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ABSTRACT

The study focuses on staffdevelopment in secondary schools in the Eshowe District in
order to examine its effectiveness. The aims of the study were as follows:

• To determine the nature of staffdevelopment;

• To determine whether staffdevelopment is there at secondary schools in Eshowe
District;

• To examine the staff development practices in Eshowe District and
• To provide recommendations regarding the improvement of staff development

programmes and to suggest methods on how schools should initiate staff
development programmes.

Survey method was used to gather the information. A 50 item questionnaire on provision
of staff development were given to 15 high schools' principals of Eshowe District as a
way ofcollecting data about staff development. The Eshowe District was divided into
five circuits during the time ofinvestigation. Three principals in each circuit were chosen
randomly.

The study identified the following areas: time constraints for staffdevelopment; staffing
ofschools; several departmental workshops and curriculum transformation.

The conclusion drawn from the study was that staffdevelopment was ineffective in most
secondary schools. In the light ofthe findings from the study the investigator suggested
several recommendations.
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CHAPTER!

ORIENTATION

L 1 Introduction

The teaching profession like all other professions lends itselfto theyse ofknowledge to

ensure ongoing growth and relevance. It is essential for the educators to improve their

current knowledge in order to meet new demands of the curriculum, namely, content,

teaching methods, instructional material and varied learner-centred activities.

In this respect each school manager has the challenge to regard continual professional

development as being essential for educational renewal as well as for effective

performance.

Staff development, which is the theme of the study, is a concept used to refer to all

processes which are undertaken to assist, guide and inform staff regarding needed

improvements and acquisition of job-related knowledge and skills.· In this chapter

attention is given to:

• the statement ofa problem

• purpose of study

• assumptions

• methods ofinvestigations and

• definition ofconcepts.

1.2 Statement of a Problem

Staffdevelopment is essential because it improves the educators' performance in schools.

In the absence of staff development in schools, the problem that might occur is

deterioration of teaching and learning or poor examination results.
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Staffdevelopment is the important ingredient which detennines the success of· the school

by improving educators' knowledge, skills and adaptation. Educators do not have to rely

on the qualifications for their performance. They have to develop themselves continually

by improving their knowledge and skills. According to Cawood and Gibbon (1985: 12)"a

person is never too old to learn". Therefore, educators should learn continual to update

their existing knowledge.

Training provided by the external agencies donot always meet the needs ofa particular

school, unless they are related to the specific needs of the school. It is logical for the

staff development to be school-based, because that is where teaching and learning take

place, and where needs deficiencies are experienced. This makes it necessary for the

school heads to plan opportunities· to develop the human resource so that it becomes

effective and constructive.

Changes in any organisation depend on the ability of leaders to inspire, mobilise and

prepare members of their own organisations to do things differently and proficiently.

The majority of educators are likely to remain in their current positions without moving

up the career ladder, because they are demotivated by slow salary increase and may forget

that they should remain relevant to the changing requirements of the curricula.

For years educators were better educated than general population. Now there are many

changes that have taken place. There is a shift from old curriculum to new curriculum

called curriculum 2005 or its variant. This needs educators to be retrained. Such

educators can no longer rely on initial training and certification. Staffdevelopment then

should be seen as a professional inspiration renewal within each school. Cawood and

Gibbon (1985:18) also justify that staffdevelopment programme is one ofthe methods of

stimulating professional development, therefore leaders should take this opportunity to

renew their staff through staff development.



At present the educational authorities have recognised vast numbers of uncertificated

educators as well as those educators who are under-qualified. There are also fraudulent

cases ofindividuals who acquire forged certificates. They may be assumed to be qualified

educators who continue in employment.

It is, therefore, essential that the schools should have training opportunities available for

all educators. But there is also a need to eliminated and sort out the rot.

This study looks at staff development needs, types ofstaffdevelopment programmes and

the mode ofconducting staff development.

1.3 Purpose of Study

.The following are the objectives of study:

*
*

*
*

To determine nature of staff development

To establish the existence ofstaffdevelopment programmes at secondary schools

in Eshowe district.

To examine the nature of staff development practices in Eshowe district.

To provide findings and recommendations regarding the improvement of staff

development programmes the methods on approaches to be used.

1.4 Assumptions

The student assumes the following:

*
*
*

There are many schools that.do not have formal staff development programmes.

Most educators develop themselves through external institutions.

The concept of school based staff development is something unfamiliar to both

educators and management personnel.
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1.5 Method ofInvestigation

1.5.1 Review ofLiterature

The investigator conducted a literature survey to gather infonnation on staffdevelopment

from relevant literatary source. The relevant research questions emerging from literature

study have served as the basis of empirical investigation.

1.5.2 Empirical Investigation

A questionnaire was formulated and administered to principals.

1.6 Data Analysis

Statistical analysis was employed in this study. The data will be presented by way of

analysing, distribution offrequency, intensity and percentages calculated .

1.7 Definition of Concepts

1.7.1 StaffDevelopment

Peterson as cited by Burke, et al, (1990: XI) defines staff development as a process to

foster personal and professional growth ofindividuals at work. Staffdevelopment is an

on-going process which helps educators to cope with innovations within the education

. process as well as to bring about needed changes. Therefore, staffdevelopment improves

performance.

1.7.2 Development

Burke (1987:XI) defines development as a continuous improvement which occurs via

many avenues, including expansion, advancement, maturation, eloboration, conversion,

involvement and progression. This means that learning itself is not usually enough

4



Therefore teacher development incorporates both education and training. Staff

development should then be understood as on-going process ofprofessional socialization.

1.8 Conclusion

In this introductory chapter attention has been given to the statement ofproblem, purpose

ofstudy,. basic assumptions, method ofinvestigation, and definition of concepts. The

next chapter provides a review ofrelevant literature.
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CHAPTER 2

2. REVIEW OF LITERATURE

2.1 Introduction

School teachers experience professional development needs. It is, therefore, essential that

each school design its own development programme based on its own needs. Current

educational literature emphasises the importance ofstaffdevelopment in schools.

This chapter focuses more on staff development, especially in secondary schools.

Furthermore, challenges facing school management as well as educators are identified.

2.2 Making Sense of StaffDevelopment

According to Lynch as cited by Nkosi (1996:10) no staffmembers and no group ofthe

staff could continue to .maintain the. professional effectiveness without continually

updating competence and knowledge. Staff development is therefore meant for school

improvement and professional growth.

Ballantine as cited by Nkosi (1996:11) says that the desire for change is a matter for the

professional integrity of an educator. The educator needs to insist on doing what is

educationally, professionally right for his or her job.

The school principals face the challenge to develop strategies to prevent educators' stress

and burnout by providing staffdevelopment and other forms ofintervention. They need

ideas, supports and tools to implement new initiatives at school (Nkosi 1996:2).

Rebore (1982:159) states that change is a constant occurrence in contemporary society.

As an organisation the school needs qualified managers, educators and support personnel
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to meet the challenges ofpromoting change. As challenges become more complex, staff

development becomes important.

Staff development is concerned with changing the behaviour of edu~ators. The

importance ofstaffdevelopment is that educators could be engaged ID activities that will

improve teaching and learning.

Rebore (1982:160) further states that today it is literally impossible to enter any

.profession and remains in it with skills basically unchanged.' Therefore staffdevelopment

is desirable as an activity to which the school has to pay serious attention.

2.3 Staff Development and·In-service Training

The origin of in-service training (INSET) is rooted in the assumption that a trained

educator is not a finished product ofthe learning process. In-service training is intended

to support and assist professional development ofeducators. It is the opportunity given

to educators to expand their knowledge and improve their teaching skills. New

knowledge is discovered and new techniques and approaches are developed almost

everyday.

The terms 'in servIce education' and 'staff development' are sometimes used

interchangeably. However, they do not refer to the same thing. In-service education may

encompass more than one session ofstaff development. Its goal is to provide specific

information to the staff (Routman 1994:462). On the other affective staff development

calls for continuity rather than one-off experience.

Routman (1994:462) defines staffdevelopment as an on-going programme that focuses

on specific needs, for example of the district office staH: the students and the educators.

Staffdevelopment provides not only information but the time to process and intergrate

knowledge and practice. The goal ofstaff development is improvement of conditions,

whether it is the climate of the school or skills of the educators.

7



School-based staffdevelopment in certain literature is termed as school-based in-service

training . This means those activities which are planned and practised within the school

by the staff and for the staff professional knowledge and skills (Oldroyd et al1984:14).

Some activities may be asssocited with staff development, but serve no purpose in

developing the staff "The example of such activities can be the staff meetings for

discussing school needs other than developing the staff

2.4 . Needs for StatTDevelopment

Despite the fact that educators are properly qualified, it is the responsibili~ofthe school

to provide his or her staff with internal in-service training opportunities. Changes in

education demand new skills and attitudes forthe educators.(N.S.D.C 1995,97).

2.4.1 Organisational Needs

It is imperative school managers should make sure that training is not given for the sake

of training. Unless training in schools is based on proper needs analysis with a specific

purpose and aim in mind, training will have severe negative effects. The training should

start with the school or organisation as a whole, then the various departments' sub groups

and then with the individuals.

By analysing strengths, weaknesses, opportunities and threats, or SWOT analysis

organisational needs can be determined. The aim of SWOT analysis is to identify

problems ( strengths, weaknesses) in each area such as in teaching, staff development,

sports activities, physical facilities; marketing and financing. Analysing the needs will

also help to identify the threats that might disturb the running of the organisation and the

use of opportunities the organisation might have. These needs are as sketched here

under:
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a) Need for Productivity

Specific educators may not meet the standard of work performance that is expected of

them. TIlls failure results in low productivity or poor output; which might be the result

of lack of adequate training. Other factors. like the ineffective leadership style of the

principal or head ofdepartment or lack of information or guidance can cause educators

to perform below the required standard. Such problems highlights the need of staff

development programme at an institution.

b) Lack for Supervisory Skills

Poor supervision might be the result .of insufficient training. Some educators in

management positions lack management training or qualifications. Staff development

for senior educators especially in management· positions are required for such role

functionaries are to perform adequately.

c) Need for Co-ordination Skill

Ifthe principal. identifies lack of co-ordination, he or she needs to develop the cause.

