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ABSTRACT

The study focused on the role of TVET college campus managers as instructional
leaders in the Limpopo province. That role, in the effective and efficient monitoring
and support of lecturers' curriculum implementation in the lecture room, as evidenced
by students' performance and the effective functioning of educational institutions, is

critical to the nature and effectiveness of an education system.

The benchmarked literature study focused on the instructional leadership roles of
campus managers. The campus managers' thoughts on their instructional leadership
roles and how they increase effective teaching and learning to improve student
performance were elicited using a qualitative study approach that included interviews

and document analysis.

According to the study, campus managers get more active as instructional leaders in
ensuring that curriculum implementation in the lecture room is monitored and
supported to achieve effective teaching and learning. The findings of the investigation
revealed that this is not taking place as it should. According to a summary of the
research findings, campus managers face a few challenges, including insufficient
teaching and learning resources, student strikes, late appointment of new lecturers by
the Department of Higher Education and Training (DHET) through the central offices
of these TVET colleges, and a lack of monitoring and support for curriculum

implementation.

By monitoring and supporting lecturers in curriculum delivery and implementation in
the lecture room, the literature review and findings from the empirical study are

expected to contribute to and strengthen campus managers' instructional leadership



roles in creating conditions for effective teaching and learning. The study concluded
that campus managers should visit classes on a frequent basis that campus managers
should have a good understanding of the curriculum in order to assist lecturers with
implementation, and that teaching and learning resources should be delivered on time,
that regular meetings with the Students’ Representative Council (SRC), lecturers,
Education Specialists and Senior Education Specialists should be held in order to
communicate and address the identified problem areas affecting each stakeholder in

order to minimise the escalation of such problems.

The researcher suggests that more research be done in other settings after looking at
how campus managers in Limpopo TVET colleges carry out their instructional
leadership roles. It would also be fascinating to see how campus managers in other
provinces handle these positions in order to find any strengths that the Limpopo TVET

college campus managers might benefit from.

KEY TERMS
Instructional Leadership; Student Achievements; Campus Manager; TVET Colleges;
Staff Development; TVET Colleges Lecturers; Campus Managers Instructional

Leadership; Instructional Leaders; Limpopo TVET Colleges.
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CHAPTER ONE

1.1 ORGANISATION

Chapter one is based on the introduction and background of the study, followed by the
problem statement, the intent of the study and the significance of the study. The key
research objectives, as well as sub-questions, are listed below. The theoretical
framework that underpins the study and its importance are discussed as well as data
collection and interpretation, as well as philosophical perspectives and the research
paradigm, are all discussed. The parameters of the analysis are elucidated, definitions
of words are operationalised, or specified, and the limitations of the study are
enumerated in order to explain what this study is and is not. The first chapter ends

with an overview and explanation of the structure of the dissertation.

1.2 INTRODUCTION: ORIENTATION TO THE STUDY

The success of any organisation lies in the hands of its leaders. Leaders have a
critical influence in the growth of their organisations. The Technical Vocational
Education and Training (TVET) college leadership has been a major cause for concern
when it comes to the achievement of students’, not only in the province of Limpopo
but throughout Technical Vocational Education and Training (TVET) colleges in South
Africa (DHET 2013). Leaders are regarded as anchors since they are solely
accountable for the success and development of their organisation. Certainly, the
TVET colleges comprises various categories of leadership in a campus such as
campus manager, Education Specialist at a senior level. However, the campus
manager plays a dominant role that is inextricably linked to the growth and

development of the campus. The campus manager is responsible for the recruitment



of lecturers and other staff members, as well as overseeing all the activities in the
campus. A campus manager plays a fundamental role that includes a leadership
character that has an ultimate goal of improving the learning of students (Stronge, Xu
& Leeper 2013). A significant factor that influences the achievement of student in
institutions, like TVET College, is leadership (Leithwood, Alma, Wahlstrom & Hopkins

2019).

Management and productive leadership are considered as necessary for the
achievement of students at every institution, and for TVET colleges too (Bush 2013).
The Department of Higher Education and Training (DHET) has the same view as
Bush, highlighting that without productive and well-organised leadership, portrayed by
managers of campus, TVET colleges cannot be able to offer the high-quality training
and education required for colleges to expand and meet the needs of skills in South
Africa (DHET 2013). Upgrading the quality of TVET colleges in South Africa, and the
achievement of students, it is important if TVET colleges aim to fulfil the demands to
train youth for better employment (DHET 2013). Ward (2013) asserts that it is not easy
to find a researcher in education who does not focus on leadership, and that the
institute is critically responsible to the institution success, particularly when it comes
to the performance of the students. Ward et al. (2013) are correct in their opinion that
a campus manager can play a vital leadership role of enhancing the quality of student

achievement in TVET colleges.

