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THE SCHOOL DEVELOPMENT PLANNING PROCESS – 

AN INTERFACE BETWEEN 

 SCHOOL/INSTITUTION & DISTRICT OFFICIALS 

A INTRODUCTION 

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 center (not exclusively) of the learning process is the learner 

and at the center of the teaching (not exclusively) process is the educator. These two centers 

form a contingent relationship – the one cannot stand without the other.  

 

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

extend 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 to dire to 

consider … a tension we live with on a daily basis in our townships. This reality informs us that 

learning and teaching are compromised by up to 40-50% of the 196 days for matters other than 

teaching. 

 

Our biggest challenges for 2008 have been and 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 
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 Alignment of planning between School, Circuit, District Office and Head Office 
  

It is the contention of my office 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. 

 

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 further enhances allegiance. 

 

Addressing the Western Cape Education Department (WCED) Conference on its Human Capital 

Strategy the then Premier, Ebrahim Rasool, challenged participants (mostly educators) to be 

the midwives of the best of the new and the undertakers of the worst of the old.  Under the 

Premier’s leadership the Provincial Executive has adopted a strategy of “A HOME FOR ALL” … 

for the Western Province a big challenge indeed. We wish the Premier all the best in his 

endeavor to achieve the socio-political and economic objectives in his sight. 

 

The Premier further states that the WCED has been given the task for the implementation of 

the Provincial “Human Capital Development Strategy (HCDS) 2004-2014”.  

 

Human capital for me rest on two pillars namely the Human Resource Management and 

Development and Social Capital (social networks which create in society an enabling and 

supportive environment). 
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“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 no-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/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 



Document produced by Selvin John Daniels ©  Page 4 
 

 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   

      

The main purpose of this manual is to provide school principals with a GUIDE to School 

Development and Improvement Planning (SDP), PRESCRIBE SDP, provide for a MINIMUM 

STANDARD in SDP and finally to STANDARDIZE SDP.  

 

SDP is the process and outcome of the sum-total School Annual Planning (SAP) and School 

Improvement Planning (SIP).  

 

School Principals, as school managers will agree that planning is not an option, it is a necessity. 

 

School Development and Improvement Planning (SDP) in the short, medium and longer term is 

not going to be without its challenges. Principals are mindful of the many dangers and loopholes 

of 

 

 Over planning 

 Trying to get the balance right between management, leadership and planning  

 Making  planning a living part of the processes of management and leadership 

 Ensuring that planning is always appropriate and relevant to the context 

 Getting the balance right between theory (thinking of planning) and planning (just doing it) 

 What and how to prioritize … making difficult choices because there is only so much that the 

organization can do within the limited time  

 Insufficient planning. 
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Let me paint principals a bold picture of the landscape or context that will inform planning for 

the next three years. These I have categorized as namely  
 

B THE CONTEXT & LANDSCAPE 

Politics and politicians will always overshadow our every move we make … and rightfully so. 

As a country in transition and in transformation officials ought to be reminded that politicians are 

the elected representatives of the South African public. The current relationship between 

politicians and administrators is sometimes stressful and not always pleasant, polite and cordial. 

Politicians and administrators have different roles and functions and the relationship ought to be 

healthy and based on mutual trust and respect. Failing which will have a disastrous impact on 

parties and on service delivery. As much as politicians demand of administrators to be 

responsive to every wish and promise of service delivery they make to the public, it must be 

recognized that officials could, if they so choose, find many ways of undermining politicians and 

their objectives. Ways of which they (the politicians) do not even know exist. 

 

Currently, the “re-engineering” or redesign of the of the Western Cape Education  

Department is being implemented … yes colleagues another wave of major structural and 

systemic change. The thinking at Head Office is to bring the WCED in line with the rest of 

the country in the following important ways namely … change that I am very excited about 

 

 Establishment of districts 

 Greater autonomy to districts to make important decisions … decentralization and 

devolution of power and authority 

 Restructuring existing Education Management and Development Centres (EMDC) and the 

establishment of Districts in line with existing political and administrative boundaries 

namely local government sub-councils, wards and suburbs … and yes this will have an 

impact on existing circuits at the EMDC 

 This will allow for greater collaboration between and amongst various Departments –a 

multi-disciplinary approach. This may also result in politicians calling administrators to 

greater accountability. 