This may for call for coaching which will enable the deputy principal and/or heads of

departments to acquire the necessary skills, including skills in communication.

d) Need for Discipline

Lack of discipline in schools causes complaint from the parents and the community at

large because this affects the quality of service schools provide to the community. The

. parents always want to see effective teaching and learning occurring within a school. If

that does not happen, the school principals are bound to make sure that poor services

they provide are not the result of lack of training. Ifit is, the principal must address it

by providing staffdevelopment programme.
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Lack ofdiscipline may also result from or lead to promote excessive absenteeism among

staffmembers. Ifan educator is assigned a duty for which he or she does not have the

necessary skills or qualifications, or appointed in, or promoted to a specific position for

which he or she does not have neCessary skills and/or qualifications, this can cause tension

and insecurity, which can manifest itself in absenteeism. Such educator prefers to stay

away rather than being humiliated, because he or she cannot perform his or her duty. Staff

development is necessary to empower such educators:

e) Need for Motivation

Lack oftraining may resultiri the educator's failure to reach his or her goal, which he or

she has set for himselfor herseif He or she might~ for instance, want to become a head

ofdepartment or a deputy principal but he or she cannot have sufficient training. This can

result in Iow morale as well as frustration and low productivity. For such educators who

have a potential to achieve managerIal positions but do not have necessary skills and

training, the principal could create training opportunities and the means to overcome their

problem.

f) Need for Helping Educators to Meet New Challenges

Lack of training regarding new curriculum initiatives, development, appraisal, quality

promotion and other challenges not familiar to the educators can cause a lot oftension,

frustration and even conflict among educators. If, for example,. educators are not trained

properly to implement curricular initiatives, this can cause problems such as Iow

productivity and Iow and low staffmorale. To overcome this tension, staff development

is necessary to acquaint educators with these new initiatives and to contribute to their

implementation.
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2.4.2 Individual Needs

Graham (1981:2) points that some of individual needs are related to organisational

needs. Individual needs usually have to do with subject knowledge. After an educator

has obtained a formal teaching qualification, he or she still needs to be trained and

. developed to shape his or her behaviour and attitudes towards new environment. A

specific school should have specific staffdevelopment programme relevant to its goal.

The teaching profession requires that new teaching methods or approaches be learned in

order to stay up to date with new challenges and new technologies, like the use ofword

processing, access to electronic information and mode ofpresentation. The better the

educator staff member is trained, the more he or she can do and the higher his or her

productivity becames. An insufficiently trained educator places an unnecessary burden

on those who are properly trained, because they have to perform his or her duty. Staff

development becomes the means to ease this burden.

2.5 Purpose of StatTDevelopment

The purpose ofstaffdevelopment is to meet the needs ofthe individual, the organisation

and the learners (Williams 1982:2).

As mentioned earlier on, staff-development in schools should have specific purpose. The

main purpose ofsuch a process is to identiiY and bridge the gab between what the present

situation is and what should take place to address the shortcomings regarding future

performance.

2.5.1 Aims Relating to Individual Needs

Although it is the task of the principal to provide opportunities for development, this is

possible if the educators are ready and willing to develop. They must also be committed
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and prepared to be lifelong learners. They must have a positive attitude to self

development.

(Williams 1982:3) identifies' the aims that are related to individual needs as follows:

*

*

*

*

*

·*

*

*

*

To get an individual's appreciation of the total school and of his or her

department and his or her place within the department.

To keep the individual understanding the direction in which the school is moving

and where he or she fits into the school organisation at departmental or

organisational level.

To improve the performance of an individual in a current job by remedying

weaknesses and developing potential strengths.

To help an individual to identify and use new methods and techniques in his or

her current job.

To prepare individuals for changes and new responsibilities in his or her current

job and in areas ofhis or her probable promotion within the organisation.

. To make the job more interesting and satisfYing because a person knows his or her

job well.

To promote growth ofan individual by assisting him or her to develop himselfor

herself towards his or her full potential.

To develop the individual to be able to work co-operatively with other staff

members, both in the departmental and in a team situation.

To address past injustices with regard to opportunities of the individual.

12



* To upgrade many individuals who are unqualified or under-qualified, and who

were previously disempowered due to unjust policies

2.5.2 Aims Relating to Organisational Needs

The purpose of the organisation is to provide a service to the community.. An

organisation can affect or can be affected by outside world, especially parents and the

community. As the school organisation serves the needs of the community, failure to

do this renders it worthless to the community:

According to Williams (1982:3) staff development, should serve the following needs of

an organisation:

*

*

*

*

*

*

It should identifY current and potential staff resources and make the most effective

and efficient use of them under the present circumstances and for the situation.

It should ensure that there is· a smooth transfer of change in curriculum,

technology, environment and so on and that in particular, staff is developed

appropriately to meet the changffig demands ofeducation.

Staffdevelopment aims at altering attitudes, expectations and behaviours.

Staff development ensures that the organisation receives maximum contribution

from education.

It improves the organisation's ability to attract and retain highly talented

personnel who will help the organisation to achieve its goal.

Sometimes the public has negative images of the organisation. The educators

who do not act like professionals but show a lack ofresponsibility, expertise and

13



commitment and sense ofjudgement may cause this. This negative image can only

be changed through staffdevelopment.

2.6 Focus of StafTDevelopment

The principal with the governing body can recruit, select and recommend appointment of

sta£t: but they should assist the staff members to be adjusted to the work they are

assigned to, the environment in which they perform theii duties and the colleagues they

have to work with. Staff development programme are designed to focus on induction,
. .

incorporation and socialisation ofeducators to the new situation.

2.6.1 Induction

According to Kempand Nathan (1981:188) induction is the introduction ofsomeone to

the new post. It can be in newly appointed educator from the college or university or an

experienced educator who is changing his or her job within the organisation or institution.

Induction is the process whereby an educator who is new to ajob is helped in getting to

know the ropes and to acclimatise himself or herself to the new ethos.

Burke (1987:VIll) states that the most the common perception of induction is that it

occurs as one enters the new position. It is considered as a briefperiod ofintroduction

to a first working experience. Induction is actually a continuous process becaUse changes

in education occurs continually.. and educators need to readjust to the changes.

According to Rebore (1982:138 - 139) an effective induction programme has well-defined

objectives that reflect the needs ofthe new employees and the specific philosophy of the

school organisation. Although the objectives of induction vary among the individual

schools, there are universal or common objectives.

14



*

*

The most important objectives of induction as outlined by Rebore (1987:132) are the

following:

*
•

•
•

*

*

2.6.2 Personnel who are Eligible for Induction

Personnel who qualify for induction are:

* Novices

* E)(perienced staff from other schools or" organisations who take up promotion

posts in a new or existing organisation.

stiffwho have received new responsibilities or tasks because ofa new division of

work.

Experienced staff who returns to teaching after interruption of service.

2.6.3 Induction ofNovices

Most novices find their fir~ year of teaching problematic because it is a period ofgreat

adjustment from being a student teacher to being a serving teacher. Many beginners do

not have the ability to apply the theory they have learnt to the practical situation. As a

leader, the principal should be aware ofvarious potential problem areas which novices

may experience.

15



The school principal faces the task to design induction programmes to enable the novices

to cope with the pace of the first year. The programme designed would help reduce

responsibility for novice teachers; assist and support them in obtaining and usirig teaching

aids, and give diem advices and orientating them about the school management,

community and learners.

According to Cloete (1997:156) an induction programme for novices consists of three

phases namely:

*
*
*

a)

Pre-entry phase

Reporting phase

Continuation phase

Pre-entry Phase

This stage takes place before the term starts. This induction is shown in a letter of

appointment where conditi()ns ofservice are set out in detail (Cioete 1997:156).

Kemp and Nathan (1981:189) state that sometimes after the interview, but before the

appointee takes up post, it is a good time to invitehim or her to visit the school. This visit

is best organised by the head of the department in which the educator will be working.

Avidity provides the novice with the opportunity to:

*

*
*
*
•
•

Meet his or her colleagues includiIig team leaders and heads ofother departments

with whom he or she will be working;

Talk to a person who Will be leaving the post, where applicable;
,

Obtain copies ofrelevant school documents;

Receive personnel timetables;

Discuss job descriptions;

Look around the department room and see resources available;

16



•

*

Take away some textbooks and resources so that he or she can make a start on

preparing some lessons;

Get background infonnation about the community.

If it is possible it can be useful for the novice even to visit classrooms where lessons are

in progress and to be involved in team meeting and planning session.

-b) Reporting Phase

This is the ·phase when the head -introduces the newcomer to- the higher officials.

Thereafter her or she is taken to the place of work and infonned about the work The

head-alsoinfonns him or het about his or her duties, hours ofwork, attendance registers,

use of telephone, dress, meal times and recreational facilities, ifany. (CloeteI997:156)

According to Kemp and Nathan (1981:190) during reporting stage, the head of the

department checks any personal difficulti.es such as, accommodation or transport to and

from school. The head may provide a newcomer with a colleague who would act as a

guide or mentor for the first few weeks.

c) Continuing Phase

Most or the work is explained gradually while the newcomer continues with his or her

work. Thereafter, regulations and procedures are set to him or her in the fonn of

writing. This means that a new colleague has all facilities necessary for a new job. This

assists him or her to adjust himself or herself to a new environment.

Kemp and Nathan (1991:191) identify the following support strategies.for helping the
- -

nOVices:

* Joint planning work. This means that the novice will be given a chance to work

.with the team leader, or someone else from the team, on planning and developing

teaching ideas.

17



*

*

-*

Observing others' lessons. The novice can be invited to spend time in the lesson

where experienced teachers are teaching.

Regular infonnal discussion sessions. The novice can spend time with experienced

teachers, discussing about teaching approaches, handling ofdisruptive classes or

any concern a novice may wish to raise.

Reviewing progress. More informal sessions to review progress can be useful.

Part of the review process might involve helping novices to identify particular

,aspects of their practice in which they could focus' as they continue to work.