The TVET sector is facing a big challenge of its low performance rate, otherwise it is
acting as the developmental element of the National Development Plan. Recent data
show that the rates of certification for National Certificate (Vocational) [NC(V)],

National Accredited Technical Education Diploma (NATED) Engineering and Business



Studies and per level were not up to 50% (National Examination Database, 2016).
Though, it is a poor measure of success. Although there are a number of campuses
and colleges that are performing well in terms of the achievement of students, the
number of those that are performing low, most especially in certain subjects, are higher
than those that are performing well. The findings for students passing in the shortest
possible time for other programmes and courses range from 11% to 50% (below).
Performance estimates are low in technical programmes, such as IT-related courses
and engineering. Tables 1.1 and 1.2 below depict the number of students who
registered, wrote, and completed NC(V) National Qualifications Framework (NQF)
Level 4 qualification in TVET colleges in 2016, as well as those who completed

gualifications and wrote, by the type of qualification, 2011 — 2016.



Table 1-1 Number of students in TVET colleges who registered, wrote and
completed NC(V) Level 4 qualification, by programme in 2016

NC(V) Level 4 Programme

E 8 ¢
o o 2
= = — O - o o o
€2 ®g5 SE EF
— O -
IS & IE = IS 3 O c

L4:Civil Engineering and Building
Construction 1912 1703 466 27.4
L4:Education and Development 575 535 294 55.0

L4:Electrical Infrastructure

Construction 3 058 2 846 967 34.0

L4:Engineering and Related Design 3008 2720 810 29.8
L4:Finance, Economics and

Accounting 2292 2103 800 38.0
L4:Hospitality 1774 1613 653 40.5
L4:Information Technology and

Computer Studies 1525 1403 313 22.3
L4:Management 1328 1221 670 54.9
L4:Marketing 1533 1398 529 37.8
L4:Mechatronics 246 232 77 33.2
L4:Office Administration 8548 7870 3808 484
L4:Primary Agriculture 835 768 319 415
L4:Primary Health 538 504 284  56.3
L4:Process Plant Operations 122 107 12 11.2
L4:Safety In Society 1374 1210 579 479
L4:Tourism 1694 1512 977 64.6
L4:Transport and Logistics 379 359 158 44.0
Total 30741 28104 11716 41.7

Source: National Examinations Database, November 2016:17



Table 1-2: Number of students in TVET colleges who wrote and completed
qualifications, by qualification type, 2011-2016

Year NC (V) Level 4 Report 190/1 N3 Report 190/1 N6
—_ LB .g;\é? —_ :—E .‘g:\O\ —_ LE .‘g;\a
2, 82 =g 3, 82 =73 22 =3
) o Q Q o Q Q o o
Ee 5g &8 5o Eg §&8 Eg Et §@®
Z =2 Z O O c Z =2 Z O Oc 22 Z O O c

2011 17836 7638 428 2909 1366 47.0 2428 1488 61.3
2012 15334 6018 393 9928 3724 375 8735 2902 33.2
2013 22470 8346 371 65788 26186 39.8 52052 18584 35.7
2014 22705 7838 345 74710 35782 479 68678 29071 423
2015 26144 10465 40.0 73650 43259 58.7 89454 53125 594
2016 28683 11898 415 091397 54314 594 106927 69280 64.8

Sources: Statistics on TVET, CET and Private colleges examinations in South
Africa, 2015. National Examinations Database, 2016

A TVET college manager is similar in its role to a high school principal. She or he is
also responsible and accountable for the teaching quality, the achievement of students
and learning. Mwiya, (2017) agreed and mentioned that this managerial role of a
manager is specific to a leadership role that has an objective of boosting student
learning. As stated by Leithwood (2013), a significant factor for the achievement of a

student in educational institutes is leadership, such as in TVET colleges.

The importance of campus mangers cannot be ignored. A study highlighted that a
strong leadership role can create efficient and successful colleges (Jubran, 2013).
Research conducted in South Africa (Bush, 2013; Grobler, 2013; Naidoo & Petersen,
2015; Spaull, 2011; Spaull & Kotze, 2015) highlights that the achievement of students
and the college performance are linked with the type of college and students. The
more effectively colleges are run, and the instructional leadership is offered by the

managers of the campus, the highly likely are students to achieve. Tingle, Corrales,



and Peters (2017) argue that managers of campus are like custodians and keepers of
the organization’s values, vision, and mission since they offer inspiration to accomplish
the vision of the campus and mission by leading stakeholders towards a chosen
destination. The managers of campus should demonstrate an abundance of skills,
leadership, qualities, and knowledge to achieve the excellence in complex educational

environments (Tobin, 2014).