 

The National Minister for Education, Naledi Pandor, is committed to the following changes 

in education (the draft has already been published and submitted to parliament) 

 

 Defining the poverty status of schools in line with national norms 

 Declaring the poorest two quintiles no fees schools 

 Review Norms and Standards allocations to schools 

 Defining a minimum funding level for school 

 Compensating poor schools which are not asking school fees 

 Regulating that School Governing Bodies nominate three candidates for a post the 

appointment to be confirmed by the Head of Education in line with certain prescripts 

 Placing the burden on schools to establish whether a non-paying parent qualifies for 

exemption before handing over to lawyers and collection agencies 
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 Regulating that homes may not be lawfully attached for outstanding school fees 

 Drop-out of learners 

 Learner discipline – by currently reviewing the Code of Conduct for Learners 

 Inspectorate for education 

 OSD 

 District development 

 Education Laws Amendment Acts 

 

Provincially, the then Minister Cameron Dugmore has committed himself to the following 

changes and foci in Education; 

 

 Numeracy and Literacy 

 Drop-out rate of learners 

 Science and Mathematics 

 Improving Service Conditions of Educators 

 Learner tracking system 

 Defining when a school is full … capacity of schools 

 Reducing class size. 

 

Some of the views of the new Provincial MEC Yousuf Gabru  

 There is no mass exodus of teachers as reported in the media 

 Large number of teachers are demoralized 

 Administration overload on teachers distract them from teaching 

 He  will consider a think-tank to investigate whether these claims are justified 

 We need to get teachers to get on with the job of teaching 

 Research has indicated that the most important aspect is prepared and competent 
teacher 

 Our education system not good enough 

 SADC – we don’t measure up with our peers 

 Comparing, the better schools – their results too are not good enough either  

 W-Cape – we are satisfied and boastful with averages – if we de-aggregate – results very 
bad  

 Performance across ex-Departments – poor – historical context 

 We know Grade 3 & 6 results are shocking 

 We must and have to plan for success – we don’t have option in the matter 

 “New” economy has changed – we now have a knowledge economy 

 Cant afford not to raise the bar – otherwise we remain insignificant at the tip of 
continent 

 I KNOW IT IS MUCH EASIER SAID THAN DONE 

 “Back to basic” – do not like the phrase but you get the picture 

 What happens in the classroom? 

 We need to focus on this with much more vigor 

 Teachers are the strategic interface – their job is critical job 
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 Highly skilled job and nobody appreciates this – teaching with huge challenges 

 Accept the challenge and win 

 I would like to talk to teachers – the same message 

 Most important –their job is very complex and difficult 

 Give socio-economic context of some – their job is more difficult 

 Teachers – we must accept the challenge 

 And we have to win 

 As government we need to make sure that schools in poor communities must work 

 Not easy – difficult job but we must succeed – we can succeed – together we can make 
miracles 

 Unite around a common purpose 
 

2.2 MESO-LEVEL FACTORS 

 

“EFFECTIVE SCHOOLS” will form amongst others the basis of the District Education 

Management Plan; 

 

 Access - Admission and placement of learners 

 School Development Plans 

 IQMS 

 Merger of schools 

 Learner discipline 

 Educator discipline and morale 

 Support to SGBs 

 “Dysfunctional School” – mentorship / curatorship 

 Training & Development – SMT & SGB. 

 

The District Office has made an assessment of the School Improvement Plans (SIP) submitted. 

The single most important need established has been ASSESSMENT FOR AND ASSESSMENT 

OF LEARNING. Other needs include 

 

 Learner discipline  

 Learner space 

 School policy - SMT 

 Strategic planning – SMT 

 School Records Management 

 Staff Development 

 Networking & Stakeholder Involvement 

 Extra- and co-curricular participation of principals. 

 

The inter-relationship (alignment and correlation) currently between the planning at Head Office, 

District Offices, different Pillars/Components and the Circuit is distant and not  aligned. In fact 

this relationship is one directional from the top. There is very little evidence of a direct 

relationship between planning at the District Office and that of the schools. The ideal would be 
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to have an alignment (conceptual and contingent relationship) between the planning at schools 

and Departmental Office planning. Planning based on the need and requirements in the field. 

This is something we must all strive for and work towards.  

 

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. 