2.7' Management Development

Peel (1992:7) refers to management development as the combination of individual

development and career development of those who are, or who are expected to be

managers. The development ofmanagers is ofvital importance because these are the

persons who should help in developing the educators. They cannot help in staff

development when they themselves are not sure ofinnovations in education:

According to Routman (1994:472) the educator's growth and change are more powerful

when strongly supported by managers. In other words managers should be staff

developers, although some do not involve themselves in developing staff

Effective managers have frequent non-threatening communication with the staff, work

with educators on a collaborative plan of action and raise educators' self-esteem by

recognising and valuing their individu,al strengths and teaching styles. The administrators

are actively involved in the change that takes place within the education system, in the

curriculum and in the learning process. They attend workshops, make efforts to

demonstrate effective teaching strategies. They also take a leadership _role in changing

strategies.
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A manager must always read professional journals with teachers' interests in mind. He

or she must make copies for his or her staff He or she must always let teachers know

about upcoming conferences and encourage their attendance. He or she must also attend

conferences to promote his or her own development as a manager. He or she must

encourage peeL observation where educators will observe each other's teaching

techniques. He or she even can hire an outstanding educator from other institutions for

a halfday, so that his or her educators spend time observing him or her.

2.8 Types of StaffDevelopment Programmes

There are different types ofstaffd~velopment, which can help educators either as novices

or experienced educators.

2.8.1 Extension-

Walters (1993 :69) refers to extension as the staffdevelopment programme for educators

who have occupied positions at school for several years..Such educators ought to have

overcome many difficulties concerning the change in the curriculum and teaching styles.

These educators should be capable ofemploying appropriate skills in teaching, ·yet they

might not be aware of the changes that have taken place. They educators need to be

extended so that they widen their professional and academic horizons. The extension

workshops will help them relate their existing responsibilities with acquired experience to

the wider interests ofthe school and education service. Educators at this level should not

be placed in the same course with the educators who are still pursuing induction.needs.

2.8.2 Refreshing

To refresh means to restore (Walters 1993:70). After a period ofbeing away from schoo~

there is a need for educators to update their skills in teaching a particular subject. Some
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educators'who left teaching service to start fcimilies might need to be refreshed when they

rejoin the service. Staffdevelopment programmes in schools are planned to meet these

needs.

2.8.3 Conversion

According to Walters (1992:7) conversion is the staff develpment programme that is

designed fot educators who have been transferred to entirely different jobs in schools. For

instance, ifan educator was initially educated as primary school educator subsequently

is to teach in a secondary school, he or she needs to be retrained. This retraining will

enable him or her to adjust himselfor herselffreely in a new post.

2.8.4 Team Development

Team development is a key activity for every manager. Team development is concerned

. mainly with factors of group dynamics and inter-personal relationship within the team

(peel 1992:7).. This means that team development has to be inter-related with individual

development. Not only should the individuals be developed but the whole team also

needs to be developed. Working as a team helps educators to know each other better.

Knowing each other also helps them to work as a team. The team spirit can be

emphasised by a call for having a meeting to discuss some issues pertaining to the welfare

ofthe department in the school. Meetings are the way of building effective teamwork

because they promote effective communication and co-ordination.

A team is more powerful than an individual in that the former has more resources at its

disposal.. A team tackles a task more easily than an individual, because the contribution

from each member ofa team worker on the basis ofcomplementarity. The educators who

work collaboratively can pool their creativity to solve problems and move ideas forward.
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2.8.5 Team Teaching

Team teaching provides aIropportunity for teachers to work and plan together. Working

together is a way ofmaximising individual strength (Nkosi 1996:31). Effective teaching

teams have open communication, open planning and co-operation. This improves the

quality ofteaching because it involves peer couching. Where teamwork is good, the result

is very good.

. Conflict can be expected in teamwork and should be accepted though it can have twofold

effects. On the one hand conflict can have retarding and preventive influence on personal

and team achievement. On the other hand it· can generate creative forces amongst team

members. To enable the team to function effectively, differences ofopinion and conflict

are desirable. Tearns, in which no differences of opinion may be raised or are tolerated,

will stagnate (Cawood and Gibbon (1985:31).

The successful leader will realise the value ofteam teaching and he or she must ensure that

.activity which promote healthy tearn spirit among staffmembers are included in his or her

schools' staff development programme.

2.9 Planning Staff Development Programmes

Emerson and Goddard (1993: 112) assert that when planning a structured programme of

training and development activities for individual members of the staff, it is important to

remember that skills, knowledge and understanding required should depend on factors

like:

*
*
*

*

The particular characteristics ofschool;

The responsibilities ofperson's post;

The stages reached in person's career; and

The person's strengths, weaknesses and previous experiences.
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Thestarting point for planning should be the person's jobs specification: What skills

and strategies his or her job demands, what skills the post holder currently has and

which skills he or she needs to acquire should be considered when planning Emrnerson

& Goddard, 1993:112). These considerations would help the manager to plan exactly

what is relevant to the needs ofeducators.

According to Ernrnerson and Goddard (1993:112) when one considers which skills need

to be developed, there is also a need to recognise that people have different needs at

.different stages in each post they hold. These stages are induction, in-post development

and preparation for a post.

2.9.1 Induction

As noted earlier on, this stage is essentially one of familiarisation and learning and

developing skills to enable the new responsibilities to be carried out and met by a fresh

colleague. This is for the colleague who has taken up a new post or a newly qualified

colleague. In this phase there is a need for regular supervision, advice and support. The

educator who is new to the post will most probably seek and welcome feedback on

performance.

2.9.2 In-post Development

This is the stage when a post holder is familiar with the role and has required basic skills

to carry out responsibilities required by the post. He or she now needs to investigate how

the role can be developed and perhaps may wish to take a new responsibility.

During this phase there is likely to be some (but limited) supervision and support with

many tasks carried out in partnership with others, and some being delegated.
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2.9.3 Preparation for a Post

In this phase the post holder is seeking a career move and needs to prepare hirnselfor

herselffor a new post with new responsibilities and perhaps requiring new skills. During

this phase, the post holder will probably be more autonomous and more ready to assume

more tasks.

2.10 Choice ofProgramme

The choice of a programme for the year can be selected and planned by a planning
. . .

committee. The programmes should be within the educators' interest and needs as

mentioned earlier on. They should be adaptedto meet the needs of a particular school.

Such programmes must provide a variety of activities and procedures, which can be

directed by resourceful leaders (Cawood and Gibbon 1985:25).

Cawood and Gibbon (1985:26) further suggest that a programme for each session should

have the following components:

*
*
*
*
*

Objectives to be fulfilled;

Selected reading assignments;

Structures and strategies to be used;

Step by step programming ofsession;

Indication ofduration ofa lesson.

2;11 Sites for StaffDevelopment

Several methods can be utilised to accomplish the school's objectives. The most common

methods are on-the-job-training, vestibule training and off-the-job-training (William

1982:4).
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2.11.1 On-the-Job-Training

On-the-job training implies that supervisors, like heads of departments or school

principals, take a responsibility to teach staffmembers all the facts ofa particular job on

aday-to-day basis. This means that the new employees work under the guidance of an

experience employee who can give the necessary guidance and advice for them to perform

the work more effectively.

According to Rebore (1982:72) on-the-job training is the simplest form of training to

organise. It is also least costly to operate. Employees are placed in an actual work

situation, which makes them feel immediately productive. This is the suitable training

method for the job tha~ is difficult to simulate or that can be learnt quickly by

performance. This method consists of the following steps:

*

*

*

Preparing a novice by telling him or her about the job and presenting information

essential to performing the job.

Having novices·demonstrate their understanding ofthe job.

Placing the novice in the job of his or her own and assigning an experienced

educator to assist him or her ifhe or she needs help.

According to Cloete (1997:158) the work learning environment should be properly

prepared in advance. There should be necessary equipment like procedure manuals,

diagrams, models, if any, explanation either written or typed, and other machinery

necessary for demonstrations.

2.11.1.1 On-the-Job-Training Methods

French (1976:340) identifies on-the-job training methods as under-study asssignment,

coaching, job rotation and transfers and mentoring.
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(a) Under-Study Assignment

This involves assigning an experienced educator to work with inexperienced

educators. This helps to transfer knowledge that an experienced educator has to

the inexperienced educator.

(b) Coaching

Coaching can either be informal or fonnal.. Infonnal coaching involves discussion

between the manager and the subordinate, who can be an inexperienced educator.

The discussion can be between peers. These discussions consist ofquestion and

answer sessions that focus on usefulness and application within the organisation.

Formal coaching involves scheduled meetings between higher and lower level

managers or between experienced teacher and a novice to discuss various

problems and their potential solutions. Fonnal coaching involves sharing ofideas.

This creates a healthy working atmosphere within the organisation.

. (c) Mentoring

A mentor is an experienced educator from whom an inexperienced educator learns

on a daily basis and whom an experienced educator is trying to evaluate. A

mentor can widen the opportunities for staffdevelopment by solving problems that

an in experienced educator might have, and support inexperienced educators

when he or she experience some difficulties in his or her work.

2.11.2 Off-the-Job-Training

Off-the-job training implies that the training occurs in a place or environment like a

classroom. According to Rebore (1982: 173) off-the-job training refers to programmes

organised away from the work environment, such as lectures, seminars, workshops, case
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studies, programmed instructions, discussion groups, staff meetings, visiting speakers,

school based courses, team development workshops, organisational training, school

conferences and symposiums, consultations, participation visits, management courses,

external courses, secondments, discussion meetings with stafffrom other schools, study

leave, role play, computer-assisted instructions and in-basket training.

2.11.12. Off-the-Job Training Methods

(a) Lecture and Seminars

- The class lecture is a formal organised talk by a lecturer to a group ofindividuals

regarding specific information that they should know. A lecture is a good method

to transfer core knowledge, which is applicable to a large group. This can be a

method to explain school policy, rules and regulations for the school to the new

educators. It can also help to motivate and co-ordinate group members.

Members benefit from these presentations.

(b) Conferences and Symposia

Conferences and symposia can be helpful in informing educators and management

team ofcurrent trends in education such as curriculum development initiators and

the new legislation. The purpose ofthese conferences and symposia is to develop

knowledge and understanding and to stimulate participation in discussions. These

sessions should always have something constructive that will develop the staff

.(c) Case Studies

According to Rebore (1982: 174) the trainee or inexperienced educator is

confronted with a problem which contain elements of a real life situation. This

method stimulates creative thinking and the educator gets the opportunity to apply

practically what he or she has learnt through role-play. This method is not
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common but should be tried because it puts the inexperienced educator in a real

situation. Studying the given problem, generating solutions, choosing the best

solution and using it in relevant situation, gives a sense of real experience.

