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THE BIG PICTURE 
 

INTRODUCTION 

 
“Regarding the nature of work, the orthodox view accepts the Old Testament belief that physical labour is a 

curse imposed on man as a punishment for his sins and that the sensible man labours solely in order to keep 

himself and his family alive, or, if he is fortunate, in order to make a sufficient surplus to enable him to do 

the things he really likes. Regarding the conditions of work, it is assumed that improving the conditions of 

the job will cause the worker’s natural dislike of it to be mitigated…Regarding the motivation of work, the 

carrot and stick hypothesis asserts that the main positive incentive is money, the main negative one fear of 

unemployment. Of recent years, these views have been modified in many ways. It is conceded that some 

people…like to work. 

 

Now modern research has shown that these views are incorrect. 

 

Work is an essential part of a man’s life since it is that aspect of life which gives him status, and binds him 
to society. Ordinarily men and women like their work. Work is a social activity. 

 

The morale of the worker has no direct relationship whatsoever to the material conditions of the job. 

 

There are many incentives, of which, under normal conditions money is one of the least important. 

Unemployment is a powerful negative incentive. Precisely because of 1 (its social nature). 

 

It has already been made clear that it is meaningless to talk of leadership as if it were a psychological trait, 

something within the individual, which some people have and others do not or have in negligible degree. 

The word makes sense only when it specify to what end and in what circumstances the leader will be 

expected to act. Yet most books …will give a list of leadership qualities which tell us, for example, that the 
leader must have intelligence and good judgment, insight and imagination, ability to accept responsibility, a 

sense of humour, a well-balanced personality, and a sense of justice. 

 

It was suggested that we cannot understand the attitudes of either management or workers unless they are 

seen in their historical context, and unless we realise that much that has been regarded as due to human 

nature is, in fact, purely the product of a particular culture at a particular stage of its development. The 

beliefs that work is an unpleasant necessity, that the individual is basically self-interested, basically lazy, 

and basically competitive, and that society consists of a mass of unorganised individuals, each at war with 

the other,…that fear of starvation is the main negative incentive and money the main positive one – all 

these are products of a certain type of society at a certain stage in its development. 

 
A great deal of attention … has been paid to the study of interpersonal relationships at work … There has 

(also) been research on the study of fatique and boredom … exploring psychological needs and how they 

are may be met in the organisation. Maslow has developed a theory of motivation which has … (been) 

applied to organisations. He views man as having needs which exist in an innate hierarchy in which the 

lower needs have to be satisfied to a considerable extent before the higher needs can emerge to motivate the 

individual” (The Social Psychology of Industry by J A C Brown – 1980). 

 

Our biggest challenges for 2009-2011 remain 

 

 Time-on-task (absenteeism of educators and learners) 

 Discipline of educators and learners 

 Class size 

 Morale of educators 



 The educator’s lack of knowledge and conceptual understanding of the curriculum 

 Distraction from 196-days per annum core duty 

 Making the strategic links between curriculum planning, implementation and monitoring 

 Improve literacy and numeracy rate at poorer schools 

 Implementation of the FET 

 Overload and burden carried by the school principal 

 Sustain and maintain above 60% matric pass rate  

 Maintain school grounds – and keeping it clean (including the classrooms and toilets) 

 Communications within the circuit 

 School Development and Improvement Planning 

 Alignment of planning between School, Circuit, District Office and Head Office 

  

It is the contention of my office (CTM) that improving schools by addressing these challenges cannot 

happen unless we also restore the dignity, pride, professional integrity and sense of duty and confidence of 

the educators. I am committed to that task … I hope I can say the same of you. We need the commitment 

and dedication of your staff to help with the restoration of professional integrity through positive actions, 
values and attitudes. 

 

I am asked many-a-time about the purpose of my job. My job in essence is about,  

 Finding and creating space and opportunity 

 Be innovative and creative in occupying that space 

 Do the most impact with the least effort and resource 

 Be productive and remember the individual can make a difference … positively or negatively 

 This is the space I, with the team create … in which you ought to flourish 

 Therefore my job is simple … I make you happy, So that you make your staff happy, So that your staff 

make our children and parents happy … such is the nature of our contract 

 And so, in pursuance of this happiness as managers we have to make very difficult choices. 
 