 

2.3 MICRO-LEVEL ISSUES 

 

Educational and socio-economic life in Circuit 6 is very similar. Our Circuit covers the following 

demarcated areas 

 Hanover Park 

 Manenberg 

 Heideveld 

 Vanguard 

 

Undoubtedly, extreme poverty levels in and the surrounding feeder community is having a 

profound negative effect on learning and teaching in these areas. Within the Circuit each one of 

us has been affected by it, directly or indirectly. We must divert and target our efforts and 

resources into these areas and schools so that our learners may have a fighting chance to become 

worthy and full citizens of this beautiful country. These schools will be the direct and immediate 

beneficiaries of targeting our resources … but the school management has a duty to equally rise 

to the challenge to ensure year-on-year addition of value and improvement.  

 

Our challenge will be to categorize the high impact schools and target intervention. 

 

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 
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 Educator discipline and morale 

 Drop out of learners 

 Corporal punishment 

 The discreet absence of the rule-of-law 

 

In the many discussions between the Circuit Team Manager and educators, educators are 

listing the following areas as of the greatest needs and concerns namely 

 

 Large class size and overcrowding 

 The return of remedial and ELSEN classes or a unit in the area 

 Overwhelmed by so many changes 

 Absence of extrinsic recognition, rewards, incentives 

 Poverty 

 Apathy amongst parents 

 Learner discipline 

 Rights of educators being eroded 

 Low levels of numeracy and literacy 

 Inclusion, decision to mainstream ELSEN learners 

 Assessment of/for learning 

 Planning-planning-planning 

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

 

In many discussions with School Principals, they are saying that the following are the 

greatest needs and concerns in the Circuit 

 

 Teacher : pupil ratio 

 Class size 

 Absence of one-on-one quality visits and conversations between IMG Manager and School 

Principal 

 Meeting with smaller groups…Circuit meeting too big 

 Opportunity to add to the agenda of the Circuit meetings 

 Regular networking of news in the Circuit 

 Perception of parents about quality at school 

 Apathy amongst parents 

 Decline in intimacy and closeness amongst colleagues/principals in the Circuit 

 Lack of protocol wrt school visits by CA and SNE officials 

 

The Circuit Team Manager is in frequent and direct contact with the parents of the 

Circuit. They too have an opinion on service delivery. Included are some of their concerns 

 

 Principals make their own rules – they don’t comply with Departmental policy 

 Abuse of learners by other learners, educators 

 Corporal punishment 

 Learner discipline 
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 Professionalism of educators 

 Withholding reports 

 Charging administrative fees for admission 

 Lack of access to information 

 Circuit Manager is always defending the principal. 
 

2.4 THE CIRCUIT TEAM MANAGER’S VIEW AND OPINION 

 

Our arrival at this point today has been a culmination of many years of investment in Human 

Capital Development, expanding both the knowledge base and skills of school principals and 

deputy principals under the leadership of the Circuit Team Manager. We have conducted 

numerous conversations, dialogue and the enhancement of the capacity of our human resource in 

various fields of work and expertise namely 

 

 Organizational Development (OD) 

 Human Resource Management and Development 

 Change Management 

 Strategic Planning 

 School Management, Leadership and Administration 

 Budget and Finance Management 

 Policy Management (Formulation, Implementation, Review, Monitoring and Evaluation) 

 Political economy and setting of school standards 

 Educational Research 

 School Development & Improvement Planning 

 Scenario Planning 

 

A friendly reminder … “my job is not to make you a principal, but rather to support the principal 

in you, enhance your capacity to become a more effective and efficient management and leader”.  

  

Although I tend to agree with many of the views of the various role-players regarding the 

immediate need and about “what needs to be done”, I want to approach this question from 

another angle by looking at the bigger issues at stake in order to improve our collective fate.  

What is our reality? 

 

We have come a long way since 1990 and 1994. This year we are celebrating fourteen (14) years 

of our freedom in pursuance of “A Better Life For All” as so aptly captured and immortalized by 

the Freedom Charter. The first part of the long journey to real freedom (socio-economic and 

political) has in Education been an arduous one,  characterized by macro processes such as 

Structural Adjustment, Rightsizing of the Public Sector and in particular Education, Curriculum 

transformation, Restructuring and Amalgamation of different education departments (systems 

and procedures) and Re-engineering. All of this change and transformation whilst we are 

expected to, at the same time keep the ship afloat. Today we are faced with the challenges of 

both our apartheid history pre-1994 and the choices we made post-1994 … some of it very 

difficult choices. 
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It is a universal socio-economic reality that the need amongst the poor will always outweigh 

available resources. Tough choices will have to be made. I am of the opinion that the slice of the 

big cake (Annual Budget) allocated to education cannot, shall not and may not grow more than 

what it is at the moment, namely 24-26% of the budget. Most of the state’s resources must be 

directed towards the poor and needy. A great many of us will simply have to do with what we 

currently have…before we can begin to ask for more. 