(d) Role Play

During the role playing, two or more inexperienced educators are assigned parts

to play in front of a group of people to illustrate solutions to problems. This

method gives the inexperienced teachers insight into inter-personal problems and

helps improve their ability to handle human relations issues.

(e) Programmed Instruction

Programmed instruction is learning through small steps. It breaks material into

small units. Each step is built on a previous step. Immediate results are given.

Learning educators learn at their own pace. The problem with this method of

learning is t.hat the school may not have the necesssary equipment.

(f) Computer-Assisted Instruction

Computer-assisted instruction is an extension ofprogrammed instruction. The

response ofa learner educator determines the degree of difficulty of the next

question or frame, which occurs almost immediately. It is used to provide drill

and practice to the trainees. Although it is ,a fast method of training, it can be

costly. (Kemp 1981:175)

(g) In-Basket Trainfug

In this method the trainee is given a number of letters, memos, reports and

telephone messages that would normally land on a manager's desk during the

course ofa day. The information will range from urgent to routine aspects, which
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the trainee must prioritise and solve. This method is usually employed to analyse

a person's decision-making abilities. It is a good method to develop managerial

skills. (Kemp 1981:175).

(h) Meetings

According to Kemp (1981:176) meetings area vehicle for in-service training.

They help the educators in acquiring certain skills. Meetings should be held to

generate new ideas, analyse and evaluate existing ideas and solve administrative,

academic or inter-personal problems as well as to facilitate decisions on policy

matters.

Meetings can be used as seminars and workshops on specific educational issues

.relating to the work of the team and school as a whole. All educators get the

opportunity to participate in the functional and management activities of the

school. Educators learn how to conduct meetings, solve problems, make

decisions, enhance interpersonal relations and develop interpersonal skills. Such

meetings thus create opportunities for instructional guidance (Theron and

Botha 1990:124).

The following are the different types of staff meetings as methods of staff

development. (Theron and Botha 1990:125)

(i) Meeting before a school day starts

Some schools have specific days ofthe week kept out for having meetings, before

a school day starts. The main objective of these meetings is to inform the staff

ofurgent administration and routine matters which must be dealt with or a change

in day's schedule. The advantages of these meetings are to create opportunities

to clarify uncertainties and to promote effective communication and co-ordination.
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*

(ii) Meeting at the start ofthe school year

This meeting is held before the school reopens. One ofthe main reasons for this

meeting is to ensure the smooth running of the school the next day. The

"cabinet" meeting may take place a day or two before the entire staff arrives. The

purpose ofthis meeting is to draw and discuss the programme for the year and to

draw the agenda for the general staffmeeting which will be held later and could

be used to review the work of the previous year.

(ill) General staffmeetings

Particul;urr needs and nature of the project of a school mainly determine general

staff meetings. It can be monthly, quartely or when it is necessary. The

requirement is that everybody must be informed to make arrangements and each

member must receive an agenda to prepare for the meeting.

The 'Cabinet Meeting' consists ofthe school principal, deputy principal, heads of

the departments and may be a few senior teachers. These meetings are for

discussing matters, which need urgent attention, and can be very confidential, and

therefore should preferably notbe·discussed at a general staffmeeting.

(iv) The subject meeting

The subject meeting is held in each department at school by the head of that

particular department and the staff These meetings create an opportunity for

educators to:

* Keep one another abreast ofthe departments in the subject concerned;

* To prevent teachers from becoming isolated regarding subject knowledge,

and

To discuss the syllabus, methods, use of teaching aids and final

examination in depth.
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(v) Meeting ofnon-teaching staff

Teaching staff is a pillar of strength in a school. Such meetings provide the

opportunity for the staff to put their suggestions and problems directly to the

school principal, to state their point ofview regarding harmonious co-operation

with the teaching staff, to enhance inter-personal relations and to serve as in

service training sessions.

All the above-mentioned meetings are excellent tools to use to train and develop

staff ifthey are used appropriately. Taking part in discussions during meetings,

listening to other's views and executing decisions are all parts of training and

development process ofan educator. Therefore, the school principal should be

familiar with the manner in which meetings are convened and the potential they

have as a means oftraining. The school principal must not manipulate the thinking

process ofsteering the meeting in a specific direction which suits him or her best

because the educators will develop negative attitudes t<;lwards.the meeting. Such

meetings end up having no educational value.

(v) Teaching collaboratively

Teaching or working collaboratively with another member of the team can be a

valuable form ofin-service training. This can be done by observing each other's

lessons. It can be effective if it focuses on one or two· aspects of the lesson,

perhaps the pupil-teacher interaction, or the style of teacher questioning, or else

planning a topic or assignment, or developing teaching material jointly. Some

team-teaching ofthe topic or joint evaluation ofones' teaching can follow this.

(vi) Visit to other schools

This can be valuable particularly for colleagues who have spent a long time in the

present school, to observe how other people in other schools set things and the
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good ideas they have in tackling certain areas ofwork. This helps the educator

to compare his or her work with that ofa colleague at another school. One must

choose a place to visit carefully and must have specific purpose in mind. He or

she must make sure that that particular school agrees to receive him or her visit

and is aware of the purpose.

(vii) External courses

Use ofexternal course can be useful. The members of the team or department

could choose who should go to a.course. Everyone should be given a chance to

go for courses. Opportunities should rotate. Courses should be geared to meet

the need of the teachers. The school should find out what will be offered in

which course. Someone who attended the course will have to share the acquired

experience for the benefit ofthe team (Kemp and Nathan 1981:177).

When an educator has attended a course, the principal or head of department

should see to it that a complete report is presented on the course and its contents

and that such information is passed to other teachers involved in that subject.

The heads of departments should arrange the meetings in their departments in

order to get an evaluation of courses and to arrange staff development meetings

so that all educators in their departments can benefit from the course. (Walters,

1993:71).

,(viii) Laboratory training

Laboratory training is experienced-based learning workshop that emphasises

interaction between trainers and trainees. That is where they apply specific

management and supervisory techniques to actual situations. The trainees have

to make various types ofdecisions and receive help in determining outcomes of

those decisions. The approaches used as laboratory training are computer

stimulation models, case studies and role-playing.
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(ix) Inviting people from outside school

Day and Moore (1986:222) suggest that inviting people from the private sector

to contribute to staff development is ofgreat value to the educators. This will

create mutual understanding ofeach other's needs, overcome isolation and lead

to growth in teamwork. Working with learners' parents from school also

contribute to creating constructive parent-teacher relationships.

Other bodies or persons which shall be invited include education officers,

authorities, from the· department of education and other departments,

representatives of subject· committees, people from unions and :trom training

institutions to address the educators.

2.13· Role ofManagement in Staff Development

Management of staff is the key leadership role. The principal by virtue of his or her

position should initiate staffdevelopment at school and see to it that it is successful.

The principal must encourage staff to be involved in their own development. He/she

should be able to identify what motivates the staff to continue learning. He or she must

find ways to positively influence these motivating factors and to know how the school

organisation can maximise them.

Nkosi (1996:24) suggests that the principal has to define and implement a management

plan so that the school makes full use ofits human and physical resources.

The principals ofschools should provide the staff with relevant background information

and research findings to help them to ~ve at informed opinions (Du Four & Eaker

1998:186). They should ensure that educators receive training to master skills that will

help them to achieve the school goals. They should provide and create structures and

expectations for staffreflection and discussion. They should supply the data, information
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and feedback that enable teams to make the necessary course corrections and

improvements to achieve their objectives.

Du Four and Eaker (1998:186) further state that principals should ensure that if

educators are to make informed decisions, they themselves must function as staff

developers who focus on creating a school culture that enables educators to grow and

learn as integral parts oftheir standard routines. They should provide their staffmembers

with guiding principles; educators shouldnot be encouraged to simply do whatever they

want. There should be clear guidelines and boundaries that will help them direct their

work on a daily basis.

2.13 Standards for Staff Development

Standards are organised into three categories: context, process and content. The content

standards address the 'what' of the staffdevelopment, the actual skills or knowledge

that educators need to possess or acquire. The process standards· address the 'how' of

staffdevelopment, the means by which educators can acquire knowledge and skills. The

context criteria refer to organisation, system of culture that supports staff initiatives.

These standards are intended to be used by schools and school districts to improve quality

of staff development efforts so that learning will be increased.

2.13.1 Content ofStaffDevelopment Programmes

According to Du Four and Baker (1998:262), the staff development content is based on

research. Staff developers always begin by getting the evidence that the innovation

actually makes a difference in teacher effectiveness and success ofstudents. The research

of the past will provide considerable insight into 'what works'. The error of not doing

research has a result ofknowing what to do and not using what is known.

The staffdevelopment content should focus on general teaching strategies such as mastery

learning and problem - based learning. Nationally recognised high schools should build
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its staff development programmes on three general strands that apply to all classrooms

such as student-centred instruction, authentic assessment and integration of technology

(Du Four and Eaker 1998:263).

Du Four and Eaker (1998:264) contend that the staff development content expands

knowledge ofeducators to meet the needs ofstudents who learn in different ways. Ifthe

purpose of the school is to help all students achieve education, and if students learn in

different ways, it must follow that effective staff development programme will expand

the educator's skill to address the diverse learning styles of students.

2.13 .2Context of StaffDevelopment Programmes

According to Du Four and Earker (1988:268) the context of staff development focuses

on the schoollevel and should have a strong support from district and regional offices.

This will help the principal or whoever facilititates to go in line with departmental policy.

The importance ofschool-focused staffdevelopment does not diminish the critical role

that the district office must play in the school improvement initiatives.

According to Du Four and Eaker (1998:269) district offiices can help the individual

schools create effective staff development programmes and sustain school initiatives by:-

*

*

*

•

promoting shared vision and values, by developing compelling vision of district

schools and helping each school translate that general vision into its local context.

fostering collective inquiry by building links between schools and external sources

of information~

promoting collaboration by providing time in the school for educators to work

together on issues of teaching and learning;.

encouraging experimentation by proving incentives and by conducting district-wise

action research projects;
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*

*

building continuous improvement processes in district and school routines by

establishing a cycle ofsetting goals, reflecting, planning, experimenting, analysing

results and revising plans in the district and its schools, and

focusing on results by developing varied assessment procedures that provide

educators with the infonnation and feedback they need to make decisions on their

practice.

