governments and civil services and 

their corporations, boards & compan ies) in general there was a vacancy rate of 32 .90% for senior 

technical and professional staff 33.40% for sen ior managerial and administrative staff, 26.60% for 

intermediate technical and professional staff, and 16.24% for cra ft smen and artisans (Damachi & 

Diejomaoh, 1978). 

The maJor human resource pla1rning in Nigeria include the high growth rate of population, 

unemployment, and underemployment and shortage of critical ski lls . More specifically, however, 

the problems of human resource planning relates to the shortage of qualified teachers, imbalance in 

the educatiorrnl structure, c1 11 alarming rate of increase in the structure of both population and 

educational pyramids and lack of adequate incentives(Damachi and Diejomaoh, 1978) . The neglect 

of the rural sector in human resource pla1ming compounds these problems. Lack of uniform 

employment and promotion standards, pay scale, and fringe benefits even in the public service, have 

resulted in a morale problem and high resources. The low salaries for teachers has severely reduced 

the supply of high ly motivated and qualified teachers. Human resources management planners could 

hardly recognize the basic fear that good quality education requires qualified teachers and therefore, 

a good salary (Damachi & Diejomaoh, 1978). 

Regarding secondary education enrollment in Nigeria, it has increased quite rapidly smce 

independence in 1960. Enro llment in secondary grammar schools increased from 135 364 in 1960 to 

256 973 in 1970 and was expected to increase even faster. Enrollment in teacher training colleges 

has increased rather slowly ( only about 2% per annum) - from 27 900 in 1960 to 33 400 by 1970 -

and was expected to increase at a faster rate - to 234 680 - by 1980. 

!11 spite of the relatively small growth in secondary school enrollment in the I 960's and first half of 
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the l 970's, it has already been stated that secondary schoo l fac il iti es arc inadequate . Tile past 

enroll ment performance in teacher training co ll eges has been dismal and contributed in no small 

way to fa lling educational standards. Therefore, it is essent ia l th at pri ority be given to the 

implementation of projects involving expansion of secondary schoo ls, parti cularly teacher training 

colleges and commercial and vocational schools. It can further be shown that an inadequate supply 

of qualified secondary schools graduates in the sc iences <1 11d teclmologica l fi elds constitutes a 

serious bott leneck to increased enro llment in instituti ons of higher lea rning(Damachi and 

Diejomaoh, 1978). 

After giving attention to human resource planni ng and ut il izat ion in Nigeria , fo cus will now be 011 

major challenges facing princ ipals and teachers in planning and utili zat ion of human resources. 

2.7. Summary of the chapter 

In spite of the fact tnat education has been given prominence in all the developing countries , both as 

a basic right and as one of the main prerequisites of economic development, major challenges facing 

school manager/principals and teachers in planning and uti lization of human resources are 

unavoidable. Human resources (teachers) in developing countries, especia lly in the Afr ican 

continent are still lagging behind with regard to proper planning and util ization and they wi ll have 

to broaden their own knowledge and abilities in this regard in order to cope with new rea lities. 

(Brewster & Tyson, 1991 ) It is fu rther noted in thi s chapter that human resource planni ng and 

utilization of teachers in high schools is well advanced in developed countries such as the U.K and 

the USA. 

2.8. MAJOR CHALLENGES FACING MANAGERS/PRI NCIPALS AND TEACHERS IN 

PLANNING AND UTILIZATION OF HUMAN RESOURCES 
I 

One serious challenge facing principals and teachers is the total elimination of ethnicity, triba lism 

and nepotism. Secondly, the labour force/teaching staff is becoming more critical of conditions of 

work, living conditions and health and safety will seek improvements in training facil it ies, better 

salaries and more bargaining rights. Another major challenge fac ing principals and teachers in high 
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schools is the knowledge that they address themselves to the world of computers (Brewster & 

Tyson, 199 1 ). 

lf the rise in teachers sa laries continues to lag behind other sa lari es, then education will continues to 

get the poorest pickings of the available human resource support and this will be a serious 

challenge. Another challenge is that in high schools there are no uniform standards because some 

teachers are non-profess ionally qualified and this may lead to differences in the quality of their 

output (Rajn, 1973). 

Brewster and Tyson ( 199 1) note that human resource planning and utilization of teachers in 

developing countries is confronted with unique challenges arising from factors internal and external 

to organizations and institutions. Internal factors such as teachers and principals' professionalism, 

institutional climate and inter-group conflict and rivalry whilst external factors may include the 

nature of the society and the state of the economy. Another major challenge is the politicization of 

human resources functions and inefficiency of the arrangement of human resources. One of the 

challenges that bedevil the pcrso1rnel func tion in Africa is the use of pa1iicularistic as opposed to 

universalistic criteria in making important human resource decisions. The two notions refer to 

different means of interpersonal control and interaction . .111 particularistic exchanges, interaction is 

governed by personal relationships of the pa1iicipants, such as ethnic affiliations, while 

universalistic behaviour takes no account of personal relationships and concentrates instead on other 

aspects of the individual such as his or her formal qualifications or expertise, or ability to perform 

effectively in a particular job/school (Brewster & Tyson, 1991 ) . 

.111 most schools in Africa, the available teachers are inadequately trained, badly deployed, poorly 

motivated and seriously underutilized. As a result this poses a serious challenge to both the teaching 

profession and the educational institutions. In some cases, the bulk of the population lives in rural 

areas where development is lagging behind. llliteracy (which results in great unemployment and 

which is a result of poor education due to unqualified teachers) also poses a serious challenge to 

principals and teachers (Damachi & Deijomaoh, 1978). 

In the Republic of South Africa in particular, the following are serious challenges in the planning 
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and utilization of teachers and they need to be addressed and resolved as urgently as possible. There 

is an excessive demand for suitably qualified teachers whilst on the other hand there is an excessive 

supply of unqualified teachers. Correct placement and utilization of teachers is still a major 

challenge (Gerber et al, 1994). Other challenges are : the need for teacher education curricular that 

incorporates global perspectives and the latest advances in international knowledge, the high 

propotiion of the budget that is allocated to teacher salaries, whilst very little funding remains for 

teacher development; expected increase in high schools to higher demand for high school teachers, 

and finally, the specialized teaching skills required for teaching multi-aged classes prevalent in rural 

schools is not always addressed. Teacher training needs to accommodate these specialized skill 

requirements (Arnott and Chabane, 1995). 

CHAPTER3 

RESEARCH DESIGN 

3.1. Introduction 

In this chapter a description of empirical research which was undertaken to investigate planning and 

utilization of human resources in high schools is discussed. The information was obtained by means 

of questionnaires and these will be discussed, interpreted and evaluated by means of criteria 

formulated in the preceding chapters. 

This chapter fu1iher discusses advantages and disadvantages of the questionnaire, questionnaire 

construction, pre-testing of the questionnaire, letter of transmittal ( covering letter), the 

administration of the questionnaire, follow-ups, population and sampling, response rate and finally 

the statistical techniques, that is descriptive and quantitative data. 

3.2. Instrumentation 

Research methods used in both sociology and education have been investigated extensively by 

various authors and the use of direct contact questionnaires has its merit. 
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3.2.1. Questionnaires 

Questionnaire is a way of getting data about people by asking them rather than by observing and 

sampling their behaviour. Questionnaires are used by researchers to convert the data into 

information directly given by a person (subject). Questionnaires can also be used to discover what 

experiences have taken place (biography) and what is occurring at the present (Tuck.man, 1994 ). 

3.2.1.1. Advantages of the Questionnaires 

The following are the advantages of a questionnaire as a method of investigation : 

⇒ It seeks only that information which cannot be obtained from other sources such as school 

repo11s or census data; 

⇒ Directions for a good questionnaire are clear and complete. Important terms are defined. 

