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By way of an introduction let us speak about the nature of man and the nature of work. 

 

“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 mans 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 (it’s 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 specifies 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 realize 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 unorganized 

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 

fatigue and boredom … exploring psychological needs and how they are 

or may be met in the organization. Maslow has developed a theory of 

motivation which has … (been) applied to organizations. 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). 

 

The purpose of our meeting is twofold, firstly to reflect on 2006 and secondly to plan 

2007. Schools as a form of social formation or organisation are by its nature very unique 

but at the same time very similar. It is this nature of schools and schooling that present 

politicians, planners, economists and managers with a very unique challenge in its 

ongoing quest to improve schools. 

 

In reflecting on 2006 and planning for 2007 it is important to keep uppermost in mind the 

model for purposes of analysis namely, the core function of school and the purpose of 

schooling vis-à-vis the other support functions which create an enabling environment. 

 

In its minimalist form the purpose of schooling in the South African context is the 

implementation of the national curriculum through the facilitation of learning and 

teaching by both learner and educator. At the centre (not exclusively) of the learning 

process is the learner and at the centre of the teaching (not exclusively) process is the 

educator. This, in the context of schooling, is a contingent relationship – the one cannot 

stand without the other.  

 

As an input and minimum standard, learners are expected to be directly and indirectly 

exposed to the national curriculum for 196 days per annum. Compromise (by reduction in 

various forms) the input and it negatively affects the output. To maintain its integrity 

schools must observe this public mandate at all costs … the alternative is too dire to 

consider. 

 

Our biggest challenge for 2006 has been and remains 

 

 Time-on-task (absenteeism of educators) 

 Discipline of educators and learners 



 Class size 

 Morale of educators 

 IQMS (Assessment of the principal) 

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

(assessment for learning, assessment of learning) 

 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 

 Submission of documentation – adhering to due dates and incomplete documentation 

 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) 

 Communications within the circuit 

 School Development Planning 

 Adherence to circuit protocols 

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

 Nature of principal’s meetings 

  

It is the contention of my office that improving schools by addressing these challenges 

cannot happen unless we 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. I need the commitment of your staff to dedicate themselves to the 

restoration of professional integrity through actions, values and attitudes. 

 

“Our duty as managers in dealing with the day-to-day realities as it 

unfolds is to ensure that you and I make the current system work and 

function as well as possible and as best as we can. Such is the nature, duty 

and obligation of our job. Without it chaos will prevail and anarchy reign” 

(SDP-Guide 2006). 

 

Let me remind you of what I said about the minimum responsibility and accountability of 

the educator in the classroom … we are fast moving towards (full implementation in 

2007) an evidence-based system of accountability of which the outcome can be 

incapacity, support and development, improvement or neglect, derelict of duty, 

misconduct and ultimately discharge. 

 

This review will not be complete if it does not speak to the HUMAN CAPITAL 

DEVELOPMENT STRATEGY 2004-2014 – A FOCUS ON YOUTH” of the Western 

Cape Education Department. Human capital stands (in my view) on two pillars namely 

the Human Resource Management and Development and Social Capital (social networks 

which create in society an enabling and supportive environment). 

 



“The term human capital may not be familiar to all of you. Human capital 

refers to the skills, education, health, and training of individuals. It is 

capital because these skills or education are an integral part of us that is 

long-lasting, in the way a machine, plant, or factory lasts … I am not 

saying that machinery and physical capital are of negligible importance in 

a modern economy. Of course, you need good machinery, equipment, and 

factories. But you also need skilled workers and managers, and innovative 

entrepreneurs to utilize this machinery effectively … Education and 

training not only promote growth and efficiency, but they can reduce 

inequality and the impact of disadvantaged backgrounds. Education is the 

most effective way for able young people of poor backgrounds to rise in 

the economic hierarchy, because human capital is the main asset of 90% 

of the population. This is why income inequality in a nation is greater 

when inequality in education is greater. Indeed, income inequality is more 

generally related to inequality in all types of human capital: training and 

health, as well as in schooling … To understand human capital, you have 

to go back to the family, because it is the families that are concerned about 

their children and try, with whatever resources they have, to promote their 

children’s education and values. Families are the major promoters of 

values in any free society and even in not-so-free societies … You cannot 

grow without a strong human capital base. Success depends on how well a 

nation utilizes its people. If it treats them badly, leads them to under invest 

in themselves, or neglects a significant fraction of them, it will fail in the 

modern world, no matter how much machinery it utilizes” (Gary Becker, 

1996). 