It is obvious that the context ofstaffdevelopment is job-embedded. Educators engage

in a powerful fonn of staff development each time they work together to develop

curriculum and assessment strategies. They engage in the on-going cycle of enquiry,

reflection, dialogue, action, analysis and adjustment in order to improve the results, and

give one another feedback as they practice new skills.

2.13.3 Process ofStaffDevelopment

Process of staff development puts more emphasis on good teaching. Good teaching

involves students actively in building their understanding of new ideas; providing

opportunities for practice and feedback as well as for enquiry, problem solving and critical

reflection, to connect knowledge to students' developmental stages and personal

experiences and to carefully assess student learning (Du Four and Eaker 1998:265).

Du Four and Eaker (1988:265) say that process of the staff development provides for

coaching to achieve mastery of skills. Staff development should therefore include.

* presentation and explanation oftheory behind practice;

* demonstration;

.*

*
*

opportunities for initial guided practice;

prompt feedback about educators' efforts, and

sustained coaching.
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Staffdevelopment must encourage educators to create small supportive groups to discuss

their questions, concerns and ideas about new programmes. This can reduce isolation and

provide a forum for sharing ideas that can fuel the schools' improvement initiatives.

2.14· Making Time for StaffDevelopment

Some educators may think: that they do not have time for staff development. Time

tabled staff development can be provided so that all members of the staff in each

department may be free for staff development activities.

Oldroyd, etal (1984: 18) suggests that schools can adjust hours by starting earlier or

shortening the lunch break. When the annual school time-table is compiled, specific after

school sessions for staff development can be provided. This may sometimes bring

problems to insufficiently staffed schools but should be the must ofevery school.

Oldroyd, et. al. (1984:18) further suggest that educators who have staff development

responsibility can be given lighter load to allow them time to become staff development

brokers. This can depend to the staffing ofeach school. Schools which are under-staffed

can have some difficulties in attending staffdevelopment sessions during working hours.

Ifeducators are given time within their working day for staffdevelopment opportunities,

they can be more willing to be involved.

According to Cawood and Gibbon (1985:25-26) timing of staff development can be

determined by local or school's circumstances. In some instances principals can make

allowances for weekly subject department meetings within the time-table. In other cases,

staff can meet for an hour after school on a suitable day or for an early morning where

learners can start school later than other days. In schools where assembly is sometimes

run by learner representatives, an opportunity can be created for staffto meet, while the

assembly is being held. This shifting of the time-table can only be suitable, may be, in

boarding schools and where transport is not a problem for both learners and educators.
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2.15 Conclusion

This chapter presents a theoretical analysis of the nature and the importance of staff

development in schools. It demonstt:"ates as to how imperative it is that schools should

have staff development programmes to equip educators with dynamic teaching strategies

that will improve students' learning.
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CHAPTER 3

3. EMPIRICAL RESEARCH PROCEDURES AND TECHNIQUES

3.1 Introduction

This chapter outlines the method ofstudy used in this project. The objectives ofthe study

mentioned in chapter one have served as a guide in determining the method of

investigation. This chapter covers the restatement of the objectives of study, the

discussion of data collecting instruments, the sampling of respondents for the

questionnaires and the administration ofdata - collecting instrument.

3.2 Objectives of Study Restated

The objectives ofstudy are:

*
*

*

to determine the nature of staff development as recounted in literature;

to investigate staff development practices at the secondary schools in Eshowe

District, and

to present findings and recommendations regarding staffdevelopment.

The first aim has been achieved. The empirical investigation has been designed to achieve

the remaining objectives. The questionnaire was developed for the purpose of probing

into the need for, and means of staff development programmes in schools, and the role

ofprincipals as managers.

3.3 Selection and Discription ofData Collecting Instrument

The basic research design for this study was descriptive research. As indicated earlier on,

use was made of the questionnaire for principals. According to Sax (1981:244) a

questionnaire is a way ofgetting data about people by asking them. Travers (1978:305)
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argues that the questionnaire should be clearly stated in the simplest possible tenns. For

purposes of the study the questionnaire was constructed for principals as a means of

collecting data about staffdevelopment in secondary schools in Eshowe District.

The questionnaire was considered as an appropriate method of collecting data from the

respondents because it is easy to distribute among the schools which constitute the

sample. The student used the questionnaire as a data collecting instrument because the

district is too large and the student could not reach all areas physically. The student also

considered the questionnaire as appropriate because it allows for survey to be conducted

among the respondents. It provides for responses to be taken at the respondents' own

time, although the response rate tends to be very low.

On the other side the questionnaire has some limitations. Van Dalen (1979:153) states

some ofthe criticism regarding the use ofthe questionnaire. He states that respondents

who are not free or willing to divulge infonnation tend to ignore certain questions or

falsify their answers.

There are two forms of questionnaire items used in this study namely closed or restricted

items and open-ended or unrestricted items. According to Van Dalen (1987:154) the

closed items are a prepared list ofconcrete questions or statements and choice ofpossible

answers. The.closed questionnaire items are easy to ask, easy to answer and require no

eloborate writing. Van Dalen further states that the closed questionnaire items are easy

to administer to large numbers, help to keep respondents' mind rivetted on the subject

and facilitate the process oftabulation and analysis. Sometimes closed questionnaire items

fail to reveal the respondents' motives. That is why the respondents may answer

carelessly as they wish. Van Dalen further says that sometimes fixed alternative responses

may force the respondents to give answers that do not express their ideas. Open or

unrestricted questionnaire items provide for follow-up on the respondents' choice of

alternative answers. This helps the researcher to compare the purpose of the question

and the chosen alternative with the comments of the respondents.
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3.4 Construction of Questionnaire

The student constructed two sets of questionnaire items namely, open or unrestricted

items and closed or restricted items. The questionnaire is divided into two sections. The

items of the first section required personal particulars of the respondents: The second

section required information about staffdevelopment programme in schools. Closed items

were answerable on a two-point scale as well as a five-point scale: YesINo and Strongly

AgreelAgreelUncertainlDisagree/Strongly Disagree, and so on.

3.5 Target Population and Sampling for the Questionnaire

This study focuses on Secondary Schools in Eshowe District.. Eshowe District is the part

of Empangeni Region. At the time of investigation there were forty-eight secondary

schools. Some secondary schools were not clearly defined whether they were junior

secondary or senior secondary schools. The district is subdivided into five circuits which

are Kwa-Mondi with elevensecondary schools, Vulingqondo with ten secondary schools,

Ndulinde with eleven Secondary Schools, Ndlangubo which had nine secondary schools

and Mandeni circuits had seven secondary schools. The target population was a mixture

of secondary schools or senior secondary schools, because they are not easily

distinguished. Mandeni circuit had no junior secondary school at the time ofinvestigation.

It was assumed that some secondary schools are big and it is obvious that they have a big

staffs complement, big enrolment and the upper age groups oflearners These differences

might have impact on staffdevelopment.

It was impossible to study the target population entirely because of the geographical

constraints. Random sampling was used. The names ofsecondary schools in each circuit

were written in separate pieces ofpaper and mixed. Any names three have to be chosen

from each circuit. The total sample consisted offifteen secondary schools.
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3.6 Pilot Study

The questionnaire was tried out to eliminate ambiguities and to determine areas of

improvement and clarification. The pilot study was conducted on the respondents who

were part of the population but not the part of the sample. Questions which were not

clear were rephrased

3.7 Administrative Procedure

Permission for access to schools was obtained from the district manager. The students

also requested for the map which show the geographical location ofall secondary schools

in Eshowe District. There was a covering letter which was attached to each questionnaire

for each respondent. The covering letter assured the respondent that their views would

be treated with confidentiality. According to Cohen and Maniori (1980: 110) the covering

letter conveys to the respondent the importance of the project, direction for the

completion ofthe questionnaire and guarantee anonymity.

3.8 Conclusion

In this chapter attention has been given to the selection and description ofdata-collecting

instruments, construction of questionnaire, identification of the target population,

sampling for the questionnaire and administration of the instrument The next chapter

provides analysis and interpretation ofdata.
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CHAPTER 4

4. ANALYSIS AND INTERPRETATION OF DATA

4.1 Introduction

This chapter contains an analysis and interpretation ofdata: collected for this study. In the

previous chapter on description was given of the research procedure and techniques

used in this study. Analysis of data was based on the classification reflected in the

research instrument namely; biographical data of respondents, provision of staff

development and content ofstaff development programmes.

4.2. Biographical Data of Respondents

This section deals with personal information from the respondents as well as such

information as might have bearing on staff development programmes in schools.

4.2.1 Responses According to Gender·

The following table illustrates the gender among respondents

Table 4.1 Respondents according to gender

GENDER RESPONDENTS

Males 12

Females 03

TOTAL 15

Table 4.1 represents responses to item 1.1 of the personal particulars of respondents.
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According to this tab1.e 12 ofthe respondents were male and three were females. This

indicated that males still outnumber females in principalship positions. This conflicts with

SA policy which provides for gender equity in workplace. Due to absence ofequity, some

characteristics are lost, like the aspect ofmotherhood. It is assumed that women have

patience when dealing with people. Women can have a touch in nursing her subordinates

and always has a will ofdeveloping a person. It is therefore assumed that lack of women

in management position might have a negative impact on staffdevelopment. Women tend

to respond first in case of any problem that arises. Their absence in management is unfair

because everything is biased to males.

4.2.2 Responses According to Age

The following table gives age of the respondents.

Table 4.2 Respondents according to age

AGE IN YEARS .RESPONSES

Below 25

26-30

31-35

36-40 3

41-45 8

46 upwards 4

TOTAL 15

Table 4.2 indicates that respondents range from age 36 upwards however, but it is

possible that there are respondents who are below 36 who did not fonn part ofthe sample.
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It is also assumed that majority of respondents have enough experience and knowledge

to be in management positions and they can meet the challenges of the education system.

According to table, there are 4 respondents who are 46 years or above. This may indicate

that old and experienced principals get promoted and move out ofthe schools to positions

of seniority in education. Alternatively some of these educators resign or retire.