 

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. 

 

The universal tension or dichotomy between access and quality is also a South African reality 

which plays itself out on a daily basis in our schools, our classrooms, our staff rooms, board 

rooms etc. Over the past ten (14) years we have invested heavily in getting access right…I am 

of the opinion that we need another 10 years. Some of you may challenge my view and ask, 

“What about quality?” I too am tempted to say so, but my day-to-day reality has convinced me 

otherwise. 

   

As I conclude, we need to revisit and recommit ourselves to hope and a sense of purpose, 

teaching as a profession and being a professional. In pursuance of my point let me ask the 

following pertinent questions 

 

1. Who is the key role-player at school, the learner or the educator? 

2. What is the key role (duty and obligation) of the educator? 

3. As a professional, when confronted with obstacles in performing that duty…what does an 

educator do in the face of such apparent adversity? 

4. What is the key role and who is the key focus of the school/circuit/district office 

management/management … the educator or learner? 

 

The point is well taken about the role and function of the employer and the state … but this is not 

what my argument is about … employer/employee relations. It is about a professional and 

positive state of mind of the educator. 

 

 

 

 

 

C FEATURES Over the years we have been experimenting with various concepts to best define, explain and 

illustrate the planning in schools as a unique (complex) but also a common (simple & plain) type of organization. 

At the very heart of School Development and Improvement Planning (SDP) is the concept of “making those 

strategic links in the ongoing quest for excellence in schools”. SDP, used in this context, as a theoretical 

concept/construct implies both process and outcome. 
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The Circuit Team Manager’s model is neither unique nor substantially different to the one 

advocated by the Integrated Quality Management System (IQMS)). My approach is rather 

eclectic in the sense that it does not claim to be unique but rather 

- borrows from others…taking the best from other approaches 
- is infused with a wealth of domestic experience and 
- present a framework for ongoing SDP monitoring and evaluation 
- direct link with School Improvement Plan (SIP) with the School Annual Plan 
-  

Development and improvement in this model are used interchangeably. Depending on who you 

are, when and where in space and time you are, which activity you are busy with, you may want 

to use both words separately, differently and distinctly … for purposes of this model pay no 

further attention to this debate.  

 

SDP broadly consists of two (2) arms or processes namely School Annual Planning and School 

Development/Improvement Planning.  

 

1. School Annual Plan [Maintenance/Operational arm] 
 School Curriculum Plan 
 School Operational Plan - day-to-day 
 

2. School Development Plan [Improvement arm] 
 School Curriculum Improvement Plan 
 School Improvement Plan 

 

4.1 UNPACKING THE ASSUMPTIONS 
 

 National & Provincial Policy provides for a set of Minimum Standards 
 Input, Output & Throughput/Process 
 Planning is not an option … it is an imperative 
 Conceptual & Contingent link between two arms of scale 

[maintenance x improvement] 
 Separation  of maintenance and improvement is for operational & 

system-thinking purposes (no real separation exists) 
 School has a core role & function/purpose – learning and teaching 

through curriculum delivery 
 Other support roles & functions (pastoral) 
 Schools as organizations will first crawl, walk [maintenance] and then 

fly [improvement] – these three stages may also co-exist within the 
same organization 



Document produced by Selvin John Daniels ©  Page 13 
 

 Premise for development - solutions & ownership must come from 
within – support & guidance will come from outside 

 Various school systems are directly linked – find and establish the link 
… “these are the ingredients to your recipe for improvement” 

 All learners can learn … and all schools can improve 
 Before asking for more … assess how well you make do with what it is 

you have – quality control 
 Minimum standard is mandatory … immediate and full 

implementation and compliance – this is not an option or choice … it 
is an imperative and a prerequisite 