As managers our duty can be divided into four (4) clearly demarcated areas of responsibility namely, 

 Planning (setting of goals and objectives and make decisions) 

 Organizing (the way and how we carry out decisions) 

 Directing (influencing your staff to achieve objectives) 

 Controlling/Supervising (ensure results in accordance with plans). 

 

Remember, 

 Effort does not guarantee success 

 Acknowledge and reward good practice 

 As manager you are paid to look after assets/resources 

 Every  line manager is a human resource manager 

 Human resource managers create an enabling environment for staff and look after the most important 

asset namely people, “customers and clients” 

 Planning strategically requires managers to scan the environment and to align to the changing external 

environment 

 Selection of staff does not guarantee success … it only put the odds in your favour 

 The line manager is the “last one standing” when there is total collapse or demise of the system … that 

is you. By the time you switch off the light. The Circuit Team Manager would have been long gone 

 Most research on staff motivation and enhanced performance have the following issues in common 

o Communication with staff 

o Delegation to members of staff 
o Development of staff 

o Participation of staff 

o Recognition of staff 



The irony being that most of us expect but seldom give of these common issues … my advice to 

you is to use your circle of influence to maximize and give to your staff recognition, delegation, 

participation, development and communication. 

 Clearly establish and identify your circle of influence and maximize it … recognize your circle of 

concern and minimize it 

 Staff acknowledgement and reward   
 

 

RESEARCH FINDINGS 

Research has shown that “Effective Districts are strongly associated with 

 Strong instructional leadership from Director and District Team 

 Emphasis on learner improvement, learning and teaching 

 Establishment of District goals & objectives 

 Deliberate selection and appointment of school principals with both Curriculum 

and Personal skills 

 Monitor school visit and meetings 

 Emphasis on professional development 
 Systematic use of data 

 Tracking school performance. 

 

“KNOW-HOW: The Eight Skills that Separate People Who Perform from Those Who Don’t” by Ram  

Charan 

 

THE SIGNIFICANCE OF THE BOOK/CONTEXT 

 Contemporary challenge to managers to also assume the role of leader 

 Assumption - no real separation of Management & Leadership 

 Ongoing discourse/conversation – management & leadership 

 SA developmental state – ongoing search for an appropriate development model 

 Provisions and challenge 

o Current redesign of the WCED 

o Education Laws Amendment Bill 

o Occupational Specific Dispensation 

 

VIEW OF THE AUTHOR 

o Leadership is hard work 

o It is made not born 

o It requires attention to detail which is developed over many years 

o It helps to have keen intelligence, boundless energy, wide range of interest and psychological 

maturity 

o Author is wary of  charismatic and superficially impressive leaders 
o Eight Skills 

o Know how to position the business to make money 

o Connect what is happening outside of your business to what it means for the business 

o Managing the social system – get people to work together more effectively 

o Process of judgment, selection and development of leaders 

o Mould a team of leaders 

o Choose and set the right goals 

o Clearly marked priorities 

o Best leaders react when forces beyond their control impact on business 

 

“DOES SIZE MATTER” 
The call or need to reduce the class size are underpinned by both the view that it constitutes the 

 root causes to the problems experienced within poor schools 

 and is symptomatic of and adding to other problems experienced within poor schools. 

 



Whichever point of departure, the issue of reducing class size must be considered in terms of the following 

matters raised by the debate; 

 Affordability 

 Availability of resources e.g. educators, classrooms, equipment, furniture  

 Impact on learning and teaching 

 Impact on classroom socialization 

 Social cohesion 

 Educator : learner ratio 

 Reduction from 40-45 (poorer schools 50-60) towards what? 

 

What remain undeniably are the fact that large classes contribute significantly to the erosion of social 

cohesion, good and positive classroom management and socialization. International research further 

suggests that for a direct and positive effect, class size should desirably be reduced to 20-25.  