Experienced people are eligible for the roles of staff development because they have to

guide new & inexperienced educator

4.2.3. Responses According to Academic Qualification

Academic qualifications are among the requirements for appointment to educators' posts

including management positions qualification suggest that individuals have necessary

knowledge understanding & skills to carry out work. However academic qualification do

not always reflect management training or competence.
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The following table gives the academic qualifications of the respondents.

Table 4.3 Respondents according to academic qualification

QUALIFICATIONS RESPONDENTS

Matnc

Degree courses 2

Bachelors'degree 7

Honours degree 3

REd -2

M.Ed 1

MAJM.ComIM.Sc/Dr. 0

Doctorate degree

TOTAL 15

Table 4.3 indicates that 2 respondents were studying towards the bachelors' degrees. All

13 respondents are holders of degrees. This means that there is a very strong presence

ofdegreed people in management positions at the secondary schools. Although there are

provisions for people with diplomas to be appointed, a degree is prefered for principalship

in secondary schools. A degreed person is likely to bring in new ideas on higher level of

understanding ofissues. The degree is also a positive sign that somebody is open to new

ideas, including ideas that have a bearing on staff development. It is a policy that all

principals must be professionally certificated educators. On degree qualification is not a

sufficient acquisition for this purpose.
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4.2.4 Experience in Years as a Principal

~

Educators with long experience as principals are taken to have been exposed to a variety

of situations. Therefore, there is a likelihood that they can do well in management

positions.

The following table gives an indication ofthe experiences ofrespondents as principals.

Table 4.4 Respondents' responses according to experience

EXPERIENCE IN YEARS AS PRINCIPAL RESPONDENTS

0-5 4

6 -10 6

11 - 15 4

16 - 20 1

20 upwards 0

TOTAL 15

Table 4.4 shows that four respondents had 0-5 years experience; four had 11-15 years'

experience, and one had 16-20 year( experience. There is a possibility that some

principals are longer experienced in the field as school teachers. It is, therefore,

assumed that these people are matured and experienced as principals. They are ready

to face new challenges which pertain to staffdevelopment. They have been in the field

for some time and have enough knowledge. Experience is of significance because it

denotes challenges which prepare people for a variety of situations which made them

resourceful and helpful.
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4.2.5 Number of Staffin Each Category

The following table illustrates categories of staff in the schools from which respondents

were drawn.

Table 4.5 Responses on category of staff .

HOD DEPUTY PR EDUCATORS TOTAL

1 3 1 20 24

2 2 - 14 16

3 2 1 17 20

4 2 - 16 18

5 2 1 15 18

6 3 1 13 17

7 1 1 22 24
-

8 2 - 1 15 18

9 3 1 18 22

10 3 1 13 17

11 2 1 18 21

12 3 1 19 23

13 2 1 16 19

14 2 - 13 15

15 3 1 18 22

TOTAL 35 11 237 283
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According to table 4.5 all respondents have heads ofdepartments in their schools. Some

had deputy- principals. This investigation could not establish if heads of departments

indicated on Table 4.5 are officially designated or internally or privately appointed y by

their institutions. The staffing policy has not been implemented to provide for uniform

school management posts. Therefore lack of school management teams may give little

room or no room to staffdevelopment.

4.3 Need for StaffDevelopment

The aim ofthe questionnaire on provision ofstaffdevelopment was to ascertain ifstaff

development is offered in secondary schools, and what views the respondents have on

the matter. Table 4.2 illustrates responses on provision ofstaff development.

Table 4.6 Principals' responses to the need for staff-development

RESPONSE CATEGORY

NEED FOR STAFF Strongly Agree Uncertain Disagree Strongly TOTAL

DEVELOPMENT Agree

There is a need for 10 5
..

15
educators to engage
themselves in
professional
development in order
to be relevant to the
new system of
education

According to this table all the respondents agreed that there is a need for educators to

engage in professional development in order to be relevant for the new system of

education. All respondents agreed that they give their staff the opportunity to improve

their capacity. The respondents enumerated the following as areas where professional

development is necessary:
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*
*

*

It helps educators to upgrade and improve their professional qualifications

It helps educators to get skills concerning leadership, learner aSsessment,

familiarity with OBE and preparation ofwork programmes for OBE.

It helps them to improve their subject knowledge.

4.4 Provision for Induction of Staff

Induction ofeducators is part of staffdevelopment. Induction is a way offamiliarising

new educators with what is happening at school and what is expected of him or her.

After a period ofinduction, it is expected ofthe principal to make a follow-up in order to

ascertain ifthe educator is comfortable in his or her new work place.

The following table gives an indication of responses on the need for staff induction

programmes in schools:
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Table 4.7 Principals' responses to the induction programme ofeducators.

NEED FOR STAFF RESPONSE CATEGORY
INDUCTION

Strongly Agree Uncertain Disagree Strongly Total
Agree Disagree

Principals should 15 15
prepare induction
programmes to
engage educators in
the particular roles

Principals should 6 9 15

create time to

supervise the work

ofeducators in their

school work

According to table 4.7 all respondents were in favour ofthe induction programmes at

school. The table also shows that 15 respondents agreed that principals should create

time to supervise the educators' work The responses, therefore, suggest that there is

general acceptance of the process of induction for new educators and for a follow-up

activities to ensure that the new appointees are familiar with their work and the work

environment.

The comments of the respondents pointed that induction programme is a way of

familiarising new educators with physical layout of the school, administrative procedures

in school, the structures of the governance and the management, their job discriptions,

and their colleagues.
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The responses on Table 4.7 point to the need for the principals should create time to

supervise educators' work This can help the principals to review the educators' progress

after the induction process. Reviewing educators' progress help the educator to rectify

mistakes soon after they have been identified and to ensure that everybody is sure ofwhat

he/she is doing. Reviewing and supervising educators' work also help the principals to

know where exactly they should provide feedback and development.

4.5 Need for Departmental Workshops

The following table gives and indication ofresponses on the departmental workshop

Table 4.8 Principals' responses to the need for attending departmental workshops,

courses and seminars

..

NEED FOR STAFF / RESPONSE CATEGORY
DEVELOPMENT

Strongly Agree Uncertain Disagree Strongly Total
Agree Disagree

Educators should be 14 1 15
given opportunities to
attend departmental
workshops, courses and
seminars to keep pace
with changes

Principals should inspire 12 3 15
educators with love of
upgrading themselves
professionally in order
to be equipped with
innovations within the
system ofeducation
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Table 4.3 represents responses on items 2.4 and 2.5 ofthe questionnaire to the principals.

According to the table 100% ofrespondents acknowledged the need for the educators

to attend departmental workshops, courses and seminars this may help educators. This

shows that principals are aware that departmental workshops form part of staff

development. Attending departmental workshops helps educators to be familiar with

changes that take place in education system. The departmental workshops also help to

acquaint educators with the new developments in their specialist areas and in education

in general. The departmental workshops provide knowledge and understanding of the

new curricular and methodologies. The experience they share with their colleagues helps

to give them more insight into challenges they have in common. These workshops also

help educators to improve their existIng knowledge.

Table 4.3 also shows that the respondents are infavour of inspiring educators with love

for upgrading themselves professionally in order to be creative and resourceful.

According to Bill and Day (1996: 24) principals must encourage staff to be involved in

their own development. This means that staff members who involve themselves in

continuous learning aquire knowledge and skills which contribute to the achievement of

school goals.

The respondents who commented on item 2.5 cited the proble~s that hinder educators

in their efforts to upgrade themselves in the teaching profession. The problem was that

most of educators have developed a negative attitude towards the teaching profession

because ofuncertainity about their future and the feeling that their needs are not taken

seriously by the department ofeducation. They do not feel secure because ofthe threats

posed by the implementation ofthe new curriculum model. Another problem is that some

educators are appointed as temporary employees for a long time. It is not easy for

temporary educators to improve their teaching qualification. The duty ofthe department

in this case is to secure the welfare of the educators in order to enhance their sense of

purpose.
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4.6 Flanning for StatTDevelopment

The following table gives indication of responses on the need for planning staff

development programmes:

Table 4.9 Principals' responses on the need for supervising teaching activities

CONTENT OF STAFF RESPONSE CATEGORY
GUIDANCE

Strongly Agree Uncertain Dis - Strongly Total
Agree agree Disagree

Principals should 10 5 15
supervise teaching
activities ofthe staff
(e.g. note making,
le~ers' assignments,
written work and tests)

Use ofteam work is 11 4 15
important to assist
educators to help one
another or to co-
operate with one
another

Table 4.9 combines items 3.1 and 3.2 of the questionnaire. According to the table the

majority ofrespondents were in favour ofprincipals' supervision ofteaching activities. An

overwhelming numbers ofrespondents was also for the idea ofusing team work to assist

educators to help one another and to co-operate with one another. This means that there

is a general acceptance ofsupervising work and use of team work for educators..

In commenting on supervision ofeducators' work, the respondents denied that they had

time for supervising educators' work. Only four of the respondents agreed. Eleven

respondents who denied reported that they had no time to do that. They delegate
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supervision duties to deputy-principals, heads ofdepartments and senior staffmembers.

They further commented that since the new curriculum had been introduced, they were

often required to attend departmental workshops. Another factor which was cited as

impending meaningful supervision is understaffing. This fact is confirmed by the

principals' responses on category of staffin section 4.2.5.

In the comment about the use ofteam work the majority ofrespondents agreed that their

educators work in teams according to subject departments. With regard to Curriculum

2005 most activities are done in teams. For example, educators work in teams on

programme organisers and daily preparations.

It would seem that educators who work in teams are likely to experience pleasure as well

as to maximise individual strength as a result ofco-operation. Team work also improves

the quality of teaching because it involves peer couching. Working teams also has a

potential to improve examination results and to raise the educators morale: When

educators work in teams it is easy for them to identifY the needs for staff development.

Teamwork can contribute to staffdevelopment. Such a process saves time.
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Table 4.10 Principals' responses to the plan for staff development activities

CONTENTS OF STAFF RESPONSE CATEGORY
DEVELOPMENT

Strongly Agree Disagree Uncertain Disagree Total
Agree

Principals should arrange 10 5 15
meetings at the beginning
ofthe year to determine
staffdevelopment needs

The Principal and the 11 4 15
staff should arrange
suitable time for
professional development
activities

,

The principal and the 6 2 7 15
staff should together
identify criteria to which
the work ofindividual
educator should be
supervised

Table 4.10 combines items 3.3,3.4, and 3.5 of the questionnaire. According to Table

4.10, 10 (60%) respondents strongly agreed that principals should arrange meetings at

the beginning ofthe year to plan the activities at the school, including staff development.