1.3 RATIONALE OF THE STUDY

The current study was guided by the experience of the researcher after noticing how
badly students are performing in certain subjects in TVET colleges in Limpopo (as
indicated in Tables 1.1 and 1.2 above). Secondly, the researcher was motivated by a
desire to understand more about the key aspects of teaching and learning in Limpopo
TVET colleges. Previously, research indicated that the campus manager, as the
instructional leader, played a significant impact in influencing the quality of individual
lecturer instruction, student accomplishment, and college efficiency (Du Plessis,
2013). According to Kruger (2018), there has been increasing research attention paid
to the impact of college leadership on college effectiveness and improvement, but little
is known about how campus managers influence student outcomes and which
strategies the campus managers use to improve teaching and learning on their
campuses. The current study was motivated by a desire to better understand the roles
played by campus managers at Limpopo TVET colleges, as well as the obstacles that
prevent them from fulfilling their instructional leadership roles in order to improve

teaching and learning on their campuses.



1.4 PROBLEM FORMULATION

A Technical and Vocational Education and Training (TVET) college is not efficient in
terms of retention rates and performance, as well as its low certification rates (Cloete,
Perold & Papier, 2012). Campus managers are expected to be instructional leaders in
their colleges, devoting most of their time and energy to ensure that students get high-
quality instruction (Mendels, 2012). However, students are underperforming in some
modules in Limpopo TVET College (DHET, 2016). Despite the efforts of numerous
stakeholders to improve the situation, this remains the case. To the dismay of the
stakeholders, students are failing to excel in those modules despite several attempt in
some TVET colleges in Limpopo to the extent that they ended up dropping out without
completing their studies (DHET, 2015). NC(V) Level 4 and N6 students, for example,
have been struggling to pass subjects like Information Processing (N6), Computerised
Financial Accounting (N6), Programming (L4), Civil Engineering and Building
Construction, Information Technology, Engineering and Related Designs and some
other modules which make the students to repeat the same level, depending on the
number of modules failed (DHET, 2018). Some students had to carry over the subjects

to the next level if the number of modules failed by the student was not more than one.

This research focused on several factors related to instructional leadership like orient
the direction, organisational culture, supervising the instructional programme, and
developing the staff. Campus managers, as leaders of instructions, are required to
fulfil the needs of curriculum (Jenkins & Pfeifer, 2012). Consequently, it is necessary
to be self-efficacious in skills and knowledge regarding the development of curriculum
(Ediger, Ylimaki, 2012). Evidence suggests a direct linkage between the curriculum

quality leadership acquired from the effectiveness of teaching staff and the manager.



Curriculum is a key component in learning and teaching, and these abilities are
essential for the leadership toolkit required to assist colleges achieve adequate yearly

progress in all student subgroups (Glatthorn, 2018).

1.5 SIGNIFICANCE OF THE STUDY

The ability to improve an academic institution depends relevantly on managerial
personnel to stimulate leadership, encourage learn to develop, and contributing for
development in future (Bush 2013). The current study is significant because it
identifies core leadership roles that can be used by managers of campuses in TVET
colleges, so that efficacy and leadership productiveness can be improved. This will
enhance the quality of teaching and learning that can develop the achievement of
student’s achievement. Furthermore, it will enhance student performance and
potential to alter the negative perceptions about TVET colleges, which can improve

the student employability statistics.

The findings of this study may be valuable to some TVET colleges’ stakeholders,
notably campus managers and lecturers, who can utilise them as a learning curve to
enhance effective teaching and learning. Significantly, the findings of this study can
be applied both in the investigated Limpopo TVET colleges and elsewhere, as there
has been, to the best of this researcher's knowledge, no analogous study undertaken
in Limpopo TVET colleges. This research also demonstrated a better grasp of how the
campus manager's instructional leadership role influences management techniques in

the lecture-rooms in order to achieve effective teaching and learning.



1.5.1 Aim and Objectives

The study aimed to understand instructional leadership roles of the campus managers
in the TVET colleges in Limpopo province that they engage in to improve the
performance of the students at the colleges. The study will allows a better
understanding of the roles of leadership that can increase student achievement in

TVET colleges in Limpopo province.

1.5.2 Research Objectives

To establish how campus managers in Limpopo TVET colleges perceive their
instructional leadership roles.
e Toestablish how campus managers in TVET colleges in Limpopo are perceived

by the teaching staff (HoDs & Lecturers) in their roles as instructional leaders.

e To identify key challenges campus managers in Limpopo TVET colleges
experience as instructional leaders.

e To determine the strategies that may serve as guidelines to improve on the
current instructional leadership practices exhibited by campus managers in

TVET colleges.