 

Given the South African context educators and managers have identified a desirable class size as 35 

learners. In the Western Cape alone the direct staffing cost to reduce the current class size to an average of 

35 will be R500 000 000 (+- 4000 educators – on average an additional 3-5 educators per school). Let see if 
we can rise to the occasion! Maybe we should select and target the poorest of the poor! 

 

THE FACTS ABOUT POVERTY IN CIRCUIT 6 

 More than 40% are single parents 

 More than 20% stay in informal settlements 

 More than 50% unemployment 

 More than 25% on state grant 

 Average income of R1000pm 

 More than 50% cannot afford to pay school fees 

 More than 60% of learners are not part of feeding scheme 

 Primary schools = 21 

 High schools = 4 

 Ratio – HS:PS = 1:3.5 … only 1 out of 4 learners starting school will have accommodation by the 

time they reach grade 9 

 Overwhelming majority live in rented housing = 67% 

 More than 50% of learners starting grade 1 drop out by grade 12 

 Population 

o Coloured = 98% 

o Indian = 0.4% 

o White = 0.1% 

o Black African = 1.5% 

 Males = 49% 

 Females = 51% 

 Language = 86% Afrikaans speaking, 14% English speaking 

 Challenges  

o Substance abuse 

o Poverty 

o School drop outs 

o Gangsterism & Violence 

o HIV/AIDS 

o Vandalism & burglaries 

 Levels of education/schooling 
o No schooling = 10% 

o Some primary = 30% 

o Completed primary = 15% 

o Some secondary = 38% 

o Grade10-12 = 6% 



o Higher = less than 1% 

 

LEARNER RETENTION 

“Learner retention at FET level indicates that the percentage of people with Grade 9 reaching Grade 12 

tends to remain almost static over the years. The estimates indicate a static progression pattern within 

further education among learners entering this phase with slightly less than 90% of those with Grade 9 
reaching Grade 10. About three-quarters reach Grade 11 and just below 60% reach Grade 12. Essentially, 

the drop-out rate is minimal for at least the first 8 years of schooling. The dropout rates increase sharply 

from Grade 9 onwards. Out of a thousand people born between 1980 and 1984, about 984 entered Grade 1 

and 456 reached Grade 12. This means slightly more than 46% of this birth cohort that started Grade 1 

eventually reached Grade 12.” 

 

“On issues relating to the findings on the extent of learner retention and drop out in the schooling system, it 

is recommended that: Interventions to improve learner retention in the schooling system should focus on 

the post-compulsory school phase as there is conclusive evidence to suggest higher dropout rates from age 

16 onwards. While it is noted that the age group is beyond the compulsory school phase, it is in the interest 

of the country to retain as many learners as possible until they complete Grade 12, or until they have 

completed an equivalent qualification through the FET College system. A small proportion of learners 
starting Grade 9 do not stand a good chance of completing Grade 12. The education system does not 

provide sufficient alternatives for the 16-18 year old group. Consequently Grade 10 – 12 have high rates of 

failure, repetition and dropout. Urgent attention should be given to providing suitable alternative FET 

programmes which include a focus on both content and mode of delivery. Despite the insignificant dropout 

rates in primary school grades, it is imperative that the Department investigates circumstances for learner 

absence as provided for in the South African Schools Act No. 84 of 1996. Active mobilisation of 

communities to identify and report children who do not attend school should be encouraged. With regard to 

reasons that lead to learner drop-out and the interventions that have to be designed to prevent learner drop-

out, it is recommended that: Consideration be given to effectively utilizing the wider communities and 

improving social networks to monitor and track learner attendance. In addition, consideration should be 

given to developing a cadre of “attendance officers” who should be appointed at local levels to monitor 
attendance and provide psychosocial support to learners who are at risk of dropping out.” 

 

SCHOOLS THAT WORK 

In reflecting on the ways in which the Schools that Work operated in their contexts and conducted their 

daily practices of teaching and learning, four dynamics were evident: 

 

• all of the schools were focused on their central tasks of teaching, learning, and management with a sense 

of responsibility, purpose and commitment; 

• all of the schools carried out their tasks with competence and confidence; 

• all had organisational cultures or mindsets that supported a work ethic, expected achievement, and 

acknowledged success; 

• all had strong internal accountability systems in place, which enabled them to meet the demands of 
external accountability, particularly in terms of Senior Certificate achievement. 