⇒ Each question in the questionnaire deals with a single idea and is worded as simply and as 

clearly as possible. 

⇒ The questions are objective, with no leading suggestions as to the responses desired. 

⇒ Questions arc presented in good psychological order, proceeding from general to more specific 

responses. This order helps respondents to organize their own thinking so that their answers are 

logical and objective. 

⇒ It is easy to tabulate and interpret. 

⇒ It is less time consuming than personal interviews. 

⇒ It can be completed at a convenient time. 

⇒ Traveling and subsistence costs are minimal. 

⇒ Anonymity of respondents is guaranteed because their names arc not given (Best & Kahn, 1993, 

Legotlo, 1994: 196) 

3.2.1.2. Disadvantages of the questionnaires 

Despite the advantages of the questionnaire, it should be used with caution for the following reasons 

(Legotlo, 1994: l 63, Tuckman, 1994, Molebaoa, 1996:97). 

⇒ It limits the kind of questions that can be asked and kinds of answers that can be obtained. 

⇒ Personally sensitive and revealing information is difficult to obtain from a questionnaire. 

⇒ It is difficult to get useful answers to indirect, non-specific questions from a questionnaire. 
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⇒ On questionnaires the researcher must decide all of his/her questions in advance . 

⇒ Printing, traveling and postage become very expensive. 

⇒ Rate of return of the questionnaires is normally very poor. 

⇒ Impersonality may cause frustrations to some respondents. 

⇒ Questionnaires are commonly used today and some respondents could have negative atti tude 

towards them. 

⇒ The questionnaire may not convey the same meaning to all respondents. 

3.3. Questionnaire construction 

The researcher must be very careful when constructing a questionnaire. The questionnaire must be 

constructed in such a way that teachers, principals and superintendents do not develop negative 

attitudes towards the researcher. (Borg & Gall , 1989:427). In the compilation of the questionnaire 

the following guidelines should be taken into consideration. 

⇒ The questions in the questio1maire should be clear and brief. 

⇒ Only items that relate directly to the objective of the research should be included. 

⇒ The questio1maire should be brief and consistent but should contain all information required. 

⇒ Questions should be simple, dealing with a single concept and be worded as clearly as possible. 

⇒ The questionnaire should be drawn up in such a way that it will be easy to answer. 

⇒ No repetition of what one item has already measured. 

⇒ There should not be too many or too few items on a specific element (Molebaloa, 1996:96-97). 

3.3.1. Development of questionnaire items 

Each item of the questionnaire must be developed to measure a specific aspect of one of the 

researcher's objectives or hypotheses. The researcher must be able to explain in detail why he/she is 

asking the question and how the responses will be analyzed. Questions must be framed in the 

language that the respondents will understand, that is why it is important for the researcher to 

identify his/her target population before writing questions (Borg & Gall, 1989). 

Questions may be of either the closed form in which the question permits only a ce1tain response 

(such as a multiple-choice question) or the open form in which subjects make any response they 

wish in their own words (such as an easy question). It should also be noted that closed form 
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questions are designed so that quantification and analysis of the results may be carried out 

efficiently. 

Also, in constructing questionnaire items, the researcher must avoid, whenever possible, questions 

that may in some way be psychologically threatening to the person answering, because when 

receiving a questionnaire containing threatening items, a person usually, does not return it. 

The following are the rules for constructing questionnaire items. 

⇒ Clarity is essential, ambiguity must be avoided; 

⇒ Short items are preferable to long items because short items are eas ier to understand. 

Unnecessarily detailed questions must be avoided; 

⇒ Negative items should be avoided as they are misread by many respondents, that is, the negative 

word is overlooked, resulting in the respondent giving an answer that is opposite to the person 's 

real opinion. 

⇒ Avoid "Double-barrelled" items, which require the subjects to respond to two separate ideas 

with a single answer. An item such as "Although Labor Unions are desirable in most fields, they 

have no place in teaching profession" cannot be answered with the usual closed-question format 

by a person who disagrees with one part of the item and agrees with the other part. 

⇒ Technical terms, jargon, or big words that some respondents may not understand, should not be 

used. 

⇒ Finally, it is very important that an effort be made to avoid biased or leading questions (Borg & 

Gall, 1989:430). 

3.3.2. Format and content of questionnaire 

Borg & Gall (1989:431), indicate that the following rules of questionnaire format and content 

whichhave been developed from experience and research should be considered carefully. 

⇒ The questionnaire must be made attractive; 

⇒ They lay out of the questionnaire should be such that it is as easy to complete as possible; 

⇒ The questionnaire items and pages must be properly numbered; 

⇒ Clear instruction must be printed in bold type; 

⇒ The questionnaire must be organized in logical seqt1e11ce. 
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⇒ When moving to a new topic, a transit ional sentence must be included to help respondents 

switch their trains of thought. 

⇒ Begin the questionnaire with a few interesting and non-threatening items. 

⇒ Important items should not be put at the end of a long questionnaire. 

⇒ Threatening or difficult questions must be put near the encl of the questionnaire. 

⇒ Words like "Questionnaire" or "Checklist" should be avoided on the researcher's form because 

many are prejudiced against these words. 

In this study, the questionnaire was divided into three sections, namely, section A, B & C. 

Section A comprised eight questions. The purpose of these questions was to gather information 

about biographical, and demographical data of respondents. The respondents were requested to 

make a cross (X) on the relevant response. 

Section B consisted of three sub themes, that is question One (1-13), question Two (2.1 -2.10). 

Section C consisted of ten questions (3 .1-3-10). 

ln section B, questions 1 & 2 comprised 23 sub-questions or items which were developed from 

literature study and for each item or sub question respondents were asked to indicate on a four-point 

scale the extent to how serious a challenge is for high school teachers and principals in the planning 

and utilization of human resources (1 = not a challenge, 2 = minor challenge, 3 = a challenge and 4 

= a serious challenge). The purpose of this section was to determine the views of the respondents 

on issues in planning and utilization of human resources in high schools. Question I required 

information on planning procedures on the utilization of human resources, and the development of a 

more explicit of future human resources needs. Question 2 required information on issues and 

challenges on utilization of human resources. 

Section C, comprised 10 open ended questions; and required views on teacher-principal 

relationship, the distribution of human talents and skills in high schools, the involvement of the 

department of education in the utilization of teachers in high schools and whether or notthe right­

sizing process will solve the problem of the imbalances experienced in high schools. 
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3.4. Pre-testing the questionnaire 

According to Tuckman ( 1994), it is usually highly desirable for the researcher to try out the 

questionnaire on a few friends and acquaintances. When you do this personally, you may find that a 

number of your items are ambiguous because what may seem perfectly clear to you may be 

confusing to a person who does not have the frame of reference that you have gained from living 

with and thinking about an idea over a long period . 1t is also a good idea to pre-test or pilot test the 

instrument with a small group of± 15 persons similar to those who will be used in the study. Borg 

and Gall (1989:435), recommend that the pre-test form of the quest io1rnaire should provide space 

for the respondents to make comments about the questionnaire itself so that they may indicate 

whether some questions seem ambiguous to them, whether provisions should be made for certain 

responses that are not included in the questionnaire, and other points that can lead to improving the 

instruments. 

In this study, in order to locate ambiguities and discover some defects that can be corrected before 

the final form was printed and sent to the respondents, pre-testing of the questionnaire was done in 

the following manner. A pre-test of the instrument was done with a small group of 15 people. 

Respondents were given seven days to return the questionnaire and after seven days thirteen people 

responded positively. 