1.6 RESEARCH QUESTION

What kinds of instructional leadership roles do campus managers in TVET colleges in
Limpopo province engage in to improve the performance of academic among

students?



1.6.1 Sub-questions

For effective analysis of the research, the report was shepherded through these sub-
guestions:
e How do campus managers in Limpopo TVET colleges perceive their
instructional leadership roles?
e How are campus managers in TVET colleges in Limpopo perceived by the

teaching staff (HODs & Lecturers) in their roles as instructional leaders?

e Which key challenges do campus managers in Limpopo TVET colleges
experience as instructional leaders?

e What are the strategies that may serve as guidelines to improve on the current
instructional leadership practices exhibited by campus managers in TVET

colleges?

1.7 PHILOSOPHICAL PERSPECTIVE AND RESEARCH PARADIGM

The current study was grounded on the interpretive/constructivist paradigm based on
a set of presumptions concerning the realities of campus managers’ roles of
instructional leadership in the development of effective teaching and learning, critically
looking at the roles campus managers engage in to effect teaching and learning on
their campuses. In order to understand the phenomenon under study well, the
researcher interacted closely with the participants within their natural settings through
interviews. Cresswell (2013), as well, is of the opinion that constructivism approach
allowed the research participants to describe their own experiences freely and fully.
As the researcher, my role was to listen carefully to their views and interpret the

findings based on their background and experiences (Cresswell et al., 2013). The
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interpretation of their experiences revealed a significant amount of information

regarding the phenomenon and offered new insight to the current study.

1.8 RESEARCH DESIGN

The term “research design” refers to a collection of instructions and guidelines that
must be followed when solving a research issue (Mouton, 2010). This means that,
after formulating the issue, research questions, and goals, the researcher must
determine and prepare how the research will be performed before beginning to collect
data. Current study used a methodology that used a qualitative research method like
a case study method to inquire what instructional leadership roles do the campus
managers in Limpopo TVET colleges involve in to impact the learning and teaching in

campuses.

1.8.1 Research Approach

The research approach for this study is qualitative in nature. The approach was
chosen due to different characteristics such that it helps researchers to involve with
the participants to inquire them in depth about the under-investigation phenomenon.
In agreement with it, Best and Kahn (2012) mentioned that a researcher can have
direct contact with the people, to be closer to the phenomenon under study and the
situation; moreover, researcher’s insights and personal experiences are crucial to the
inquiry and significant to the phenomenal understanding. Furthermore, this qualitative
approach was selected not to predict the intention of the researcher, but to explain
and understand the educational phenomenon regarding the roles of instructional

leadership by campus managers to improve student achievement.
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1.8.2 Qualitative Research Design

This study is qualitative in nature. The researcher obtained data in face-to-face
scenarios by speaking with selected people in their natural environment, identifying
and analysing their individual and collective social behaviours, attitudes, emotions,
and perceptions, according to McMillan and Schumacher (2010). The researcher
applied a series of research methodologies in which data were obtained from a small
number of respondents and analysed inductively, rather than statistically, by collecting
and reviewing qualitative (non-numerical) data in order to look for trends, themes, and

holistic qualities.

A qualitative study is a way of looking at a social or human problem by using words to
create a complex, holistic picture, relaying unique perspectives from informants, and
doing the research in a natural setting (Creswell, 2013). Qualitative research examines
people's perceptions of their own experiences. In addition, qualitative methodologies
are employed to explore problems that are difficult to quantify for legal, functional, or
epistemological reasons. Strauss and Corbin (2017) define qualitative research as any
type of research that produces results that are not dependent on statistical procedures
or other quantitative methods, such as people's lives, stories, behaviour,
organisational functioning, social movements, or interactional interactions. According
to Brynard and Hanekom (2014), qualitative analysis creates descriptive data, which

is typically people's own written or spoken words.

The qualitative technique was deemed appropriate for this analysis based on the

aforementioned description and after consulting the relevant literature.
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1.8.3 Justification for using qualitative research design

A qualitative approach was used to encourage research participants to characterise
their experiences in their own terms, as the aim of the study was to examine the
instructional leadership role of campus managers. Because of the following factors, a

gualitative analysis approach is favoured in this study:

e It helps the researcher to investigate how campus managers view their'
instructional leadership position.

e The qualitative approach helps the researcher to stick to the participants' views
as the primary data source.

e The qualitative method allows the researcher to collect data from participants

in their natural setting with minimal disruption.