Five respondents disagreed that such planning should take place.

In commenting on the items on table 4.5, 10 ofthe respondents agreed that they arrange

meetings at the beginning of the year to plan. The respondents mentioned that the

following activities feature in the plan:

*
*

Assessment and evaluation programmes.

Major fund-raising projects
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*

*
*

*

Traditional school functions such as, prize giving day, fun day, matric farewell

function and cultural day.

Extra-mural activities

Staffmeetings, and

Parent meetings.

The respondents who do not have school plan reported on the lack oftime for planning

the activities beyond classroom interaction.

According to the table 4.5, 11 respondents agreed that principals should arrange suitable

time for professional development activities. Four respondents were uncertain. Four

respondents agreed that they arranged time for professional development activities. The

negative responses on this issue could be caused by under staffing. There is no enough

time allocated to professional development activities. However the problem may also be

the lack of training in management, induction programme and time management. The

respondents commented that the introduction ofnew curriculum in secondary schools has

resulted in numerous departmental workshops which frequently put educators out ofduty

to attend these courses. School-based staffdevelopment programmes are thus affected,

as the departmental plan is beyond the control ofthe school.

According to the Table 4.5, eight respondents agreed that the principal and staffshould

together identify criteria according to which the work ofthe individual educator should

be checked, while seven·respondents were uncertain. .Out of 15 respondents three

respondents agreed that they work that together with their staff while 12 respondents

deniedthat. In commenting on that issue, the respondents who answered in the negative

reported that it was the duty of the head of department to check the work ofindividual

educators. The principals intervened when they were needed. They further commented

that the shortage ofstaff in schools makes supervision difficult, because even heads of

departments are over loaded.
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It is expected ofthe school principals to evaluate all activities that had taken place at their

schools. That helps them to identify all their shortcomings and to attend to them when

necessary. During the evaluation process participants have on opportunity to make

suggestions.

Table 4.11 Principals responses to the evaluation ofstaffdevelopment at the end of

each year

CONTENT OF STAFF RESPONSE CATEGORY
DEVELOPMENT

Strongly Agree Uncertain Strongly Disagree Total
Agree Disagree

The principal and the 6 9 15
staff should make a
detailed evaluation of
staffdevelopment
processes at the end of
each year for
adjustment and change
in the following year

According to table 4.11, six respondents acknowledged the need for principals to conduct

evaluation ofstaffdevelopment activity at the end ofeach year, whilst nine respondents

were uncertain. The respondents who were uncertain commented that, although they

view staffdevelopment as an important activity, the pressure ofwork on their school staff

made to do staffdevelopment and evaluation impossible.

The main reason advanced by the respondents who did not do staff development

effectively is the under-staffing. According to the comments the respondents see staff

development as essential but the problems experienced work against its implementation.
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The responde~ts recommended the following: measures for implementing staff

development processes.

*

*

*

*

The department should provide means of retraining educators to meet new

challenges;

The school management teams should be empowered on the issue of staff

development;

The department should revise the staffing formular and improve staffing ratios,

and

there should be a process ofupgrading and equalising physical facilities.

4.7 Conclusion

This chapter contained analysis and interpretation of data about staff development

programmes in the Eshowe District. The respondents emphasised the need for staff

development, the need for induction of new educators, the need for attending

departmental workshops, the need for supervising teaching activities, the need for

planning staffdevelopment activities and the need for the evaluation of staffdeveloment

programmes. The next chapter provides summary of findings, conclusions and

recommendations.
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CHAPTERS

5. SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1 Introduction

The main aim of this study was to detennine the existence and use of staff

development programmes in secondary schools in the Eshowe district. The purpose

of this chapter is to give a summary of findings, conclusions and recommendations

which have resulted from the study. In carrying out this study it was necessary to

review literature in order to examine the nature and importance of staffdevelopment

practices in schools. The research questions generated by literature study were used

for empirical investigation.

5.2 Findings and Conclusions

In this chapter the investigator discusses the theoretical findings and conclusions

emanating from literature study as well as the findings and conclusions from the field

work done.

5.2.1 Theoretical Findings

This section provides theoretical findings on staffdevelopment

5.2.1.1Nature of StaffDevelopment

It was mentioned in Chapter 1 that staffdevelopment is an important ingredient which

determines the success ofthe school and improvement ofeducators' knowledge and

skills. Changes in any organisation depend on the ability of leaders to change and
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prepare members oftheir own organisations to do things differently. Therefore, staff

development should be taken as a professional inspiration in each school. If staff

development is not given prominence, education in school is doomed.

In Chapter 2 a review ofrelevant literature was done in order to give evidence and

illustration of the importance ofstaffdevelopment. Rebore (1982:172) states that

since a change is a need for all societies, an organisation needs people who will

promote change and meet new challenges. As challenges become complex, staff

development becomes necessary because it improves conditions within the institution

as well as enhance staffcapacity to adapt.

Despite the fact that most educators are professionally qualified, it is the

responsibility of the school head to provide its staffwith internal in-service training,

.which meets the needs of that particular school. Training should focus on the

organisation as a whole, then on various departments and lastly, on the individuals.

Staff development is essential for every school.

In Chapter 2 review ofliterature revealed that school manager face the challenge of

implementing staff development programmes in secondary schools. Rebore (1982)

emphasises the importance of staff development. He states that today it is literalJy

impossible to enter any profession and remain in it with skills basically unchanged.

Therefore staff development is an activity which helps the educators to meet new

challenges.

Emerson and Goddard (1993: 112) emphasise the importance of staff development

programme which are provided according to the needs of the school, educators' posts

strengths and weaknesses. They pointed out that planning should be determined by

each person's job specifications, that is, skills that one's job demands, the skills that

the post holder currently has as well as those he or she needs to acquire.
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5.2.12 Induction Programmes

In Chapter 2 the induction of new educators to the occupation is described very

important. The effectiveness ofeducators in their work depends on the induction they

received at the start of their work. Induction is not conducted only for new

educators but it is for also designed for educators who are promoted to new positions,

or who have received new responsibilities or, wish to return to teaching after

interruption of service (Rebore 1987:32). It is, therefore, imperative for the new

educators to receive induction to acclimatise themselves to the new ethos.

5.2.1.3 Departmental workshops

In Chapter 2 it was noted that departmental workshops serve to develop staff A

workshop is a form of staff development process which is conducted either outside

or even inside the schools. Rebore (1982:173) calls these workshops an off-the-job

training or on-the-job-training process. This method of training includes lectures,

seminars, workshops or school based courses provided by the department or the

school. As workshops familiarise educators with teaching and learning activities

which are new while improving their existing skills. Workshops also explain new

curriculum to the educators. The advantage is that they put educators in the real

situation because are supposed to be rooted in work experience.

5.1.2.4 Timing of StaffDevelopment

The staff development programme is planned like all other activities at school.

Cawood and Gibbon (1985:25-26) state that timing of staff development is

determined by local school' circumstances. It means that the time table for staff

development is drawn to fit the calendar of the school environment. Like all the

activities it should be planned at the beginning of the year and evaluated at the end

ofthe year. In Chapter 2 it was mentioned, as observed by Oldroyd, et, al (1984:18)

that schools should provide time for staff development by adjusting hours. An
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evaluation of a whole programme should be conducted at the end of each year to

determine whether the programmes was successful or not, and to suggest approaches

which could improve the situation

5.2.2 Empirical Findings

)

This section presents the interpretation offindings and conclusions in order to provide

recommendations.

5.2.2.1 Number ofstaff in each category

In chapter 4 responses show that there is a shortage of school. educators in all

categories, including the management team. For.example in most schools there are

no heads ofdepartments and deputy principals. Some ofthe management staff is not

effectively appointed by the department. They are fully engaged in teaching activities

and so much in departmental duties. This shortage might allow little or no time for

staff development programmes. It seems impossible for the institution to have staff

development programmes because everyone including the principal himself or herself

is involved in teaching.

5.2.2.2 Provision of staffdevelopment programmes

The study revealed that most respondents see staff development as a need in

secondary· schools and as the part of their duties as principals. But the responses

showed that educators are not truly engaged in this activity. The common problem

they mention is the shortage ofstaffwhich leads to the shortage of time. In other

words it is assumed that staffdevelopment is either poorly done or not done in some

schools.
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5.2.2.3 Induction Programmes

All respondents regarded induction programmes as necessary for preparing new

educators. There were clear indications from the respondents that induction is one of

the essential duties of the principals, (cfTable 4.2). However, the comments of the

respondents showed that induction programmes are not well attended to because of

the shortage ofmanagement staffwho should be responsible for these programmes.

It is hard to believe ifprincipals do carry out induction programmes.

5.2.2.4 Department workshops

From the responses illustrated by Table 4.3 it is the department of education provide

workshops. But it is indicated that the scheduling of these workshops may have a

negative impact on school programmes because many educators and principals are

put out ofschools. This is an issue that should be dealt with by the department of

education, education officers and school principals.

5.2.2.5 Supervision ofteaching activities

The response shown on Table 4.4 suggest that there is a general acceptance ofthe

need to supervise educators' work. The comments the respondents made show that

most ofthem have or little or no time to supervise staff They complained that the

new curriculum has brought lot ofadministrative work to them. This has increased

the number of workshops they should attend away from school. Increase of

departmental staffdevelopment activities tends to interfere with their administrative

duties.

5.2.2.6 Planning for staffdevelopment activities

The study has established that there is a need for school to plan staffdevelopment in

schools. Such programmes have to be provided for in timetables. But the responses
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revealed that the respondents' time tables do not allow time set aside for staff

development activities. This means that staff development takes place incidentally

during staffmeetings. According to the responses one can assume that planning for

staffdevelopment activities is not given attention. This state of affairs undermines

the importance ofstaff development as part ofprofessional enrichment.