The following flaws were discovered: 

• Incorrect numbering 

• Wrong spelling 

• Wrong tense 

• Omission of certain impotiant facts 

• Poor wording and poor instructions 

The questionnaire was then revised and corrected based on the results of the test and 

recommendations from the respondents (Best & Kahn, 1993). 

3.4.1. Letter of transmittal (Covering letter) 

The transmittal letter ( covering letter) is a tool employed to introduce the questionnaire to the 

respondents with the main purpose of getting them to respond to the questionnaire (Legotlo, 
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1994: 168) (See Appendix B). The letter must be brief, yet convey specific information and 

impressions to the subjects if the researcher is to obtain a sa ti sfactory percentage of responses. 

First, it is essential that the subjects/respondents are given good reasons for completing the 

questionnaire and sending it back to the researcher. A brief assurance of confidentiality should be 

included, it is especiall y important if any sensitive questions are to be asked. When highly sensiti ve 

or potentially threatening questions are included in the questionnaire, a specific description of how 

confidentiality wil l be maintained should be added. The purpose of the study should be expla ined 

briefly and in such a way as to make the subjects feel that the study is significant and impo1iant. If 

possible, the researcher can include a small reward or premium such as a ball-point pen with the 

letter of transmittal (covering letter). This reward should be given as a token of appreciation rather 

than as a payment for the respondent 's time (Borg & Gall 1989:436-440). 

3.5. The administration of the questionnaire (Data collection) 

Questionnaires were self-administered in this study because this has the advantage of providing the 

opportunity to establish rapport's with respondents and to explain the purpose of the study. This 

method also has an advantage in that it results in the assembling of a number of respondents in one 

place (Best & Kahn, 1993). 

The first step in administering the questio1maires in this study, was when the researcher approached 

the Rustenburg District Manager, and the seven circuit managers respectively to request permission 

to conduct research in all circuits and to administer the questionnaires in all high schools under its 

jurisdiction (See Appendix B.). Secondly, the researcher distributed questionnaires to sampled high 

school teachers and principals by moving from one circuit to the other. The questionnaires were 

collected the same way two weeks following their distribution (Van Dalen, 1979). 

Self-administering of the questio1maires and direct contact with the respondents, though very 

expensive, it pays good dividends, and obviates the problem of being told that the questionnaire 

have been posted whereas they have not been. Although the response in returning the questionnaires 

was good, there were some respondents who didn ' t respond and follow- up procedures had to be 
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employed in retrieving such questionnaires. 

3.5.1. Follow-ups 

Where the time limit elapses without any positive response from some of the respondents, it is 

usually desirable to send a follow-up letter along with another copy of the questionnaire to 

individuals who have not returned theirs . A major di sadvantage of the questionnaire according to 

(Legotlo, 1994: 170) is non-response. 

If the original letter of transmittal (Covering letter) fails with the non-respondent group, there is no 

point in sending the same letter again. Instead the researcher should change his/her approach and 

use a different basis for making his/her appeal for co-operation. 

The follow-up letter should generally assume the tone that the researcher is sure that the individual 

wished to fill out the questionnaire, but perhaps because of an error on the part of the researcher, it 

was overlooked. 

In this study, a follow-up letter accompanied by another questionnaire were personally, administered 

to schools where certain individuals had failed to respond positively and on follow-up visits a week 

later the response was very good and the general response rate of over 80% was experienced. 

3.6. Population and sampling 

Once the objectives or hypotheses are clearly stated, the researcher should then identify the target 

population from which his/her sample will be selected. The most obvious consideration involved in 

the selection of subjects is to get people who will be able to supply the information the researcher 

wants. The researcher may survey the entire group or select a sample from the population (that is 

random sampling). When the population is very large and no complete name list is available, it is 

usually necessary to use a multistage procedure to obtain a random sample (Borg & Gall, 1989:425-

426). 

Tuckman ( 1994:23 7) further explains that the population is the target group of the study and the 

first step in sampling is to define the population. Once this has been done, then the researcher must 
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select a sample or representative group from this population to serve as respondents. One wav to 

ensure that this sample is representative of the larger population is to draw a random sample, 

because random selection limits the probability that a researcher wi ll choose a biased sample. 

ln this study, a random sample of 23 high schools was chosen . From each school eight randomly 

se lected teachers including the principal were selected . The respondents totalled 184 . 

3.7. Response rate 

Response rate is the percentage of respondents returning the questionnaires, and quality of response 

depends on the completeness of data. The problem with non-response is that it introduces the 

possibility of bias, since the respondents might not be representative of the group intended to be 

surveyed (Borg & Gall, 1989). 

In this study, questionnaires were personally delivered and distributed on the 8th, 9th and I 0th of 

October 1997. After two weeks of delivery and distribution, the return rate was 62.5% ( 115 of 

questionnaires fully completed). A follow-up letter accompanied by a copy of the questionnaire to 

individuals who did not return their questio1maires was delivered, and after a week, the researcher 

once again collected the remaining questionnaires from the respondents and 45 completed 

questio1maires were returned, ten ( 10) uncompleted questionnaires were also returned and the 

overall response rate then amounted to 160 questionnaires. 

3.8 Statistical techniques 

3.8.1. Descriptive Data 

A computer aided statistical analysis was employed. The SPSS programme was used to compute the 

results of the study (SPSS Institute Inc. 1997). The first step in the analysis was to compute the 

descriptive data for all sampled high school teachers and principals in the study. 

3.9. Summary of the chapter 

In summary, the self-administered questionnaires were employed as the mam instrument in the 

collection of data because of the advantages mentioned in 3.2.1.1. Both descriptive and inferential 

statistics, with the help of statistical consultants of University of North West, were employed to 
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ve rify planning and utilization of human resources in hi gh schoo ls empirical ly. 

CHAPTER 4 

DATA ANALYSIS AND INTERPRETATION 

4.1. Introduction 

This chapter reports on the results of the empirical investigation conducted to determine planning 

and utilization of human resources in high schools. Views gathered through collection of data from 

respondents on critical items were compared and interpreted. The quantitative and qualitative data 

co llected through the investigation arc summarized and discussed in this chapter. 

4.2. Review of subjects 

Of the total subjects (184), 170(92.3%) respondents returned the questio1maires . Only IO (5.4. %) 

were returned uncompleted. 

4.3. Biographical data of the respondents 

Table 4.1. was drawn to illustrate the picture of the biographic characteristics of the respondents. 

Each variable will be discussed separately. 



60 
Ta ble 4.1 . Description of biographica l data of teachers and their principals of high schools. 

F % 

1. Age in years 

below 30 40 25.0 

31-35 52 32.5 

36-40 26 16.3 

41-45 17 10.6 

46-50 16 10.0 

51 & above 9 5.6 

2. Sex 

male 78 48. 8 

female 82 51.3 

3. Experience in teaching 

0-5 yrs 49 30. 6 

6-10 yrs 46 28.8 

11-15 yrs 26 16.3 

16-20 yrs 11 6.9 

21-25 yrs 18 11.3 

26 & above IO 6.3 

4. Academic qualification 

std 10 34 21.4 

std IO + 4 courses 16 10.1 

std IO + 8 courses 11 6, 9 

degree 58 36.5 

honoW'S 29 18.2 

masters 5 3.1 

other 6 3.8 

5. Professional qualification 

BAED,BP AED,BAPAED 29 18.2 

Bcom Ed I .6 

13.Si.: . Ed, Bagri i.: 9 5.7 

l3cd 6 3.8 

Med 2 3.8 

NPL/HPTC 5 3.1 
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F % 

PTC/HPTC 16 10. 1 

PTD(SP), UDE(l'RlM) G 3.8 

l'TO(.JP) , PTD(PI') 4 2.5' 

JSTC 6 3.8 

SEC 2 1.3 

STD/SSTC/UDE(SEC) 27 17.0 

SEO 3 I 7.0 

THED(N) 13 8.2 

THED(D) s 3.1 

6. Position held 

teacher 93 58.5 

senior teacher 14 8.8 

senior head 11 6.9 

deputy principal 6 3.8 

senior deputy principal 2 1.3 

principal 11 6.9 

other I .6 

7. Experience of subject specialization 

below 3 yrs 34 21 .5 

4-8 yrs 55 34.8 

9-13 yrs 37 23 .4 

14-18 yrs 14 8.9 

19 & above 18 11.4 

8. l lighest qualification in subject you teach 

1st 9 5.7 

2nd 24 15.1 

3rd 63 39.6 

4th 50 31.4 

other 13 8.2 

4.3.1. Age of the respondents 

The subjects reported their ages by selecting one of the six age groups supplied. As Table 4. l. 

illustrates, more than half of the respondents, 57,5% are below the age of 35. This reaffirms the 
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trend noted by Arnott & Cha bane ( 1995) that the North West Province has the youngest stock of 

teachers (cf. 2.6.3.2).Only nine (5 ,6%) is made up of teachers who arc fifty one years and over. 