19 RESEARCH METHOD

In pursuit of valid information, standardised methods and techniques were used
(Mouton, 2010). Research methodology refers to the complete research process,
including research techniques, processes or sample methods, and data collection
methods (McMillan & Schumacher, 2010). According to Derek (2020), research
methodology is a system that allows a researcher to collect, evaluate, and interpret

data in order to meet the researcher's aims and objectives.

1.9.1 Case study

A case study design was used in this study.to investigate and explain the instructional
leadership roles of campus managers in Limpopo TVET colleges. Babbie (2018)

defines a case study as an in-depth compilation, review, and presentation of
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comprehensive information about a specific participant, a village, a college, a family,
or a juvenile gang. The aim of a case study, according to Kruger et al. (2018), is to
examine the dynamics of a single bounded structure, generally of a social nature, such
as a family, a group, a society, or participants in a project, organisation, or practice. A
case study illuminates the general by looking at the specific, it provides a method of
analysing complex social units with multiple variables that may be important in
understanding the phenomenon, and it produces a rich and detailed account of the

phenomenon (Shannon, 2021).

As a result, a case study was used in this research as an in-depth and systematic
investigation of a purposefully selected group of information-rich participants. The
TVET campus managers were among the attendees, and they shared new information
about their position as instructional leaders. The researcher used this approach to
collect data on a particular phenomenon with the aim of analysing, synthesising, and

reviewing the data so that appropriate solutions could be implemented (Derek, 2020).

1.10 POPULATION AND SAMPLING

A population is defined as a cluster of people sharing similar characteristics in the
research study (Neuma 2014). The study involves interpreting the participants’
behaviour that focused on their contribution (Alicia, 2020). The selection of participants
was carried out to serve the purpose of research questions. The participants in this
study were campus managers and lecturers of two of the TVET colleges in Limpopo
province. Leavy (2017) illustrated sampling as a method of choosing individuals from
large population. The researcher chose lecturers and campus managers to focus on

the research problem.
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Two campus managers and four lecturers from TVET College A and TVET College B
(one campus manager and two lecturers from each TVET college) participated in this
research. The reason for selecting TVET College A was because the college is one of
the most outstanding colleges in South Africa when talking about the achievement of
students. The researcher selected TVET College B because the rate of achievement
of students is lower compared to TVET College A. The researcher has working
experiences in both colleges and wanted to identify the roles of the campus managers

towards achievement of students in both colleges.

1.11 PERMISSION TO CONDUCT RESEARCH AND INFORMED CONSENT

The researcher strived to be considerate of all study participants. He applied for
permission to perform research on the chosen campuses from the principals/Chief
Executive Officers (CEOSs) of the chosen TVET colleges. The researcher also applied
for permission to conduct research from campus managers and lecturers of the
selected TVET college campuses. The intent and goals of the study' were explained
to the participants. Furthermore, the researcher ensured that the participants' identities
were preserved and that their names remained confidential during the study process
and after it was completed. The Participants were able to choose whether or not to
participate in the analysis. Furthermore, the researcher ensured that the study

participants were not bribed to participate.

1.12 DATA COLLECTION METHOD AND PROCEDURE

For this research, interviews and document analysis were used as the primary method
of data gathering Individuals like lecturers and campus managers were interviewed

using semi-structured questions. Brynard and Hanekom et al. (2014) define
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interviewing as a type of data collection that permits the researcher to ask the
interviewee questions. In this study, this instrument was used because it allows for
more flexibility in data collection and provides the researcher with more information
with which to develop relationships with respondents. A full and comprehensive
summary of the participants' experiences is required by the researcher. As a result,
during interviews, the participants are more likely to develop narratives with sufficient

depth and breadth.

1.13 DATA ANALYSIS AND INTERPRETATION

Tesch (1990) discussed eight steps that were employed in this research to evaluate
the qualitative data collected. Data analysis and collection were done simultaneously
through both note taking and audio recording, analysing and transcribing interviews
soon after their completion. The researcher continuously compared the data acquired

by the interviews with data gathered from the document analysis.

1.14 ETHICAL CONSIDERATIONS

The researcher conducted the research in a competent and thorough manner, fulfilling
the professional obligations while being ingenuous. He carried out the research in a
just manner. The responses received from the participants were treated as
confidential. Participants’ right and dignity were taken seriously. The researcher
understands that integrity is essential to promote trust that is crucial for all ethical
relationships. The participants in the study were able to trust the researcher and his
honesty (e.g. regarding the study aims) as well as his promise (e.g. never break
confidentiality). The researcher went about his research in such a way that risks were

minimised, and benefits were maximised.
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1.15 LIMITATIONS AND DELIMITATIONS OF THE STUDY

The current study has some limitations that include responses from the participants in
TVET colleges in Limpopo only and the willingness of the respondents to participate.
The fact that only TVET colleges in Limpopo were investigated could be considered a
limitation because of the variance in demographics between and among South Africa’s
TVET colleges. Finally, there were limits in terms of the number of respondents who

were unable to participate.