 

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 

 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 Manager 

would have been long gone 



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

common 

o Communication 

o Delegation 

o Development 

o Participation 

o Recognition 

Most of us expect but seldom give … my advice to you is to use your circle of 

influence to maximize and give  

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

concern and minimize it 

 Staff acknowledgement and reward   

 

Let me declare the year 2006 as a good and successful year. Needless to say it has been a 

team effort under the leadership of the Circuit Manager. I am asked many-a-time about 

the purpose of my job. My job in essence is about us,  

 Finding and creating space … and when we find it … to 

 Be innovative and creative in occupying that space 

 Make the most impact with the least effort and resources 

 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. 

 

Let us now list and evaluate what it is we have been up to this year … be reminded that I 

have two primary relationships, Circuit Manager and 27 Schools, Circuit Manager and 

EMDC/HEAD OFFICE. This report speaks primarily about our relationship; the one 

which is within my circle of influence … the other has always been a source of 

frustration and distraction or my circle of concern. The tension between servicing 27 

schools in Circuit 5 and serving the demands and dictates from the EMDC/HEAD 

OFFICE is a necessary evil … such is the nature of this huge organization and this 

tension is not about to be alleviated. So, we are going to have to live with it. 

 

Before the list … not a day has gone by that I have not questioned my own wisdom to 

focus my efforts on schools in Hanover Park at the cost of schools in Langa/Rylands and 

to a lesser degree Kenwyn/Lansdowne. From my vantage point it is clear that schools in 

both Langa/Rylands and Kenwyn/Lansdowne need more of my attention and effort. An 

enormous challenge for me is to find a mechanism of equitable distribution of support, 

monitoring and evaluation. 

 

I am also reminded of what I said last year “Of the others the country asks for your 

patience and understanding…a test of your patriotism and collegiality. The message for 

those on the periphery is to embrace the opportunity to maximize the space for greater 

freedom, autonomy and responsible (accountable) management” (SDP-Guide 2006). The 



reality has been that without proper and sustained monitoring and control even those 

supposedly of privilege may fall into demise. The art must be to develop a differential 

system of continued support, monitoring and control … a system which include all 27 

schools in Circuit 5.   

 

The success of 2006 has indeed been a team effort. Allow me to register a vote of sincere 

appreciation to the following schools and principals in particular, 

 

 Rylands Primary, Windsor Prep, Isilimela High and Belmor Primary for their 

assistance in making the communications in the circuit work. Accept my appreciation 

and thanks to you the principal and your school secretaries or administrative staff 

 Members of the editorial committee, principals of Moshesh Primary, Summit 

Primary, Newfields and Oaklands High. Accept my appreciation and thanks to you 

the principal … your contribution has been noted and so your hospitality 

 The few who made the effort to contribute to the newsletter … accept my 

appreciation. This has been an area of great neglect. 

 As a team we need to show our appreciation to all the schools, principals and staff 

who hosted our various meetings and gatherings … thank you so much for your 

hospitality … many a colleague has put on a kilo-or-two because of your 

refreshments … FET Working Committee, Principals Meetings, LIT/NUM Meetings, 

Training Sessions 

 This year has been a considerable success due to a few … let me mention them and 

say thank you so much for your assistance to my office, your willingness to be of 

service even when my imposition was demanding, Newfields, Belmor, Athwood, 

Summit and Voorspoed 

 We are going to be judged by the high standard we set. Our co-coordinator and team 

of 13 school principals working on the Hanover Park Development Forum. Well done 

colleagues, you have my appreciation and thanks. Let me in particular give my 

heartfelt appreciation and thanks to the co-coordinator Mr Theys, principal of 

Voorspoed. Rodney well done 

 A special word of acknowledgement, appreciation and thanks to the co-coordinator of 

our Principals Forum … Mr Benjamin please accept our regards 

 The three principals of Crystal High, Mountview High and Groenvlei High … my 

office offers you my appreciation and thanks for the effort to realize the Hanover Park 

Bursary Fund … please convey the same to your chairpersons of the SGB’s 

 The following principals, who with full delegated authority assisted my office with 

the opening of the matrix exam question papers. Although all have not adhered to the 

procedure my thanks and appreciation to Mr Isaacs from Summit, Mrs Omargee from 

Rylands P/S, Mr Isaacs from York Rd, Mrs Reid from Windsor Prep, Mr Phillipus 

from Athwood and Mr Moodley from Thembani. 