4.3.2. Sex of respondents 

From table 4.1 . 51.3% (82) of the respondents are fema les and 48 .8% (78) are males. The 

distribution of the male and female respondents is sp read qui te fairly although the female 

respondents are slightly higher than the male respondents (cf. 2.6.3 .2). 

4.3.3. Experience in teaching 

With regard to experience in teaching, table 4.1. indicates that the maj ority of the respondents 95 

(59,4%) are inexperienced .This impli es that most teachers in high schools are less experienced (cf. 

2.6.3.2).Only ten (6,3%) of respondents arc experienced. That is 26 years and above. 

4.3.4. Academic qualifications 

The respondents were to report their highest academic qualifications. Table 4.1. shows that 

58(36.5%) had passed junior degree, whilst 34(21.4%) of the respondents had academic 

qualifications of standard I 0. This reveals that whilst there's a slight improvement in the number of 

graduates in high school (36.5%), there is still an uneven utilization of teachers by academic 

qualification level attained ( cf. 2.1.). 

4.3.5. Professional qualifications 

Table 4.1. shows that 81(50.9%) of the respondents have trained as high school teachers , with these 

qualifications: (BAED, BPAED, BAPAED, UED, HED, STD, SSTC & UDE(SEC)); 31 (19.5%) 

of the respondents have trained as primary teachers but they are teaching in high schools; they hold 

the following qualifications: (NPL, HPTC, P.T.C., PTD (S P & SP), and UDE (primary)). An 

observation here is that some teachers who have trained for the primary level have been moved to 

high schools ( cf. 2.1.). 

4.3.6. Position held 

The respondents reported their positions by selecting one of the eight positions given. Table 4.1. 

shows that 93(58.5%) of the respondents were holding the position of a teacher (a non-management 
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position) whil st only 2 ( 1.3%) of the respondents are deputy principal s. 

4.3.7. Experience in years of subject specialization 

The purpose of this question is to find out whether teachers have specialized in subjects they are 

teaching. Table 4.1. shows that 92(58.2%) have been teaching for less than 13 years. 111 other words 

these teachers are less experienced (cf. 2.6.3.2). Only 14 (8,9%) of the respondents have been 

teaching for 19 years and above. 

4.3.8. Highest qualification in subject taught 

The respondents were to report their highest qual ifications in subject(s) they are teaching. Table 4.1. 

shows that 63 (39.6%) of the respondents' highest qualifications in subject(s) they were teaching 

was university 3rd year level. This indicates a great improvement when comparing the 39.6% with 

the 21 % of the African high school teachers who were underqualified in l 995 (Hofmeyer and Hall, 

1995:31) (cf. 2.1). 

4.4. Issues and challenges on human resource planning 

The purpose of this section is to find out views of school principals and teachers on issues and 

challenges on human resource planning and utilization. for the purpose of this study, the 

frequencies of column I & 2 are grouped together and the frequencies of column 3 & 4 are also 

collapsed. 

4.4.1. Planning procedures 

The aim with items 1.1 .-1.1 3 were intended to determine the views of high school principals and 

teachers on issues and the extent of the challenges on planning procedures and the utilization of 

human resources in high school. 
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Table 4.2. Planning procedures 

I 2 3 4 

f % f % f % f % 

I . CoJTect placement of graduate 

teachers 14 9 19 12 64 40 62 39 

2. Choice of cun-iculum of teacher 

trainees 8 5 14 9 55 35 80 51 

3. Allocation of teaching grants to 

schools by the provinci;-d ministry 

of education I 5 9 8 5 37 23 98 62 

4. Increase and or decreases in 

pupils enrollments I 5 9 14 9 38 24 91 58 

5. The ongoing mass training 

programmes of student teachers 

country wide 13 8 15 IO 49 3 I 80 5 I 

6. Lack of htunan resource planning 

can be detrimental to an institution 5 3 13 8 43 27 96 61 

7. The implementation of right sizing 

process for teachers 15 10 9 6 40 25 93 59 
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Continuation of table 4 .2 

I 2 3 4 

r 'X) r 1x) r <½, r o/«1 

8. Underqualified 1-1 .0 .Ds 14 9 26 16 40 25 78 49 

9. Underqualified teachers 16 10 21 13 45 29 75 48 

I 0. Conduct ing teachers courses 

and workshops 8 5 11 7 65 41 75 47 

11 . High school teacher-pupil 

l to 30 need to be reviewed 6 4 17 11 42 26 94 59 

keys:- 1 : not a challenge; 2 : minor challenge; 3 :a challenge; 4 : serious challenge. 

Item 1.1. Correct placement of graduate teachers 

According to table 4.2., 79% of the respondents indicated that correct placement of graduate 

teachers is a challenge or a serious challenge in as far as pla1111ing and utilization of human 

resources is concerned. For example, in most states in U.S .A. teachers are permitted to teach only 

the grade level of subjects for which they are licensed; because and it is better to give teachers 

assignments they desi re and are qualified for by virtue of academic preparation and experience (cf. 

2.3.8.). Only 21 % of the respondents regarded correct placement of graduate teachers as either not a 

challenge or just a minor challenge in S.A .. 

Item 1.2. Choice of curriculum of teacher trainees. 

The overwhelming majority of the respondents, 86% regarded choice of curriculum of teacher 

trainees as a challenge or a serious challenge. 14% of the respondents felt that pla1ming procedures 

in regard to the choice of curriculum of teachers was not a challenge or a minor challenge. This 

implies that there is a need for planners to see to it that the curriculum for teacher trainees must be 
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relevant to what they will be teaching the pupils in future. 

Item 1.3. Allocation of teaching grants to schoo ls by the prnvincial ministry of education. 

Table 4.2. indicated that (85%) of the respondents regarded the allocation of teaching grants to 

schools by the provincial ministry of e<l ucation as a challenge or a serious cha llenge because the 

ministry last allocated grants to some schools in 1994 and therefore utilization of teachers becomes 

a problem because of this poor planning ( cf. 2.1 ). On ly 14% of the respondents felt that the 

allocation of teaching grants to schools by the provincial ministry of education was not a cha llenge 

or a minor challenge. 

Item 1.4. Increases and or decreases in pupil enrollment. 

According to table 4.2., 82% of the respondents indicated that increases and or decreases in pupil 

enrollments are a challenge or a serious challenge. This indication reaffirms Rebore's (1991) bel ief 

that enrollment projections must be developed fo r a five-year period and that unless a school system 

makes an effo1i to predict decline or increases in the number of students to be served; it may 

unexpectedly experience half-filled classrooms and a surplus of teachers or overcrowded classrooms 

and a shortage of teachers (cf. 2.3.2.6.2.). Only 18% of the respondents regarded increases and or 

decreases in pupil enrollments not a challenge or a minor challenge. 