5.2.2.7 Evaluation of staffdevelopment programme

According to the responses in Section 44.3 most respondents do not m8k.e evaluation

of staff development programme at the end of the year, although they regard such

programmes as important (cf Table 4.6). Some respondents are not sure of real

staff development programmes. According to the respondents' comments the

investigator may assume that staff development in secondary schools of the district

conceme4 is not attended to satisfactorily. According to this assumption, there is

very little to evaluate.

5.2.3 Recommendations

In the light of findings presented in the foregoing discussion, the investigator has

come to the following recommendations.

5.2.3.1 Number ofstaff in each category

Comparison between the number ofschools and the number ofeducators might lead

to assumption that there is a severe shortage ofeducators, although the enrolment of

each institution was not asked for. This shortage can have a negative impact on the

implementation of staff development. It is recommended that there should be a

standard formular to provide staff in schools. This does not apply to educators only.

There should be enough support staffto reduce the principals' administrative work

and educators' routine tasks.
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5.2.3.2 Induction ofnew educators

Responses in chapter 4 (section 4.2) highlighted the lack of induction practices for new

educators. It is recommended that the induction of new educators be designed by

department of educators and the principals. The induction programmes could be

conducted even by outside support rather than being strictly assigned to principals. Private

educational organisations, university lecturers or aily other expertise in education could

be used. Because the induction programmes should be school-based, even parents who

are experts in education could be utilise in school programmes like staff development

programmes. It is also recommended that a mentor system be introduced, wherein I

senior educators are assigned responsibility to guide new-comers.

5.2.3.3 Management of staffdevelopment

The school management team has a responsibility for staffdevelopment in schools. The

principal, by virtue ofhis or her position, is responsible for providing leadership in this

exercise. It is recommended that each principal be enabled to work out a plan for staff

development in his or her school.

It is recommended that there should be a departmental policy to provide for staff

development. The policy and the ethos ofthe school should be subject to regular review

and should take place by means ofworkshops which_involves staff, and when necessary,

the parents community. The policy should lay down who should be responsible for

determining the programme and who should implement it. It is further recommended that

there should be procedures for identifYing staff development needs and means as

well as resources for satisfying such needs. Every principal should support and

encourage staff to develop themselves, seek advice and guidance and avail themselves

ofopportunities for professional developments

It is further recommended that principals should inspire educators with love of upgrading

themselves in order to cope with changes in education system. According to Graham
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(1982:6) the climate of the organisation should be managed so that the staff is

. encouraged to develop themselves and seek advice and guidance. The staff should be

managed in such a way that they respond in a creative way both in their jobs and in

management of their own developments.

5.2.3.4 Making time for staffdevelopment

Responses recorded in chapter 4 (section 4.2) showed that principals were too much

occupied with routine departmental duties and administrative work. Lack oftime was

cited as the reason for lack of staff development programmes or activities. It is

recommended that the schools should adjust the time-table by starting· earlier or

shortening the periods for this activity. Ifeducators are given time within their working

days for staff development duties, then they will be more willing to make time for their

own for voluntary involvement.

5.2.3.5 Use ofteam work

Teamwork is another tool for staffdevelopment. It is recommended that educators work

it teams in order to share problems and help one another. Team teaching is a vital and

integral part ofclassroom performance and it enhance the learning process significantly

The departments within the school should not work in isolation. Discussions on

curriculum should be interdepartmental and problems and ideas should be shared across

the departments. It is also recommended that the management team lead in discussing

matters ofcommon interests across departments.

It is recommended that principals and educators work as a team in order to identify areas

which need to be developed.. It is recommended that principals and educators be

organised into task groups, each one of which should be responsible for the achievement

ofspecific goals and objectives.
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5.2.3.6 Evaluation of staffdevelopment

According to chapter 4 (section 4.3) most respondents do not conduct evaluation of the

programmes at the end of each year.. They had no time. It is suggested that evaluation

for the work is essential. Evaluation should be done in order to ascertain strengths,

weaknesses, success and failure, and to correct errors or prevent any deviations that

occurred during implementation ofstaffdevelopment programme.

For the staffto be productive, loyal and successful in their work, it is recommended that

educational managers should give them regular and fair feedback on their performance..

Evaluation of staff will serve the purpose of motivating. If it is implemented in an

incorrect mariner it may have the effect of inhibiting both the manager and educators

from accomplishing in their respective areas ofactivity.

5.2.3.7 Provision ofenough human resources

Responses in chapter 4 (section 4.6) showed that most schools were under staffed.

Inadequate staffing has a negative impact on the implementation of staff development

programmes. Understaffing is a national issue. It is recommended that this issue should

be addressed by National Department of Education by revising staffing formula and

attending to adequate resourcing of the educational enterprise.

5.3 Conclusion

The aim ofthis study was to investigate the issue of staff development in schools both

theoretically and empirically. The findings and recommendations have been made with

the aim of improving quality of teaching and learning in schools in Eshowe District in

particular and in the education in general.
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APPENDIX A

P.O. Box 602
GINGINDLOVU
3800

07 November 2000

The Principal

Dear SirlMadam

REQUEST FOR ANSWERING THE QUESTIONNAIRE

I am conducting a research on StaffDevelopment in Secondary Schools in the Eshowe District

I kindly request you to answer the enclosed questionnaire. The findings of this research will
be made available on request. Furthermore all the data collected from your school will be
kept confidential, and no identification ofa specific school will be given when the report is
completed.

Thanking you in your participation

Yours Sincerely

__f5IJ,;;~~ _
;~~~-



APPENDIX B

QUESTIONNAIRE TO THE PRINCIPALS

INTRODUCTION

The main aim of this questionnaire is to find out whether there are staff development

programmes in secondary schools in Eshowe District. The information provided will be

handled carefully and with strict confidence. Do not write your name anywhere in this

questionnaire, there is no need to reveal your identity. Indicate your answer to the

question by means of a cross (x) in the appropriate block. Some answers require written

answers/suggestions/comments.

SECTION A

1. YOUR PERSOANL PARTICULARS

1.1 Gender

IFEMALE IMALE

1.2 Age in years :-

1.3 Highest academic qualifications

Matric MCom

Degree course MSc

Degree Doctorate

Honors Other (specify

MA

1



1.4 Professional qualifications

.

PTC BED

JSCT MED

Diploma Doctorate

BPAED Other (specify)

1.5 Experience in years as a principal

Io-s yrs 16-10 yrs 111..,15 yrs IOver 20 yrs

1.6 How long have you been in a teaching profession?

1.7 State the number of staff in each of the following categories;

DEPUTY PRINCIPAL HEADS OF DEPT

SETION 8

2. NEED FOR STAFF DEVELOPMENT

EDUCATORS

2.1 There is a need for educators to en gage themselves in professional

development in order to be relevant to new system of education.

Strong agree agree Uncertain

2

Strongly disagree Disagree



2.1.1 Do you give your staff this opportunity?

2.1.2 If "yes" enumerate areas where this development is necessary.

2.2 Principles should prepare induction programmes to engage educators in

particular roles.

Strong Agree Agree Uncertain Strongly disagree Disagree

2.2.1 DOes such induction programme take place in your school?

2.2.2 If "Yes", briefly give areas covered by induction.
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2.2.3 If "No" give reasons.

2.2.4 What suggestions or recommendations can you make regarding the induction of

new educators.

2.3 The principal should create time to supervise educators in their school work.

Strong Agree Agree Uncertain Strongly disagree Disagree

2.3.1 What aspects do you look at when supervising educator's work?

2.3.2 What recommendations! suggestions can you give in this regard?
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2.4 Educators should be given opportunities to attend departmental workshops,

courses and seminars to keep pace with chang

Strong Agree Agree Uncertain Strongly disagree Disagree

2.4.1 Do you allow such opportunities?

2.4.2 if "Yes", what measures do you adopt to uti!lze the learning experiences they get

from seminars, courses and workshops?

2.5 Principals should inspire educators with the love of upgrading themselves

professionally in order to be equipped with innovations withi.n the system of

education.

Strong Agree Agree Uncertain Strongly disagree Disagree

2.5.1 Do educator in your schools engaged to studies to improve their qualifications?
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2.5.2 Enumerate types of qualifications that are considered to be useful by educators.

2.5.3 What comments can you give in this regard?

3 PLANNING FOR STAFF DEVELOPMENT

3.5 Principal should supervise teaching activities of staff (e.g. notemaking, learners'

assignments, written work, and tests).

Strong Agree Agree Uncertain Strongly disagree Disagree

3.5.2 Do you have enough time to carry out this supervision?
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3.5.3 If "Yes". how do you deal with problems experienced by educators?

3.5.4 Can you enumerate some of problems that are usually brought by educators?

3.5.5 What further comments/suggestions can you make in this reagrd?

3.6 Use of team work is important to assist the educators to help one another as well as

to co-operate the educators with one another.

Strong Agree Agree Uncertain Strongly disagree Disagree

3.6.2 Enumerate activities that are usually done in teams.
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3.7 Principals should arrange meetings at the beginning of the year to determine staff

development needs.

Strong Agree Agree Uncertain Strongly disagree Disagree

3.7.2 Do you have a plan for the year?

3.7.3 If "yes" what main areas are covered in this plan?

3.7.4 if "no", give reasons.

3.8 The principal and staff should arrange suitable time for professional development

activities.

Strong Agree Agree Uncertain
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3.8.2 Do you have set time for staff development programme in your school?

3.8.3 If "Yes", give particulars of this arrangement in the year.

3.8.4 If "no" give reasons.

3.5 .The Principal and the staff should together identify criteria according to which

work of individual educator should be supervised.

Strong Agree Agree Uncertain Strongly disagree Disagree

3.5.1 Are such criteria identified at your school? ~

Ives I_No
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3.5.2 If "yes", give brief outline of them.

3.5.3 if "no", give reasons.

3.6 Principal and the staff should make detailed evaluation of staff development

processes at the end· of each year for adjustment and change in the following

year.

Strong Agree Agree Uncertain Strongly disagree . Disagree

3.6.1 Do you have such evaluate session in your school?

3.6.2 If "yes", briefly explain the procedure.

10



3.6.3 If "no", give the reasons.

3.6.4 What further comments! suggestions can you make on this matter?

3.7 Which challenges would you consider important on staff development. List at

least five challenges.

Thank you for your co-operation.
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