 To all the principals who have assisted, and in future will continue to assist with the 

training of SGB’s by making the school premises available, accept my appreciation. 

 This year in particular, a heartfelt and sincere appreciation and thanks to the 

following schools and school principals, who acted far beyond the scope of their duty 

to make my office look good, Belmor, Windsor Prep, Athwood, Voorspoed, Summit 

and Newfields … your efforts and contribution is acknowledged. 



 

In our job loyalty is very important … in fact I place a very high premium on loyalty. It 

underpins the element of trust. We must nurture trust because it enhances confidence and 

also nurture loyalty because it enhances allegiance. 

 

PERFORMANCE AREAS 
 Acceptable Undecided Unacceptable 

Circuit network X   

Circuit communications X   

Priorities/Special projects X   

Focus schools  X  

Lit/Num committee  X  

FET working committee X   

Editorial Committee X   

Newsletter   X 

Participation 

Lack of 

interest 

Principals forum  X  

Dates for meetings X   

Staff information  X  

Annual statistics  X 

Classificati

on 

 

The body of evidence  X  

School contact details  X  

Appendix 11 as updated  X  

C/M : principal relationship X   

C/M : team relationship X   

Protocols   X 

Non 

adherence 

School categories X   

Checklist for SDP  X  

Monthly absenteeism record   X 

Non 

compliance to 
format and 

submission 

MTN register   X 

Pre-progression and promotion  X  

Validation with C/M  X  

School Internal Quality Management System  X  

Hanover Park Development Forum X   

SDP   X 

Repeated 

postponement 

IQMS (principal)   X 

Submission of other documentation   X 

Incomplete or 

late 

Drop out stats   X 

Enrolment of learners  X   



Attendance of meetings  X 

Late 

arrival 

Early 

departure 

Substitute 

 

Alignment – School, Circuit, EMDC, Head Office   X 

Training and development – SGB   X 

Training and development – Principal (school 

administration and records management 

X   

Submission of absenteeism record   X 
Follow-up 

Compliance 

 

Finally, lets talk about SDP. My office has accommodated principals in Circuit 5 by 

bending way backwards…one postponement after another. A reminder to those who may 

view my repeated accommodation as weakness. I expect all plans in by the end of this 

term … with no exception … let me repeat … with no exception … Windsor High, 

Rondebosch East, Blomvlei … no exception. Non compliance in whatever form will have 

serious consequences. My resolve in this regard should not be tested … I believe in this 

process, it simply is the proper thing to do, and I remain committed to it. I have been 

patient, but enough is enough. 

 

School Development Planning and school “administration, an act of management and 

leadership is an imperative for any organization and in particular for schools. When I 

think administration three things come to mind namely planning, action and the record of 

evidence…a triangle for administration and record management”(Circuit Manager 2006). 

 

“Information or data is very important to make plans, make and review policy but also to 

act decisively. In order to do so the incumbent making use of the data must find the data 

credible, reliable and accurate”(Circuit Manager 2006) 

 

“The recording of information is a crucial step in the process of collecting information 

for decision-making…the function of school record management can only validate if the 

data is properly stored and maintained” (NDE:2001, p108). 

 

“All successful leaders require reliable and accurate information that can be used 

when planning or making decisions. Good quality information, recorded by schools 

and passed on to regional and provincial education departments, is crucial to the process 

of policy formulation, decision-making, and monitoring of the implementation of 

curriculum and other education policies. This therefore, places the responsibility on 

schools to gather, and record relevant information in a format that is easily 

accessible and understood” (Kader Asmal:2001). 

 

“Every day, at every level of the education system information is generated. Information 

is vital for running a school successfully, for planning purposes and for making 

decisions…If information is to be used effectively, efficient management is essential. 

And this is where school records play a role. Schools are only able to provide 



information in as far as it is on record and the records are easily accessible” (T D 

Mseleku:2001).    

 

“Records are therefore an important means of (public) accountability, because they 

provide proof of actions taken and decisions made…”(NDE 2001).  

 

Research has shown that in any organization 25% of employees are normally troubled or 

unhappy. Add another 10% during processes of change, sociological shifts and high 

demand. This could lead to a potential loss in productivity. Our job, yours and mine is to 

ensure that potential loss does not translate into real loss. 

 