 Improvement over a period of time – it takes time 
 The quest for excellence is a process … not an outcome 
 Abandon concept – “slaves of tradition” 
 School is a learning organization 
 Change, transformation, evolution 
 “New South African – value-system” 
 Access, Equity & Quality 
 Values and culture is both implied and explicit in organization 
 Setting standards is not without its values … it has its own socio-

political and economic context 
 

4.2 UNPACKING THE PROCESS 
 

 Step 1 – define the core & support/other business of your 
organization (could be learning and teaching or pastoral in nature) – 
this must be a realistic assessment of your circumstances. Apportion 
the time and energy required to do core business vis-à-vis the support 
or other business  

 

 Step 2 – define other roles and functions (the support and other 
business) 

 

 Step 3 – complete your school profile (refer to WSE School Self 
Evaluation) 

 

 Step 4 – management and governance to define an introductory 
message  
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 Step 5 – do a situational analysis (SWOT) of both your (a) external and 
(b) internal environment and (c) across the nine (9) WSE functional 
areas 

 

 Step 6 – prioritize your demands/ areas for development arm [short, 
medium, long term] 

 

 Step 8 – finalize action plans (What, How, Who, When, Costs) 
(Refer to the new SIP) 

 

 

4.3 LESSONS LEARNT FROM 2002-2007 

 

The experience of monitoring and assessing school developmental planning has indeed been 

fruitful and extremely insightful. Let me use this opportunity to share some of the most 

strategic lessons learnt from the experience since 2002. 

 

 It is reasonably expected that when the School Principal submits the SDP/SIP the 
supervisor (IMG Manager) will assess the plan and give structured feedback – the aim 
would be to find an answer to the primary question “Is the school as an organization on 
the right track?”  

 Assessing the SDP/SIP and giving structured feedback has indeed been a huge task 
undertaken initially with very little success … much improvement has taken place due to 
important lessons learnt 

 The nature of the job and support of the Circuit Team Manager has impacted negatively 
on the ability to give individual and structured feedback to most schools.  

 

Some of these constraints have now been removed with the full implementation of the 

current micro redesign of the WCED and the establishment of Circuit Teams 

 

 Assessing the SDP (the document) has had its own set of challenges and demands on the 
Circuit Manager of old 

o Finding an appropriate model for assessment 
o Checking the assumptions of the appropriate model 
o Developmental (politically correct) language used caused more uncertainty  and 

vagueness (to obscure more than to clarify)  
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o Triangulating/cross referencing the (1) experience (assessing the SDP hard copy) 
with the (2) assumptions of the model with the (3) experience of the Circuit 
Manager about the school has not always been in tune or aligned 

o Schools being both unique and similar by nature … a necessary contradiction  
o The lack  or absence (at the time) of a standard, a good practice or a 

benchmark…the South African collective perception of excellence has further 
bedeviled this process (remember I too enter this process with my perceptions, 
stereotyping and prejudice) 

o The presentations from schools had high level (100%) of variation 
 Different models (implied or explicit) were used 
 Different format 
 Different lay-outs 
 Different presentations 
 Great variation between experience/practice and SDP presented. 
 Different technical detail 

 

4.4 ASSESSMENT OF THE SDP (THE BROAD FRAMEWORK/MODELS) 

 

 Core function vis-à-vis Support/ Pastoral by nature 
 Input, through-put, output 
 Crawling, Walking and Flying 
 9 Focus Areas of Whole School Development (indicators and descriptors) 
 Operational vis-à-vis Development/Improvement 

 

THE MOST IMPORTANT LESSONS LEARNT 

(1) THE NEED TO STANDARDIZE   
(2) UNIFORMITY 
(3) THE RICHNESS OF DIVERSITY AND VARIETY HAVE SIGNIFICANTLY CONTRIBUTED TO 

OUR NEW STANDARD (A COLLECTION OF GOOD PRACTICES FOR BENCHMARKING) IN 
THE CIRCUIT 

(4) ARRIVING AT AND NOT IMPOSING A “NEW STANDARD” 
(5) CAPACITY & COMPETENCE MUST NOT BE ASSUMED, IT MUST BE DEVELOPED. 

  

4.5 CHALLENGES FACING SCHOOL DEVELOPMENT PLANNING  

 To plan 

 To plan smartly … not to over-plan or under-plan 

 To plan appropriately … given your context 

 To implement your planning 



Document produced by Selvin John Daniels ©  Page 16 
 

 To monitor and evaluate your planning 

 To set standards and further improve on these standards 

 To reflect on both your planning and implementation  

 Simply put … to make planning a living part of the day-to-day running of the organization! 
 