 

THE CIRCUIT PICTURE 
 

CIRCUIT IMPERATIVES 

The major challenges in Circuit 6 are (mostly directly related and symptomatic of poverty) 

 Overcrowding – large classes 

 Social violence 

 Extremely low literacy and numeracy levels 

 Teacher : pupil ratio 

 Diversion from core (learning and teaching) towards support (pastoral care) function 

 Capacity of management to deal with huge challenges  

 Lack of parental interest 

 Learner discipline 



 Educator discipline and morale 

 Drop out of learners 

 Corporal punishment 

 The discreet absence of the rule-of-law 

 

OPERATIONAL PRINCIPLES 

 Alignment between provisional planning & SIP 

 Need greater than our capacity to respond  

 Make difficult choices 

 Target, select, focus, penetrate 

 Making Strategic Links 

 Planning & Implementation 

 Grade 7 & 8 

 Grade 10 & 11 

 School & District Office 

 School & Circuit 

 High expectation for/of all – no place for mediocrity 

 Setting standards and targets 

 Focus – LITNUM, LITNUM, LITNUM … added now NSLA, NSLA, NSLA 

 Creation of an Operations Room 

 Approach of Circuit Team – Learner/Teacher focused – “What happens in the classroom informs our 

being and the essence of our service” 

 Towards authentic conversation and dialogue 

 Zero tolerance 

 Learning Support & Foundation Phase work-as-a-team 

 Intersen to work-as-a-team 

 
CORE BUSINESS 

 

1 Circuit Team Manager (CTM) Accountable for organizational performance & 

improvement 

2-3 IMG Manager IMG – Principal/Deputy performance management 

4 Administrative assistant Administrative assistant to office of CTM 

5 Psychologist Psychological barriers & intervention 

6 Social Worker Social barriers & intervention 

7 Learning support Learning barriers & intervention 

8 Foundation Phase Advisor Curriculum support & advice & development 

(Litnum & Foundations for Learning R-3) 

9-10 Intersen Advisor Curriculum support & advice & development 

(Litnum & Foundations for Learning Grade 4-6(7) 

11 Administrative Development Advisor Financial Auditing, support & advice & 

development 

 

STRATEGIC LINK TO THE CLASSROOM 

Curriculum Advisors Direct support to teachers & learners 

SNE (Psychologist & Social Worker) Direct support to learners & teachers 

Admin Development Advisor Expenditure on LTSM & other resources 

Procurement & application of LTSM & other 

resources 

Budget  
032 & 043 

IMG Manager Instructional leadership  

Performance appraisal of principal 

Meeting with staff 



Pre-progression & promotion 

Validation 

Enquiry & complaints 

Public Relations 

School Annual Plan 

SIP  

 

 
 

 

FUNCTION & RESPONSIBILITY OF THE PRINCIPAL – LEGAL REQUIREMENT 

The Principal 

1. Represents the Head of Department in the SGB 

2. Must prepare and submit an annual report to the Head of Department 

3. Academic performance 

4. The effective utilization of resources 

5. Of under-performing school, must, at the beginning of the year prepare a plan for improvement of 

academic performance 

6. This plan must be tabled at an SGB meeting 

7. Submit a progress report by 30 June 
8. Professional duties include 

9. Implementation of all educational programmes and curriculum activities 

10. Management of all staff 

11. Management of resources 

12. Delegated functions by Head of Department 

13. Safekeeping of school records 

14. Implementation of policy and legislation 

15. Attend and participate in meetings of SGB 

16. Provide SGB of report about professional management 

17. Assist SGB with disciplinary proceedings 

18. Assist the Head of Department with disciplinary matters of staff 
19. Inform SGB about policy and legislation 

20. Provide accurate data to Head of Department when requested 

21. Assist SGB to perform their functions 

 

