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ABSTRACT

Title: The Management of Educator Appraisal in South African Schools

within the Changing Environment

Candidate: Joel Mpikayipheli Mthethwa

Supervisor: Professor A.J. van der Bank

Department: Educational Management and Fundamental Education
Degree: Philosophiae Doctor

This research seeks to examine the positive features of the appraisal instrument on the
one hand, and its negative and constraining factors on the other, as observed by the
researcher. This is done by examining the elements that seemed to work particularly well,
and those that were confusing or not effective in the eyes of the educators. Thus, the old
stereotyped ground principles that were common in our schools and classroom situations,
and that forced educators into similar and unquestioned moulds, have largely become
questionable in the current education system of the Department of Education in South
Africa.

The study is concerned with the concept of Appraisal; its types, processes, criteria,
models, problems and systems in South Africa, as compared with United Kingdom and
United States of America. The research goes further to treat educator appraisal as a
managerial task of staff development teams and educators as a whole. The school
principal is still recognised as a manager of human and material resources in the current
changing environment in South African schools and this is a problem, as people resist
change. In this light, the staff development teams are both professional and administrative

leaders in schools. Thus, the research focuses on the management of appraisal and the
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process of change in the classroom situation as well as on the appraisal of a new

developmental system, with the view to answer the following questions:

° Does an effective educator appraisal process improve and maintain high quality

education in schools?

° What models and strategies may be used by the management staff development

teams to manage the appraisal and change processes?
Chapter One outlines an introductory classification of the research project.

Chapter Two contains a review of literature on educator appraisal and factors affecting
it. The analysis of the system of educator appraisal in South Africa is compared with the

systems in the school situation in the United Kingdom and the United States of America.

Chapter Three deliberates the management of the new appraisal system and change
processes as major tasks of the staff development teams, appraisal panels and educators.
The usefulness and the problems of the appraisal instruments in the classroom situation

are also discussed.

Chapter Four provides a detailed analysis of the facts from the literature study in

Chapters One, Two and Three.

Chapter Five contains the suggested model, i.e. “The Staff Development Model”, which

is the writer’s contribution to this research.

Finally, in Chapter Six, findings from both the literature and empirical studies are

critically discussed.

XXV1



é

\ 4

IVERSITEIT VAN PRETORIA
VERSITY OF PRETORIA
E

UN
UNIVE
YUNIBESITHI YA PRETORIA

SAMEVATTING

Titel: Die bestuur van onderwysertaksering in Suid-Afrikaanse skole

binne ‘n veranderende omgewing

Kandidaat: Joel Mpikayipheli Mthethwa

Toesighouer: Professor A.J. van der Bank

Departement: Opvoedkundige Bestuur en Fundamentele Opvoedkunde
Graad: Philosophiae Doctor

Die doel van hierdie navorsing is om enersyds die positiewe eienskappe van die
takseringsinstrument en, andersyds, die negatiewe en beperkende faktore daarvan vanuit
die oogpunt van die navorser, onder die loep te neem. Die elemente wat vir die opvoeders
oénskynlik behoorlik gewerk het en dié wat verwarrend of oneffektief is word ondersoek.
Gevolglik word die ou stereotipe grondbeginsels wat algemeen in skole en klaskamers
gevind is en wat opvoeders in gelyksoortige en onbevraagtekende vorms gedwing het, in
die huidige en veranderende strukture van die Departement van Onderwys in Suid-

Afrika, bevraagteken.

Die studie het te make met die konsep van taksering: soorte, prosesse, kriteria, modelle,
probleme en sisteme in Suid-Afrika, vergeleke met dié van die Verenigde State van
Amerika en die Verenigde Koninkryk.

Verder behandel die navorsing onderwysertaksering as ‘n bestuurstaak van die personeel-
ontwikkelingspanne en opvoeders as geheel. Die skoolhoof word steeds beskou as die
bestuurder van die menslike en materiele hulpbronne in die huidige veranderende
omstandighede in Suid-Afrikaanse skole. Die situasie skep egter ‘n probleem aangesien

mense gekant is teen verandering. In hierdie opsig is die personeelontwikkelingspanne
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beide die professionele en die administratiewe leiers in skole. Die navorsing fokus dus op
die bestuur van taksering en die prosesse van verandering in die klaskamer, asook op die
taksering van ‘n nuwe stelsel van ontwikkeling, met die oog op die beantwoording van

die volgende vrae:

. Bevorder en handhaaf ‘n effektiewe stelsel van onderwysertaksering die gehalte

van opvoeding?

° Watter modelle en strategieé kan deur personeelontwikkelingspanne toegepas

word om onderwysertaksering en prosesse van verandering te bestuur?
Hoofstuk een bevat die inleidende klassifikasie van die navorsingsprojek.

Hoofstuk twee bevat ‘n oorsig van die literatuur oor onderwysertaksering en faktore wat
dit beinvloed. ‘n Analise word gedoen van die stelsel van onderwysertaksering in die
skoolsituasie Suid-Afrika, vergeleke met die stelsels van die Verenigde Koninkryk en die

Verenigde State van Amerika.

Hoofstuk drie bespreek die bestuur van die nuwe stelsel van onderwysertaksering en die
prosesse van verandering as hoofopdrag van die personeelontwikkelingspanne,
takseringspanne en opvoeders. Die nut van die takseringinstrumente en gepaardgaande

probleme in die klaskamer word ook hier bespreek.

Hoofstuk vier is 'n volledige ontleding van die feite van die literatuuroosig in hoofstukke

een, twee, en drie.

Hoofstuk vyf bevat ‘n voorgestelde model, “Die Personeelontwikkelingsmodel”, die

navorser se bydrae tot die navorsingsprojek.

In Hoofstuk ses word die bevindinge van die literatuurstudie en die empiriese studie

krities bespreek.

XXViil



é

\ 4

IVERSITEIT VAN PRETORIA
VERSITY OF PRETORIA
IBE

UN
UNIVE
YUNIBESITHI YA PRETORIA

KEY WORDS

Educator Appraisal

Staff Development Teams
Human Resource Manager
Appraisal Teams

Change

Transformation Teams
Resistance

Staff Development Model

Transparency

XX1X



	FRONT
	Half title page
	Title page
	Declaration
	Acknowledges
	About the author
	Table of contents
	List of figures
	List of tables
	Abstract
	Samevatting
	Key words

	Chapter 1
	Chapter 2
	Chapter 3
	Chapter 4-1
	Chapter 4-2
	Chapter 5-6
	Back