Item 1.5. The ongoing mass training programmes of student teachers country wide. 

Table 4.2 shows that the majority of the respondents, (82%) regard the ongoing mass training 

programmes of student teachers country wide as a challenge or a serious challenge in as far as 

pla1ming and utilization of human resources is concerned because according to the H.S.R.C., the 

annual output of newly qualified teachers in South Africa is approximately 30000 (cf. 1.2). 18% of 

the respondents felt that the ongoing mass training programmes of student teachers cow1try wide 

was not a challenge or a minor challenge. 

Item 1.6. Lack of human resource planning can be detrimental to an institution (school). 

An overwhelming 88% of respondents indicated that lack of human resource planning can be 

detrimental to an institution and therefore it is a challenge or a serious challenge (cf. 2.6.3 .2).0nly 

11 % felt that it was not a challenge or a minor chal lenge. 
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Item 1.7. The implementation of right sizing process for teachers. 

84% of the te3pondents indicated that the implementation of right sizing process for teachers was a 

challenge or a serious challenge. ln June 1991 , when lawmakers in New York approved early 

retirement incentives which did not pose a serious challenge for some teachers in an effort to save 

the jobs of other teachers who were fac ing layoffs, ( cf. 2.6.1.2), only I 6% of the respondents 

regarded the implementation of right sizing process for teachers not as a challenge or a minor 

cha llenge. 

Item 1.8. Underqualified H.O.D's (Academically) 

74% of the respondents felt that it is a challenge or a serious chal lenge for the underqualified 

I-LO.D's to be part of the management of our high schools (cf. 2.2 .1.4).Only 25% felt it was not a 

challenge or a minor challenge for schools to have underqualified H.O.D's. 

Item 1.9. Underqualified teachers (Academically & professionally) 

The majority of the respondents (77%) indicated that underqualified teachers are a challenge or a 

serious challenge because most of them still need proper qualifications in order to cope with the 

challenges they are experiencing in classes (cf. 2.2.1.4).Only 23% of the respondents felt that 

underqualifiecl teachers were not a challenge or a minor challenge. 

Item 1.10. Conducting teachers seminars and workshops. 

Table 4.2. shows that 88% of the respondents felt that conducting seminars and workshops was a 

challenge or a serious challenge. Only only 12% felt that it was not a challenge or a minor 

challenge. 

Item 1.11. High school teacher-pupil ratio of (1:35) need to be reviewed. 

Table 4.2. shows that 85% of the respondents indicated that planning and utilization of human 

resources in regard to high school teacher-pupil ratio of (1 :35) is a challenge or a serious challenge 

and needs to be reviewed. Only 15% of the respondents felt that it is not a challenge or a minor 

challenge. 
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ln summary, it appears that the majority of high school principals and teachers arc experiencing 

challenges with regard to planning procedures and the utili za tion of human resources as revealed by 

this study. Principals of schools arc promoted without exposure to management and leadership 

training, as a resu lt they lack expertise concerning the general planning and utilization of huma n 

resources. 

Table 4.3. Uti lization of Hu man Resources 

With items 2.1-2.10, the purpose was to determine empirically challenges facing high school 

principals and teachers regard ing the uti lization of teachers (human resources) in high schools. 

Table 4.3 : Utili za ti on of Hum an reso urces 

I 2 3 4 

f % f % r % r % 

I . Proper development of talent 

and competency 9 6 20 I 3 70 44 60 38 

2. Recognition of ind ividual 

staff differences 13 8 22 14 74 46 51 32 

3. Principals serve as teachers 

helping other teachers to 

utilize their potenti als 19 12 23 14 67 42 50 31 

3. Identification of staff talent to 

facilitate an effective school 

programme 10 6 23 14 55 34 72 45 

5. Proper job placement 12 8 21 13 62 39 65 41 

6. Careful attention to teacher 

workload 12 8 17 11 47 30 81 52 

7. Teachers offering scarce subjects 

like maths and science without 

the requisite qualifications 13 8 12 8 39 25 95 60 
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8. Proper and fair di stribution of 

human resource in schoo ls 8 5 14 9 51 32 86 54 

9. The need to hire and retain 

well qual ified and quality teachers 

in the teaching pro Cession 14 9 16 ') 46 29 83 52 

I 0. The use of the ta lents ava ilable 

in educa ti onal institutions 33 21 22 22 59 38 43 27 

Keys:- 1 : not a challenge; 2 : minor chall enge; 3 :a cha! lenge; 4 : serious challenge 

Item 2.1. Proper development of talent and competency. 

Table 4. 3. shows that 82% of the respondents indicated that proper deployment of talent and 

competency was a challenge or a serious challenge and this type of situation can be ascribed to the 

fact that in most schools in Africa, teachers avai lable are inadequately trained, badly deployed, 

poorly motivated and seriously underutilized, as a result this poses a serious cha llenge to both the 

teaching profession and the educational institutions (cf. 2.6.). Only 19% of the respondents felt that 

it was not a challenge or a minor challenge. 

Item 2.2. Recognition of individual staff differences. 

According to table 4.3. , 78% of the respondents regarded recognition of individual staff differences 

as a challenge or a serious cha llenge whilst 19% of the respondents regarded it not a challenge or a 

minor challenge. It is the task of the manager of the school to recognize and know individual staff 

differences so that he or she can utilize such individuals correctly (cf. 2.2.1.4). 

Item 2.3. Principals serve as teachers, helping other teachers to utilize their potentials. 

Table 4.3 shows that 73% of the respondents felt that it was a challenge or a serious challenge for 

principals to serve as teachers because principals arc at all times over burdened by management 

duties (cf. 2.3.8).0nly 26% of the respondents regarded this as not a challenge or a minor challenge. 

Item 2.4. Identification of staff talent to facilitate an effective school programme. 

Table 4.3. shows that 79% of the respondents regarded identification of staff talent to facilitate an 
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effecti ve school programme as a challenge or a serious challenge whilst 20 % of the respondents fe lt 

that identification of staff talent to fac ilitate an effecti ve school programme is not a challenge or a 

minor challenge. 

Item 2.5. Proper job placement. 

The majority of the respondents (80%) regarded proper job placement as a challenge or a serious 

challenge. Rebore (1985), reaffirms this by noting that the placement and effective utilization of 

teachers is the most difficult task facing the school principal and his/her deputies (cf. 2.3 .8.) . Only 

21 % of the respondents fe lt that proper job placement was not a challenge or a minor challenge. 

Item 2.6. Careful attention to teacher workload. 

According to table 4.3 ., 82% of the respondents indicated that careful attention to teacher workload 

was a challenge or a serious challenge and this response is supported by Webb et al ( 1994) when he 

stated that staff assignment requires that careful attention be given to teacher load and that without 

such consideration, inequities in the workload are certain to persist and personnel who are most 

qualified to carry out an effective educational programme in the school often are so over burdened 

that their efforts are forced to a level of mediocrity (cf. 2.3.7.1.). Only 19% of the respondents felt 

that careful attention to teachers workload is not a challenge or a minor challenge. 

Item 2.7. Teachers offering scarce subjects like mathematics and science without the requisite 

qualifications. 

What emerges from table 4.3 ., is that 85% of the respondents indicated that teachers offering scarce 

subjects like mathematics and science without the requisite qualifications was a challenge or a 

serious challenge. Arnott and Chabane (1995 ), indicated that North West and No1thern provinces 

had the worst qualification profiles among their mathematics teachers (cf. 2.6.3 .2.). The findings on 

this item could be attributed to a situation in which, in recent years, educational organizations have 

experienced a decrease in the number of applications for mathematics and science teaching 

positions because of the higher wages and advancement opportunities available in private 

businesses and industry and this resulted in many high school teachers being employed to teach in 

the scarce subjects like mathematics and science without the requisite qualifications (cf. 2.1 and cf. 