UNDERPERFORMING SCHOOLS 

THE LEGAL REQUIREMENT 

Head of Department 

1. Must annually identify under-performing schools 

2. Must issue written notice to the school 

3. Standards of performance of learners as below standards prescribed by NCS 

4. A serious breakdown in the management of the school which prejudice the standards of performance 
5. The safety of learners are threatened 

6. The notice 

7. Respond within 14 days 

8. Provide an improvement plan (to correct the situation) 

9. Must support and assist school (reasonable steps) 

10. Apply incapacity code for poor performance 

11. Withdraw functions from SGB 

12. Counseling of the principal (coach/mentor) 

13. MEC to report to Minister by March the follow year. 

 

TIME MANAGEMENT 

FOUR-WEEK-CYCLE SUMMARY 

4-WEEK-CYCLE OFFICE/ADMIN TRANSIT CONTACT MEETINGS 

 31% 10% 49% 10% 



     

Weekly Hours 12hrs 4hrs 20hrs 4hrs 

5days 1.5 0.5 2.5 0.5 

15days 4.5 1.5 8.5 1.5 

20 days 6 2 10 2 

     

Weekly school 

visits 

  IMG – 4-5 

PSYCHS – 3-4 

SOCIAL – 3-4 

L/P/A & FP – 2-3 

SBM – 2-3 

INTERSEN – 2-3 

GET – 1-2 
FET – 2-3 

DISTRICT NORMS 

No less – 3 crts 

No more – 5 crts 

No less – 45 schools 

No more – 100 schools 

Circuit 15-20 schools 

50% CA&OTHER(6) 
20% M&G (3) 

10% ADMIN (2) 

School visits (1p/m)  

Three-week cycle 

of school visits 

  IMG – 15 

PSYCHS – 12 

SOCIAL – 12 

L/P/A & FP – 9 

SBM – 9 

INTERSEN – 9 

GET – 6 

FET – 6 

HIGH IMPACT 

(10-12/21 primary schools) 

 

HIGH SCHOOL 

(4) 

 

Monthly school 

visits 

   

IMG – 20 
PSYCHS – 16 

SOCIAL – 16 

L/P/A & FP – 12 

SBM – 12 

INTERSEN – 12 

GET – 8 

FET – 11 

NATURE OF JOB 

PLAN/CONTINGENT 
70:30 

PLAN/CONTINGENT 

PLAN/CONTINGENT 

PLAN 

PLAN 

PLAN 

PLAN 

PLAN 

 

 

THE SCHOOL PICTURE 
 

INSIGHTS ACROSS THE NINE WSE FOCUS AREAS 

 

 

CATHKIN CRYSTAL HEIDEVELD MOUNTVIEW 

1Basic Functionality 
Purpose:  

To evaluate whether the school can 

function efficiently and effectively and 

realize its educational and social goals 

 

2 2 3 3 

2Leadership & Management 

Purpose:  

To evaluate the effectiveness of the 

leadership of the school 

 

2 3 3 3 

3Governance & Relationships 

Purpose:  

To evaluate the effectiveness of the 

2 2 2 2 



SGB in giving clear strategic direction 

 

4QL&T and Teacher Development 

Purpose:  

To evaluate the quality of teaching and 

learning and educator development 

 

1 1 2 1 

5Curriculum Provision & Resources 

Purpose:  
To evaluate the quality of the 

curriculum and how closely it matches 

the teaching and learning needs in 

relation to local or national 

requirements, including how extra- 

and co-curriculum enhances the 

curriculum 

 

1 1 2 1 

6Learner Achievement 

Purpose: 

To evaluate the knowledge, skills, 

attitudes and values that learners have 
acquired 

 

1 1 2 1 

7School Safety, Security, Discipline 

Purpose: 

To evaluate the extent to which the 

school knows about legislation and 

human rights and implementation 

thereof; to check that the school is 

secure and that the learners, educators 

and support staff are safe; and to 

evaluate the effectiveness of the 

schools disciplinary procedures 

 

1 2 2 2 

8School Infrastructure 
Purpose: 