The researcher suggests that more research be done in other settings after looking at
how campus managers in Limpopo TVET colleges carry out their instructional
leadership roles. It would also be fascinating to see how campus managers in other
provinces handle these positions in order to find any strengths that the Limpopo TVET

college campus managers might benefit from.

1.16 CLARIFICATION OF CONCEPTS

Instructional Leadership: Instructional leadership is a college leadership paradigm
in which a campus manager collaborates with lecturers to
provide support and advice in the development of effective
teaching practices. Managers who use this leadership
model interact with their employees and together create
clear goals for student achievement. Lecturers are
supported by the campus manager in this arrangement.
The campus manager offers coaching and mentorship to

lecturers who need it, as well as professional development
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Campus Manager:

TVET College:

opportunities for lecturers to learn about effective teaching
practices. The manager's role in instructional leadership is
to collaborate closely with lecturers in order to improve

student accomplishment.

The manager of a campus who serves primarily as a
college recruiter and work on the college campus to
coordinate and oversee all activities on the campus. The
campus manager is in charge of interpreting and enforcing
policies. She or he is often in charge of explaining policies

to faculty, staff, students, and parents.

Security concerns on campus are also handled by campus
management. They may initiate safety inspections, set up
staff safety training, and generally support safe practices,
in addition to defining and enforcing building and personnel
hours.

Campus managers are often in charge of the campus's
personnel. They write job descriptions and assess

individuals based on those specifications.

Technical and Vocational Education and Training.
TVET colleges are part of the National Department of
Higher Education and Training, and they are fully equipped

to teach and train students at the tertiary level, paving the
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Student Achievement:

Limpopo Province:

Stakeholders:

road for students’ professional success. TVET colleges
concentrate on vocational and occupational education and
training with the goal of preparing students to work in a

skilled trade as functional workers.

The capacity of the academic content and students’
learning in a given period of time (DHET, 2015). Student
achievement is defined as the amount of academic
knowledge acquired by a student in a certain period of
time. At each level of education, lecturers must teach
particular criteria or aims to their pupils. Regular progress
and comprehension checks and assessments are
commonly used to assess achievement, but there is no
consensus on the best technique to evaluate it or which
parts are most important. Furthermore, student
achievement refers to how far a student has progressed
towards his or her educational goals, whether short- or

long-term.

A province in the Republic of South Africa

Individuals that invest in the success and welfare of a
college to develop its students, and this purpose extends
to the students, staff members, lecturers, parents,

administrators, community members,  families, local
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business leaders, and college board members such as

elected officials, etc.

1.17 ORGANISATION OF THE STUDY

The research is broken down into five chapters, each of which is briefly explained

below.

Chapter 1 explains and contextualises the study, including the problem statement,
research questions, and research objectives. It also identifies essential terminology,

describes the research methods, and succinctly summarizes the study's significance.

The literature review is addressed in Chapter 2. It examines contemporary disputes
over the campus manager's roles as an instructional leader and recognises that the
campus managers’ guarantees that teaching and learning are carried out more
effectively while keeping the college's vision in mind in order to improve students’

performance.

The study's research design and methodology are described in Chapter 3. It also
explains how the qualitative research approach was carried out, which included

interviews and document analysis as the main data collection techniques.

Data analysis and interpretation from participants’ biographical details, interviews, and
written documentations were the emphasis of Chapter 4. The uniting of data, the
identification of categories, and the discussion of developing trends were all part of

this procedure.
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The researcher was able to draw conclusions for analysis and discussion based on
these emergent patterns. Contextual factors that affect the instructional leadership

roles of campus managers were also discovered in the study.

The study's findings, recommendations, and conclusions are summarised in Chapter

5. This is the final chapter of the dissertations, and it brings the research to a close.

1.18 CONCLUSION

The orientation to this research investigation was offered in this chapter. Given how
poorly students are performing in various modules at TVET colleges in Limpopo
province, there was a need to research and explore the instructional leadership roles
of TVET college campus managers in the province, as well as how they influence
teaching and learning. As a result, the research challenge and goal were defined. "
What kinds of instructional leadership roles do the campus managers in TVET colleges
in Limpopo province engage in to improve the performance of academic among
students?" was one of the key research questions of particular relevance. Sub-
guestions with their aims and objectives were also produced as guides to aid in the

proper analysis and demarcation of the study problem.