2.3.5 .). 16% of the respondents felt that it was not a challenge or a minor challenge. 
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Item 2.8. Proper and fair distribution of human resources in schools. 

The majority of respondents, 86% regarded proper and fair distribution of human resources in 

schools as a challenge or a serious challenge as it is indicated that there is considerable mis­

utilization of teachers in South Africa. Again, because of the rapid expansion of high school 

education during the last two decades, many teachers who were trained for the primary level 

category, have been moved to high schools, hence unproper and unfair distribution of human 

resources in high schools (cC. 2.1.). On ly I 4% of the respondents felt that proper and fair 

distribution of human resources in high schools was not a challenge or a minor challenge. 

Item 2.9. The need to hire and retain well qualified and quality teach ers rn the teaching 

profession. 

The majority of the respondents (81 %) indicated that the need to hire and retain we ll qualified and 

quality teachers in the teaching profession was a challenge or a serious challenge. Only 19% that it 

was not a challenge or a minor challenge. 

Item 2.10. The use of the talents available in educational institutions. 

Table 4.3. shows that 65% of the respondents indicated that the use of the talents available Ill 

educational institutions was a challenge or a serious challenge as noted in 3 .1. of the questionnaire. 

35% of the respondents regard the use of the talents available in educational institutions not a 

challenge or a minor challenge. 

In summary, table 4.3. shows that the overwhelming majority of high school principals and teachers 

are experiencing challenges or serious challenges with regard to proper utilization of human 

resources. It is clear that underqualification/no qualification of teachers, improper development of 

talent and potential are hampering proper utilization of human resources in high schools. 

Another contributory factor towards the challenge facing utilization of human resources is that 

many principals/ managers of schools were never trained as managers and leaders, as a result they 

find it a serious and difficult challenge when coming to proper planning and proper utilization of 

human resources. This is a serious challenge which needs immediate attention and remedy. 
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4.5. Respondents views on human resource planning. 

In this section the responde nts were to respond by indicatin g with yes or no . The purpose of thi s 

section was to ge t the views of hi gh school principals and teachers on planning and utilization of 

human resources. 

Items 3.1-3.10 consist of closed form questions. The aim of these items was to get the views of hi gh 

school principals and teachers regarding p lanning and utili za tion of human resources. 
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Table 4.4. Respondents views on hunrnn resources planning. 

YES NO 

r % F ro 
1. Are advertisement procedures properly 

fo llowed in high schools 95 62 59 38 

2. for effective staff utili zat ion teachers 

work load is important 126 81 30 19 

3. /\re there indi cat ions of over or under 

utilization of human resources in 

high schools. 118 77 35 23 

4. Arc hw11an resources supply match 

organizational needs (school needs) 81 52 75 48 

5. It is necessary for teachers and 

principals to cooperatively plan 

subjects allocation 117 76 37 24 

6. Is it necessaiy for tead1crs and 

principals to cooperatively di scuss 

school policies during planning 123 77 36 23 

7. Is the right sizing the correct solution of 

ensuring that the correct number oftcaehcrs 

as employed 77 49 81 51 

8. Are hwiian talents and skills well 

distributed in high schools 48 31 107 69 

9. Will the volunta1y severance package 

solve the problem of ri ght sizing process 

fo r teachers 45 29 110 71 
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Item 3.1. Arc advertisement procedures properly followed in high schools? 

Table 4.4. shows that 62% of the respondents agreed that advertisement procedures are properly 

fo llowed in high school s whilst 38% of the respondents felt that advertisement procedures arc not 

properly followed in high schools and this can be ascribed to the fact that in almost all the 

develop ing countries, one serious challenge facing principals and teaching when coming to the 

adve1iisement procedures of teaching posts is the total elimination of the use of ethnicity, tribalism 

and nepotism (cf. 2.6.). 

Item 3.2. For effective staff utilization teachers workload is important. 

The majority of (81 %) the respondents agreed that for effect ive staff util ization, teachers workload 

is impo1iant because staff ass ignment requires that careful attention be given to teacher workload 

(c f. 2.3 .7.1. ). Only 19% of the respondents indicated that for effecti ve staff utili zat ion teachers 

workload is not impo1iant. 

Item 3.3. Arc there indications of over or under utilization of human resources m high 

schools? 

Table 4.4 shows that 77% of the majority of the respondents agreed that there are indications of 

under utilization of human resources in high schools. This is supported by Arnott and Chabane 

( 199 5), who says that nationally there is an oversupply of teachers if one uses the government 

recommended ratios; that is high schools 1:35 . (cf. 2.1). 23% of the respondents felt that there were 

indications of over utili zation of human resources in high schoo ls. 

Item 3.4. Do human resource supplies matching organizational needs (School needs?). 

According to table 4.4., 52% of the respondents agreed that human resources supply do match 

organizational needs because staffing at school is strictly related to institutions' objectives 

( cf. 2.6.2.). Secondly, in regard to matching needs with suppl y; a final activity in human resource 

forecasting is to match the school district 's future human resource needs with the current supply 

(cf. 2.3 .6 .). 48% of the respondents fel t that the human resource supply docs not match school 

needs. 
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Item 3.5. Js it necessary for teachers and principals to cooperatively plan subject allocation? 

Table 4.4. shows that 76% of the respondents agreed that it is necessary for teachers and principals 

to cooperatively plan subjects allocation because by so doing all teachers in the school shall have 

been automatically involved in all planning stages of subject allocation. 24% of the respondents felt 

it was not necessary for teachers and principals to cooperatively plan subject allocation. 

Item 3.6. Is it necessary for teachers and principals to cooperatively discuss school subject 

policies during planning? 

The majority of respondents (77%) ag reed that it is necessary for teachers and principals to 

cooperatively discuss school subject policies during planning. Only 23% of the respondents 

disagreed. 

Item 3.7. 

Is right sizing the correct solution of ensuring that the correct number of teachers is employed?. 

Table 4.4. shows that 51 % of the respondents indicated that the right sizing process is not the 

correct solution of ensuring that the correct number of teachers is employed especially that it was 

open to all age groups. The U.S.A. method and approach in this regard was preferred because in 

June 1991, lawmakers in New York approved early retirement incentives for a pariicular age group 

of teachers in an effort to save the jobs of other teachers who were facing layoffs. This proved to be 

a great success (cf. 2.6.1.2.). 

Item 3.8. Arc human talents and skills well distributed in high schools'? 

69% of the respondents indicated that human talents and skills were not well distributed in high 

schools. This is due to the fact that from research there is considerable mis-utilization of teachers in 

South Africa. Because of the rapid expansion of Secondary schooling during the last two decades, 

many teachers who were trained for the primary level category, have been moved to secondary 

schools without the requisite qualifications ( cf. 2.1.). 31 % of the respondents agreed that human 

talents and skills were well distributed in high schools. 
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Item 3.9. Will the voluntary severance package solve the problem of right sizing process for 

teachers. 

The majority of the respondents, (7 l %) indicated that the voluntary severance package will not 

so lve the problem of right sizing for teachers because initially it was not well planned. Only 29% of 

the respondents agreed that the vo luntary severance package wil l so lve the problem for teachers. 

Summary of the chapter 

This chapter was concerned with the processmg and interpretation of data co llected from the 

questionnaires. From tables 4.1, 4.2, 4.3, and 4.4, it has been discovered that high school principals 

and teachers are faced with serious challenges with regard to planning procedures, utilization of 

teachers and the respondents views concerning planning and utili zation of human resources in hi gh 

schools. 