To evaluate to what extent the school  

has sufficient and appropriate staff, 

resources and accommodation 

 

2 2 2 2 

9Parents & Community 

Purpose:  

To evaluate the extent to which the 

school encourages parental and 

community involvement in the 

education of the learners and how it 

makes use of their contribution to 
support learners’ progress 

 

1 1 1 1 

1Poor  2Acceptable (RISKS)  3Good 

 

STRATEGIC FOCI 

 CATHKIN CRYSTAL HEIDEVELD MOUNTVIEW 

1Basic Functionality 2 2   

2Leadership & Management 2    



3Governance & Relations 2 2 2 2 

4QL&T and Teacher Development 1 1  1 

5Curriculum Provision & Resources 1 1  1 

6Learner Achievement 1 1  1 

7School Safety, Security, Discipline 1    

     

9Parents & Community 1 1 1 1 

 

 

CATHKIN 

 

“FIRST YEAR NSLA” 

 

The school is struggling to cope with the demands of vandalism and learner discipline. The school building 
and grounds is in a state of decay and the principal finds it difficult cope. When I met with Mr Boughwan 

during 2008 he said to me that his matric results is sliding, his fear was that at the end of 2008 it would 

drop to 60% (85%, 81%, 89%, 65%, 69%, 67%, 40%). His remark was that learner motivation and 

discipline was Cathkin’s greatest challenge.  

 

It is the considered opinion of the Circuit Team and IMG Manager that the School Principal and SMT have 

the capacity to deal with the management and leadership issues facing it. 

 

The school has done a prognosis and diagnostic analysis of the performance of the matric learners within 

the FET (Grades 10&11) given due consideration for the school internal standard vis-à-vis the external 

examination standard. Good news is that the projection of 60% pass rate appears achievable. 
 

The fact that the principal is carrying a sizable teaching load adds to the challenge facing the SMT. 

Building social cohesion (and strategic vision) and capital amongst the School Management Team must be 

a priority. 

 

MONITORING & EVALUATION (INTERVIEW WITH PRINCIPAL-FEBRUARY & MARCH) 

1. What are some of the contributing factors for poor performance? 

 Learners not motivated 

 Absent and work not submitted 

 Interventions – learners non responsive 

 Extra lessons – learners not turning up 

 Requirement for HL – 40% 

2. Present, Punctual, Willing, Able & Ready (teachers & learners) 

 Learner punctuality improved 

 Bunking and truancy across grades 

 Parents – this year the focus 

 Mentorship programme for learners 

 Absenteeism not a problem 

3. How does the SMT function? 

 Small SMT 

 Functioning well 

 Utilize Grade Heads 

 Challenges with staff – resistant to change – negative attitudes 

4. Some positive things you see in current matric learners? 

 Visitor from Sweden assisting with reading 

 Attendance – much better 

5. What are you worried about? 

 Parent meetings 

 Assessments 



 Had a search & seizure – no drugs or weapons found by Police 

 Grade 12 – no major problems  

6. How do you manage assessment and portfolios? 

 Internal moderation 

 Intervention for learners not handing in work 

 
The key aspects to focus on shall be; [A-E indicate priority] 

1Basic Functionality (D) 

2Leadership & Management (E) 

4QL&T and Teacher Development (B) 

5Curriculum Provision & Resources (C) 

6Learner Achievement (A) 

 

   

CRYSTAL 

 

“SECOND CONSECUTIVE YEAR NSLA” 

 

The school is struggling to cope with the demands of vandalism and learner discipline. The school building 

and grounds is in a good, healthy and clean state. When I met with Mr Abrahams during 2008 he said to me 

that his matric results is not going to improve, his fear was that at the end of 2008 it will drop below 60% 

(62%, 96%, 63%, 85%, 65%, 32% ,49%)His remark was that learner motivation and discipline was Crystal, 

coupled with the absenteeism of key educators and that fact that he struggles to find qualified and 
experience teachers in key subjects presents the greatest challenge. This year there is greater stability wrt 

teacher absenteeism.   

 

It is the considered opinion of the Circuit Team and IMG Manager that the School Principal and SMT have 

the capacity to deal with the management and leadership issues facing it. 