In addition, the research design and data collection, analysis, and interpretation
methodologies were briefly described. The next chapter will be devoted to a literature
review that will cover the following topics: instructional leadership roles of campus

managers and successful teaching and learning.
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CHAPTER TWO

LITERATURE REVIEW

2.1 INTRODUCTION

The role of campus managers as instructional leaders in boosting student
achievement at TVET colleges is examined in this chapter. A literature review,
according to McMillan and Schumacher (2010), is a summary and analysis of related
literature undertaken to provide insight into a subject. As a result, this chapter presents
an overview of the current setting in which the study is conducted, as well as ongoing
discussions among researchers, academics, and policymakers about the campus
manager's instructional leadership roles. The goal is to disseminate the findings of
other research that are similar to the one being conducted. A study's literature review
serves as a baseline for comparing the data and conclusions of other studies
(Creswell, 2013). As a result, the literature review for this study contributes to a larger,
ongoing conversation about the campus manager's instructional leadership tasks,

filling in gaps and extending previous research.

This chapter starts by providing an overview of the history or emergence of TVET
colleges in South Africa, followed by providing associated literature in relation to the
study's conceptual and theoretical framework. As a result, it discusses conceptual
perspectives on leadership and educational leadership, the concept of instructional
leadership, various instructional leadership models, and the theoretical framework of
this research, which is Hallinger's (2009) Instructional Leadership Model and its
dimensions. The chapter also discusses instructional leadership hurdles. Furthermore,

this chapter also covers the knowledge and abilities necessary of campus managers
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as instructional leaders and as top executives of college in general, as well as the
general/common tasks and responsibilities of campus managers when managing

colleges.

2.2 OVERVIEW OF THE HISTORY OR EMERGENCE OF TVET COLLEGES IN

SOUTH AFRICA

The new democratic government of South Africa inherited an unequal education
system based on racial categorisation during the apartheid era in 1994. In 2002, the
FET Act 98 of 1998 established the Technical and Vocational Education and Training
(TVET) college sector in South Africa. One-hundred-and-fifty-two (152) previous
technical and teacher training colleges (state and state-aided) were merged into fifty
(50) TVET multi-site colleges in nine South African provinces as a result of the merger.
Former technical colleges, which provided technical and vocational education, were
founded in accordance with apartheid education's historical legacy, according to the
Department of Education (DoE, 2001). The uneven and unfair funding of these
institutions was mirrored in the levels of resource and funding investment in these
institutions (DoE, 2001). Leaders of historically white and black institutions mainly
concentrated on the interests of the racial groups associated with their respective
colleges and drove the curriculum implementation without taking into account the
different backgrounds and needs of all people living in South Africa. According to the
Department of Education (DoE, 1997:1), “The curriculum is at the heart of the
education and training system.” In the past, the curriculum has emphasised
separateness above common citizenship and nationhood, perpetuating racial, gender,
and ethnic differences. Restructuring the curriculum to reflect the ideals and principles

of our new democratic society is critical. This declaration, among others, highlighted
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the urgent need for TVET college curriculum reform, as well as the need for strong
college leadership in ensuring that all South African people have equal access to

technical and vocational education and training opportunities.

2.3 OVERVIEW OF THE GENERAL ROLES AND RESPONSIBILITIES OF TVET

COLLEGES CAMPUS MANAGERS

Effective educational leaders, according to Grogan (2013), support improved teaching.
Furthermore, the Organisation for Economic Co-operation and Development (OECD)
study (2011) notes that leadership is important because leaders, such as campus
managers, influence lecturer motivation and capacity, as well as the campus climate
and environment, to improve campus outcomes. According to the report on the
Systemic Audit of FET colleges in the Eastern Cape (DHET 2010), excellent leaders
facilitate the development, adoption, and implementation of the mission and vision in
world-class organisations; they develop the values required for the organisation's long-
term success and implement these through appropriate actions and behaviours. The
following are the roles and responsibilities of TVET colleges campus managers, as

stated in the Deloitte Report (2009):

2.3.1 Direction setting

Specific leadership duties in this area include developing vision and mission, setting
clear goals and targets, and setting high performance expectations (Leithwood, 2019).
Middlewood and Lumby (2013) propose that the campus's direction be institutionalised
so that it impacts the campus's daily operations. In South Africa, since the TVET
colleges' fundamental business should be to deliver high-quality teaching and learning
in order to improve student accomplishment, the campus manager plays a key role in

ensuring that all activities support this core business.
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2.3.2 People development

In educational institutions, the ultimate purpose of professional development is to
improve student learning (Stronge, Richard & Catano, 2016). This area of leadership
roles includes specific role that the campus manager can use to develop staff, such
as encouraging professional development, recognising and rewarding achievement,
providing interpersonal support, practising open communication, and maintaining a
high level of visibility and accessibility. The major goal of these leadership positions
and roles is to develop the ability of employees so that they can fulfil the institution's

goals, such as better student accomplishment (Leithwood, 2019).