In summary empirical investigation revealed that some high school teachers and principals are not 

well deployed. Teachers who trained for primary level are teaching in high schools. This is 

particularly so in the case of mathematics and science ( cf. 2.6.3.2.). It is further revealed that there is 

over utilization of teachers in high schools and that the under lying cause is that most teachers were 

trained for primary level without any specialization in high school subjects, such as mathematics 

and physical science. It has also been revealed empirically that the depa1imcnt of education can 

remedy this situation of over and under utilization of teachers by setting relevant planning and 

admission procedures at the various training co lleges of education. Finally it has been revealed that 

there is no significant difference in the perceptions of teachers and principals about their degrees of 

challenge for plarrning and utili zation of human resources in high schools. 

The final chapter includes findings on both the literature and empirical study, as well as aspects 

which need to be addressed and recommendations to be made. 



77 
CHAPTERS 

SUMMARY, FINDINGS AND RECOMMENDATIONS. 

5.1. Introduction 

The fact that human resource planning and utilization is relatively a new topic in most developing 

countries especially in Africa, has become a serious challenge nationally and internationally. Little 

has been documented with regard to this topic and this need to be addressed by all stakeholders in 

education. 

5.2. Summary 

The statement of the problem which necessitated this research project is outlined in chapter 1. The 

problem question, namely planning and utilization of human resources in high schools in the 

Rustenburg District of the North West Province is also highlighted in this chapter. 

Three aims of the research project which are discussed in the following chapters were formulated. 

The purpose of the study was: To determine the nature and scope of the issues and to determine 

from literature, strategies and models in pla1rning and utilization of human resource. 

Chapter 1 of this study serves as the orientation of the research. The statement of the problem is 

clearly outlined . 

The aims as well as the method of research are presented. 

In chapter 2 the theoretical basis of planning and utilization of human resources is discussed. Many 

factors that are seen as internal barriers for planning and utilization of human resources in education 

were discussed from a theoretical perspective. 

The definitions of human resource planning and utilization are presented. The concept of human 

resource planning and utilization is described. What planning and utilization of human resource 

entail is also explained. 
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Various factors that are seen as internal barriers for human resource planning and utilization are 

discussed, like failure by managers and teachers to assess human resource needs. 

The role played by schools, teachers and the education system 111 relation to human resources 

planning was also discussed. 

Chapter 3 & 4 of this study deals with empirical research which includes the construction of the 

questionnaire based on the literature study. 

Chapter 4 of this study further deals with empirical research which includes the interpretation of 

data which formed the main focus in this chapter. Findings and recommendations with regard to the 

aims of this research are discussed in the next section. 

5.3. Findings 

5.3.1. Findings with regard to the literature study 

Aim 1. The findings with regard to research (cf. 1.4.1.) that is to determine the nature and scope of 

the planning and utilization of human resources in education are : 

* Human resource utilization which is the future work force need in terms of size and skills for 

major groupings such as educational institutions and the correct placements distribution and the 

best of available human resources ( cf. 2.2.2). 

* The importance of human resource planning which entails humans way of projecting intentions, 

a most appealing and challenging endeavors because it deals with concepts of the future ( cf. 

2.2.2.2.). 

* The need for planning and utilization of human resources and through planning, one can 

anticipate and get ready for whatever the nature has in store for him and that it is indeed true that 

planing is significant and needed in all phases of education ( cf. 2.2.1.4.). 

* Careful attention to be given to teachers workload and professional mix (cf. 2.3.7). 

* Correct placement and effective utilization of teachers (Cf. 2.3.8). 
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Aim 2. The findings with regard to this aim (cf. 1.4.3) that is to dete rmine from literature strategics 

and models in planning and utilization of human resources are: 

* Gerber et al 's human resources planning models which are explained step by step by using 

blocks (cf. 2.4 .1 ). 

* Castetter 's human resources planning models which are defined by making use of phrases and 

activities and secondly by a sequent ial implementation of personnel change ( cf. 2.4.2). 

* Webb's human resources models which were briefly discussed under the fo llowing sub­

headings human resources utilization, human resources development and human resources 

environment (cf. 2.3 .3). 

Aim 3. The findings with regard to aim 4 (cf. 1 .4.4) that is to determine empirica ll y challenges and 

issues planning and utilization of human resources are : 

* The empirical investigation conducted revealed that the majority of the high school teachers arc 

young and this reaffirms the following trend noted by Arnott & Chabane (1995) that the North 

West Province has the youngest stock of teachers (cf. 2.6.3.2). 

• The empirical investigation conducted further revealed that 81 (50.9%) of the respondents ha ve 

trained as primary teachers but they are teaching in high schools without the req uisite 

qualification particularly in Mathematics and science (cf. 2.6.3.2). 

* Furthermore, the study reveals that the majority of high school principals and teachers arc 

experiencing serious problems and challenges with regard to planning and utilization such as : 

enrollment predictions and the supply of human resources in schools (cf. 2.3.2 & cf. 2.3.8). 

* From the empirical study, it is revealed that unqualified teachers arc hampering proper planning 

and utili za tion of human resources in high schoo ls (cf. 2.3.9). 

* However, the study also revealed that the respondents do agree that the right sizing process was 

not the correct solution of ensuring that the correct number of teachers is employed especially 

because it is open to all age groups (cf. 2.5) . 
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5.4. Recommendations 

RECOMMEND A Tl ON l 

More attention should be given to human resource planning and utilization in school s. 

MOTIVATION 

Little has been clone and documented in regard to human resource planning and utilization in 

education in third world countries especia ll y in African Countries and there is a need that this aspect 

be introduced in educational institutions (cf. 2.6.3.3). 

RECOMMENDATION 2 

The academic and professional qualificat ions of high school teachers should be improved . 

MOTIVATION 

Biographical data revealed that there is still an uneven utilization of teachers by academic and 

professional qualification attained and that most teachers are still not properly quali fied to teach in 

high schools and teachers who have trained for the primary level have been moved to high schools, 

therefore there is a need that teachers should undergo some academic and professional upgrading 

programmes. 

RECOMMENDATION 3 

High school principals and teachers be given management, and leadership training workshops so 

that their expertise in these fields must be improved. 
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MOTIVATION 

Because teachers and principals have management and leadership rol es in their various capaciti es as 

educators and managers respectively it is of great significance tha t they are given management and 

leadership training workshops to equip them with the necessary experti se. 

RECOMMENDA Tl ON 4 

Human talents and skills should be well distributed with regard to proper and correct utili zation of 

human resources. 

MOTIVATION 

In this study the respondents indicated that human talents and skills were not well distributed in 

high schools and that is due to the fact that there is considerable mis-utili za ti on of teachers in South 

Africa. Therefore urgent measures must be taken to remedy thi s anomall y (cf. 2.3.8). 

5.5. Conclusion 

Very little attention has been paid to human resource planning and utilization in education and 

without effecting urgent and inunediate measures to remedy this abnormal situation , the quality of 

education will be diluted. Training of teachers and principals in human resource planning and 

utilization is a profitable investment in line with human capital theory. 

,,-.J 

ln conclusion , this study has revealed that there is a need to run upgrading seminars and workshops 

in human resource planning and utilization. Without such seminars and workshops , principals and 

teachers will undoubtedly become a tlu-eat to the education of our children as well as to the social , 

political and economic fabric of society. From empirical investigation, it has been revealed that high 

school principals and teachers are not well deployed in schools. There is another revelation that 

there is a great overutilization of teachers in high schools and that this needs the attention of all 

stakeholders in education. Finally it is only the involvement of concerned stakeholders in education 

that can remedy the situation of proper planning and correct utili zation of human resou rces in high 

schools. 
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THE QU ESTIONNAIRE 

Questionnaire Number 

Card No 

.______~-.______~I ( I - 3) 

□(4) 

SECTION/\ 

Biographical and background information. 