 

The school has done a prognosis and diagnostic analysis of the performance of the matric learners within 

the FET (Grades 10&11) given due consideration for the school internal standard vis-à-vis the external 

examination standard. Good news is that the projection of 60% pass rate appears achievable. 

 

The fact that the principal is carrying a sizable teaching load adds to the challenge facing the SMT. 
Building social cohesion (and strategic vision) and capital amongst the School Management Team must be 

a priority. Mr Abrahams finds it difficult to delegate with confidence and trust. The result is he steps in 

whilst the member of the SMT is held accountable – he/she then drops the ball. The issue of micro-

management, delegation, accountability and collaboration will be explored. 

 

The key aspects to focus on shall be; [A-D indicate priority] 

1Basic Functionality (D) 

4QL&T and Teacher Development (B) 

5Curriculum Provision & Resources (C) 

6Learner Achievement (A) 

 

MONITORING & EVALUATION (INTERVIEW WITH PRINCIPAL) 

1. How does the SMT function? 

 Good spirit 

 Frustrating to ask same person to complete tasks over and over 

 SMT saying that principal does not understand them 

 Principal to clinical and cold, task-orientated 

 The need to delegate more 

2. Some positive things you see in current matric learners? 

 Good prevailing spirit 

 Learners more focused 



 Small classes 

 Adoption programme 

 Afternoon classes 

 Winter school 

 Better top group than last year 

3. What are you worried about? 

 Physics  

 No curriculum adviser – Life Science, CAT, Maths,  

 First meeting with parents – Xhosa poor turn out 

 Huge problems with drugs & alcohol 

4. How do you manage assessment & portfolios? 

 Internal system 

 Peer moderation 

 Control tests for 1hr in morning 

 

 
MOUTVIEW 

 

“NSLA 2007 & 2009” 

 

The school is struggling to cope with the demands of vandalism and learner discipline. The school building 

and grounds is in a state of decay and the principal finds it difficult cope. Despite this challenge the school 

is reasonably clean and tidy When I met with Mr Benjamin during 2008 he said to me that he was positive 

about the matric results, he anticipated that at the end of 2008 it would be above 60%. He was devastated 

when the results were released (73%, 71%, 59.6%, 80%, 33%, 71%, 55%) 

 

It is the considered opinion of the Circuit Team and IMG Manager that the School Principal and SMT have 

the capacity to deal with the management and leadership issues facing it. 
 

The school has done a prognosis and diagnostic analysis of the performance of the matric learners within 

the FET (Grades 10&11) given due consideration for the school internal standard vis-à-vis the external 

examination standard. Good news is that the projection of 65% pass rate appears achievable. 

 

The key aspects to focus on shall be; [A-C indicate priority] 

4QL&T and Teacher Development (B) 

5Curriculum Provision & Resources (C) 

6Learner Achievement (A) 

 

MONITORING & EVALUATION (INTERVIEW WITH PRINCIPAL) 

1. What are some of the contributing factors for poor performance? 

 Learner changes every year 

 Some teachers are good teachers 

 Social and home problems 

 Requirement for HL – 40% 

 90% literacy problems 

2. Present, Punctual, Willing, Able & Ready (teachers & learners) 

 Principal gets directly involve 

 Teachers sacrifice a lot 

 Saturday extra classes 

3. How does the SMT function? 

 Effective SMT 

 Good cooperation 

 Working well together 
4. Some positive things you see in current matric learners? 



 UCT is helping us with Grade 12 

 Saturday classes – learners enjoying it 

 After school revision programme – all LA 

 Well attended and positive 

 Pick-a-Pay – learners involved in stock-taking 

5. What are you worried about? 

 Group of learners  that are involve in drugs and alcohol abuse 

 Grade 12 – girl staying in a car 

 Home situation of learners not conducive 

 Handing in homework 

6. How do you manage assessment & portfolios 

 Moderation of CASS 

 Monitoring – key focus 

 Structures are in place 

 Internal policy 

 Principal & Deputy – instructional leaders 