4.6 THE MINIMUM STANDARDS FOR SDP 

 

The SDP must provide for, 

 Three (3) chapters… 

 School Self Evaluation (SSE) – Introduction and Setting the scene 

 School Annual Plan (SAP) – Operational Plan 

 School Improvement Plan (SIP) 

 Planning cycle 2009-2011 

 Reminder…due to cyclical nature of SDP your update is directly linked to, 

 The planning cycle 2009-2011 

 Due date for submission of the plan  

 First Cycle –  Chapter One  - October 2008 
Chapter Two - February 2009 thereafter October 2009 

Chapter Three - Primary Schools – End of November   

High Schools – End of February  

 

In order to develop a shared understanding of certain SDP concepts the following dictionary 

definitions are provided, 

 PRESCRIBED   -“to lay down as a rule or direction; to give as an order” 

 STANDARDISED -“to make or keep of uniform size, shape etc.” 

 MINIMUM STANDARD -“level of excellence or required adequacy” 

 SCHOOL DEVELOPMENT PLANNING 

 PROCESS of consultation, collaboration and cooperation 

 PRODUCT – the plan. 
 

4.7 MONITORING AND EVALUATION 

 

 FIRST-LEVEL OF ASSESSMENT – IMG Manager to issue letters of acceptance/compliance 
starting March 2009 
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 Plan submitted according to prescribed minimum standard (no evaluation of the school 
data) 

 

 SECOND-LEVEL OF ASSESSMENT – IMG Manager to meet full SMT for 1 x three (3) hours + 1 
x two (2) hours – (visitation schedule to follow) 

 Is plan coherent (consistent and connected) 

 Is plan valid (fulfilling all necessary conditions in logic) 

 Is plan credible (reliable, confidence) 

 Cross-referencing and triangulation of data 

 C/M to have an authentic (genuine or accurate) conversation with SMT  

 “Do all your numbers add up” – input, throughput, output 

 SDP both process and product 

 Ongoing monitoring and evaluation 

 C/M to check assumptions with SMT 

 Maintenance and Improvement 

 Core and Pastoral functions 

 Making strategic links 

 Effective and Efficiency 

 The “minimum standard” 

 Setting standards and targets 

 Input, throughput, output 

 Crawling, Walking, Flying 

 Bridging the gaps 

 Finding the correct and appropriate balance 

 Approval of SDP by IMG Manager 
 

4.8 SCHOOL DEVELOPMENT PLANNING PROCEDURE FOR 2009 

 

IMG Manager will meet with the full and extended School Management Team on two occasions 

during 2009 – visitation schedule to follow 

 

For the first consultation (APRIL-MAY) the morning session will be 08h00-12h00 and the 

afternoon session 12h00-16h00.  

 

During the second consultation (JULY-SEPTEMBER) the morning session will be 09h00-11h00 

and the afternoon session 13h00-15h00.   
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Principals are requested to plan and arrange for these meetings and ensure no unnecessary 

interruptions or distractions. 

 

Planning and preparation for these consultations  

  

 Each member of the SMT must have a copy of the full School Development Plan 

 SMT members must have read and studied the plan 

 The IMG Manager will preside over and open & close the meeting 

  IMG Manager to provide a register of attendance 

 Principal to welcome everyone 
 

These consultations and dialogue will be recorded. 

  

FIRST CONSULTATION 

 IMG Manager to introduce discussion by providing overview about School Development 
Planning and the new SIP(15 minutes) 

 IMG Manager to provide feedback on School Development Plan 2009-2011 (30 minutes) 

 Principal to respond (15 minutes) 

 Open discussion (60 minutes) 

 Circuit Manager to summarize and introduce the way forward (plan approved/rejected) (30 
minutes) 

 

SECOND CONSULTATION 

 Principal to provide and speak to a written report-back on (45 minutes) 

 Issues and matters discussed at the first meeting 

 Report back on the implementation of the School Development Plan 

 IMG Manager to respond (15-20 minutes) 

 Open discussion (30 minutes) 

 IMG Manager to summarize and introduce the way forward (20-25 minutes) 
 

 

C.1 SCHOOL DEVELOPMENT PLANNING 
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 Features 

 Process 

 Plan 

C.2 INTERFACE WITH DISTRICT OFFICE 

 Setting-up the dialogue 

D THE INSTRUMENT 

E CAPACITY OF DISTRICT OFFICIALS 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