Kindly answer the fol lowing questions by crossing an x on the appropriate block. 

I. Your age in years 

Below 30 

31 - 35 

36 - 40 

41 - 45 

46 - 50 

51 and above 

2. Sex 

Male 

Female [J 
3. Experience in the teaching field 

0 - 5yrs 

6 - l0yrs 

11 - 15yrs 

16 - 20yrs 

21 - 25yrs 

26 and above 

I 

2 

3 

4 

5 

6 (5) 

(6) 

l 

2 

3 

4 

5 

6 (7) 



4. 

5. 

Highest academi c qualification (choose only one answer) 

Below Std I 0 

Std 10 

Std IO plus 4 degree courses 

Std l O plus 8 degree co urses 

I 

2 

3 

4 

A degree e.g. B.A. (fi rst degree) 

Honours degree or B.ED. 

Masters degree 

5 

6 

7 

Doctorate 8 

O thers (specify) 9 

Hi ghest professional qualification (choose onl y one answer) 

Professional Professional 

Degree Diploma and certificate 

BAED 1 NPL/H.P.T.C. 

BPAED 

BAPaed P.T.C./H.P.T.C. 

Bcom (Ed) 2 P EC/PCE/S PTC 

PTD (SP) UDE (Prim) 

B.Sc. (Ed) Bagric 3 P.TD (J.P) PTD (PP) 

(Ed) J.S.T.C . 

Bprim Ed 4 SEC 

STD/SSTC/UDE (SEC) 

3Y/3J 

B.Ed 5 SEO (3Y/3) 

THEO (n) HOE ( 4y/4j) 

M.Ed 6 lHEU (d) (ly/lJ) 

DeD '/ UED/1-lliD (p) ( ly/l J) 

(8) 

8 

9 

10 

I 1 

12 

13 

14 

15 

16 

17 

18 

19 (9) 



6. Position held 

7. 

8. 

Tec1cher 1 

Senior Teacher 2 

H.O.D. 3 

Semor H.O.U . 4 

Ueputy l'nnc1pal ) 

Senior Deputy Principal 6 

Principal 7 

Others (specify) 8 ( I 0) 

Experience (in years) of subjects yo u are teaching 

Below 3yrs 1 

4 - 8yrs 2 

9 - I 3yrs 3 

14- 18yrs 4 

19 and above 5 ( l I) 

Indicate your highest University/College qualification in the subjcct(s) you are 

teaching 

l st year 

2nd year 

3rd year 

4th year 

Others (Specify) 

1 

2 

3 

4 

5 (12) 



SECTION B 

Views of school principals and teachers on issues and cha llenges on human resource 

planning and utilization in schools. 

Please indicate how serious a challenge each of the following is for schools or school 

Principals in the planning and utili zation of human resources by ticking 0 11 the 

appropriate number. 

Key 

1. Not a challenge 

2. Minor challenge 

3. A challenge 

4. Serious challenge 

1. Planning procedure in regard to human resources 

1.1. The intake of teacher trainees. (13) 

(I 3) 

1.2. Correct Placement of graduate 

teachers. ( 14) 

1.3. Choice of curriculum of 

teacher trainees. ( 15) 

1.4. Allocation of teaching grants to 

schools by the provincial ministry 

of education. (16) 

1.5. Increases and or decreases in 

pupil enrollments. ( 17) 

1.6. The ongoing mass training 

programmes of student teachers 

country wide. ( 18) 

1.7. Lack of human resource 



) 

planning can be detrimental to an 

institution (Schoo l) if not attended to. ( 19) 

1.8. The implementation of ri ght sizing 

process for teachers . (20) 

1.9. The development of more explicit of 

future human resource needs. (21) 

1.10. Underqualified H.O.D. 's (academica lly) (22) 

1.11. Underqualified teachers (academically & 

professionally) (23) 

1.12. Conducting teachers seminars and 

workshops. (24) 

1.13 . High school teacher - pupil ratio of 

one is to thirty five need to be reviewed (25) 

2. Utilization of human resources 

2.1. Proper deployment of talent and 

competency. (26) 

2.2. Recognition of individuals staff 

differences. (27) 

2.3. Principals serve as teachers 

helping other teachers to utilize 

their potentials. (28) 

2.4. Identification of staff talent to 

facilitate an effective school 

programme. (29) 

2.5. Proper job placement (30) 

2.6. Careful attention to teacher 

workload. (31) 

2.7. Teachers offering scarce subjects 

like maths and science without the 

requisite qualifications. (32) 

2.8. Proper and fair distribution of 



human resources in schoo ls 

2.9. The need to hire and reta in we ll 

qua lified and quality teachers in 

the teaching pro fess ion. 

2. 10. The use of the talents ava ilable 

in educational institutions. 

SECTlON C 

3. 

3. I. Are advertisement procedures properl y 

followed in high schools 

3.2. For effective staff utilization teachers 

workload is important 

3.3 . Are there indications of over or under 

utilization of human resources, in 

high schools? 

3.4. Can the department of education remedy 

the above situation (4.3.) 

3.5 . Are human resources supply match 

organizational needs (school needs) 

3.6. ls it necessary for teachers and 

principals to cooperative ly plan 

subject allocation? 

3.7. Is it necessary for teachers and principals 

to cooperatively di scuss school subject 

(33) 

(34) 

(35) 

m 2 (36) 

tE 2 (37) 

rn No 

(38) 2 

m 2 (39) 

m 2 (40) 

~ 2 ( 41 ) 

rn 2 (42) 



policies during planning? 

3.8. Is the ri ght sizing the correct solution tE ensuring that the correct number of ( 43) 2 

teachers are empl oyed. 

3.9 . Are human talents and sk ill s wel l t±j distributed in high schools? (44) 

3. 10. Will the voluntary severance package ffi solve the problem of right sizing (45) -
process for teachers. 



--......... 

The Principal/Circuit/District Manager 
. er.i vate .... .8.~ ... :x:a2ii.o ......... ....... .. . 
. Rµ~r1.:-~@.~.~- ..... ... .. ........ .. .... ...... .. .... . 
0300 

University j 
of North-West 
Department of Planning and 
Administration 

Private Bag X2046 MMABATHO 2735 
Republic of South Africa 
Telephone : (0140) 892111 

Fax No. : (0140) 25775 

Date 

Your reference 

Our reference 

REQUEST FOR PERMISSION TO CONDUCT RESEARCH 

✓ 
Our postgraduate students (M Ed . & B Ed) are conducting research in education. 

You are hereby kindly requested to allow ... Mr. ... M . .. J •.. P:i.t$e .. .... . . 
to conduct research in the school, circuit, district under your jurisdiction. 

* The topic is: .... Planning ... and.._ .. utilization .. of. .... Hµ!ll@ .. ~s.9.~~~-.... 
. in ... High . S.chool::l .... in . tj:l_e_ ... Il~:3i:E?ril:>ttr.g . _l?_i_s_t:r_ic::.i:_ .. . ?t .. -~e-: .. _N():r-:t? .. 

West Province.· 4 

The findings of this research will be made.available to you at your request. Furthermore all data 

collected from schools will be kept confidential, and no identification of a specific school will be 

given when the report is completed. 

Thanking you in anticipation 

Yours sincerely 

HEAD : EDUCATIONAL PLANNING & ADMINISTRATION. 
-~ N;B; In this study, Human resources refer to manpower, labour force 

or teachers well and appropriately trained and skilled to teach 
in educational institutions; (High School Teachersin particular); 


