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SUMMARY

A MANAGEMENT STRATEGY FOR PRINCIPALS FOR THE CAREER DEVELOPMENT
OF FEMALE TEACHERS IN PRIMARY SCHOOLS

This research is focused on the development of a management strategy for the career
development of female educators in primary schools in the Free State Province.

The nature of career is conceptualised as multi-facetted influencing all aspects of life and
pivotal for understanding the career trajectories of female educators (Theron, 2002:1-3).
Career development, an ongoing lifelong dynamic process underpinned by career planning,
is addressed by means of Human Resource Management (HRM) and Human Resource
Development (HRD). HRD and HRM are used as tools to enhance career development by
utilizing Human Capital (HC) to build Social Capital (SC). The quality of work life is closely
linked to career- and life stages and integrated with different career expectations. In many
instances the life roles of female educators are shaped by SC resources.

Different aspects influence the career development of female educators and the role that
principals play can never be under-estimated. Realities within education and the legal
parameters set define the boundaries of career development. The principal as mentor and
coach who regards female educators as leaders-in-training play a major role in her career
development by means of different management actions.

A research design for empirical studies includes both quantitative and qualitative methods,
i.e. a questionnaire and focus group discussions respectively. One of the findings is that
principals in general rate themselves to be more involved in the career development of
female educators than perceived by female educators, whilst another finding is that a
management strategy for the career development of female educators must be tailor-made
for a specific school.

The contribution of this research is for example concept clarification on career and career
development whilst a generic strategy for the career development of female educators is
developed.



OPSOMMING

BESTUURSTRATEGIE VIR SKOOLHOOFDE VIR DIE LOOPBAANONTWIKKELING VAN
ONDERWYSERESSE IN PRIM&ERE SKOLE

Hierdie navorsing is gerig op die loopbaanontwikkeling van onderwyseresse in primére skole
in die Vrystaat.

Die aard van die begrip loopbaan is gekonseptualiseer. Nie alleen bevat dit verskeie fasette
nie maar dit beinvioed alle fasette van die lewe en is dus van deurslaggewende belang om
vroue se loopbaanpaaie te verstaan. Loopbaanbeplanning vorm die basis van
loopbaanontwikkeling — 'n voortdurende, dinamiese en lewenslange proses.
Loopbaanontwikkeling, onder die loep geneem deur middel van Menslikehulpbron-bestuur
(MHB) en Menslikehulpbron-ontwikkeling (MHO), word gebruik om Mensekapitaal te ontgin
en Sosiale Kapitaal te bou. Die gehalte werkslewe van die individu, nou verwant aan
loopbaan- en lewensfases, is geintegreer met loopbaanverwagtinge. In baie gevalle word
die lewensrolle van onderwyseresse gevorm deur hul Sosialekapitaal-bronne.

Die loopbaanontwikkeling van onderwyseresse word deur verskillende aspekte beinvioed en
die rol van die skoolhoof hierin mag geensins onderskat word nie. Regssaspekte en
werklikhede binne die onderwys self bepaal die grense vir loopbaanontwikkeling. Die
skoolhoof, as mentor en “afrigter” wat onderwyseresse bejeén as leiers-in-opleiding kan deur
die aanwending van verskillende bestuursaksies 'h betekenisvolle rol in hul
loopbaanontwikkeling speel.

Die empiriese navorsingsontwerp bevat beide kwantitatiewe en kwalitatiewe fasette, en
inligting is ingewin aan die hand van vraelyste en fokusgroepbesprekings onderskeidelik.
Een bevinding wat gemaak is, is dat skoolhoofde hulle oor die algemeen meer betrokke ag
by die loopbaanontwikkeling van onderwyseresse as wat die onderwyseresse hul
betrokkenheid ervaar. n Ander bevinding is dat ‘n bestuurstrategie vir die
loopbaanontwikkeling van onderwyseresse pasgemaak moet word vir ‘n spesificke skool.
Die bydrae van hierdie navorsing sluit byvoorbeeld die begripsverklaring en -verheidering
van loopbaan en loopbaanontwikkeling in, terwyl 'n generiese strategie vir die
loopbaanontwikkeling van onderwyseresse ontwikkel is.
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