2.3.3 Creating a positive corporate culture

The campus manager's leadership roles in developing a collaborative institutional
culture, encouraging shared decision making, fostering teamwork and consultation,
seeking continuous improvement, promoting risk taking, innovation, creativity, and
connecting to the larger college community are all included in this area. The
fundamental business of TVET colleges is teaching and learning, and one of the most
essential roles of the manager is to establish an organisational culture that promotes
student achievement (RSA 2013). Although the benefits of leadership in building
organisational culture may not directly affect student accomplishment, they do create
an environment in the institution that supports high-quality teaching and learning and
student success (Leithwood, 2011). Bush and Coleman (2021:16) define
organisational culture as "the characteristic spirit and belief of an organization, as
manifested, for example, in the norms and values that are generally held about how

people should treat one another, the nature of working relationships that should be
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developed, and attitudes to change.". According to Deshmukh and Naik (2010), an

organisation's culture is its personality.

On the other hand, Leithwood et al. (2011) argue that, building an acceptable
organisational culture will provide workplace settings that allow employees to make
the most of their abilities. According to Deshmukh and Naik (2010), an efficient TVET
college campus culture is one in which norms and values promote success for all
students and where clear boundaries are established, understood, and agreed upon
by all. Staff members are motivated, according to Leithwood, et al., (2011), when they
believe the organisational culture supports developing ideal classroom settings that
will improve the quality of education. The campus manager is in charge of creating,
promoting, and maintaining an academically rigorous organisational culture for all
stakeholders in order to improve student accomplishment (Stronge et al., 2021;

Grogan 2013).

2.3.4 Organising the educational programme

This is the fourth and final area, and it is undoubtedly the most essential of the three
because it has a direct impact on the quality of teaching and learning as well as student
achievement (Leithwood, et al., 2011). This section covers the campus manager's
involvement in assessment, curriculum comprehension, monitoring and assessing
instruction, providing instructional help, providing resources, safeguarding
instructional time, utilising data, and tracking student progress. These leadership roles
are closely related to the instructional leadership concept, as they both strive to
improve teaching and learning (Stronge et al., 2013). Sharing the same views,

Jackson (2013) adds that instructional leaders make mastery of instruction more
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appealing to staff and assist to build a rigorous and supportive instructional climate

where outstanding teaching and learning can thrive.

2.4 INSTRUCTIONAL LEADERSHIP DEFINED

The impact of the manager's roles as the college's instructional leader on student
accomplishment was first discovered in the effective college's research (Andrews &
Soder, 1987; Austin, 1979; Edmonds, 1979; Lyons & Shealtham, 1988). Although the
importance of excellent leadership in effective institutions was identified, the findings
were contradictory. The lack of a precise definition for the notion was a primary cause
of these differences (Hallinger & Murphy, 1987; Sheppard, 1982; Stronge, 1993). In
the literature, there were both broad and narrow views of instructional leadership
(Sheppard, 1982). The restricted view characterised instructional leadership as
actions directly related to teaching and learning, observable behaviours such as
classroom supervision (Murphy, 1998). In addition, Shelland (2003) defined
instructional leadership more narrowly as the knowledge and abilities that managers
must possess in order to actively support the academic programme. Stevens (2001)
on the other hand, defined instructional leaders as people who specialise in curriculum
implementation and revision. Improvement of the instructional programme is
characterised by Lipham, Rankin, and Hoeh (1985) as assessing programme

objectives, planning for improvement, and executing programme change.

In a larger sense, instructional leadership is described as any leadership activity or
behaviour that enhances student learning progress (DeBevoise, 1984; Donmoyer &
Wagstaff, 1990), or the direction and guidance of instructional improvement (Elmore,
2000). Managerial behaviours were thought to contribute just as much to student

learning as those directly related to student learning in this conceptual framework
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(Donmoyer & Wagstaff, 1990; Murphy, 1988). Instructional leadership was referred to
as instructional management by Hallinger (1993) and Hallinger and Murphy (1985),

who accepted management as an inherent aspect of a concept.

Instructional leadership, according to Peterson (1997), is a set of behaviours by which
the managers foster academic accomplishment in colleges and classrooms. These

are some of the behaviours:

e observing and providing comments to lecturers on a regular basis.

e Lecturers analyse test results with students to keep track of their academic
development.

e Organising staff meetings, workshops, and in-service training for lecturers to
promote staff development.

e obtaining the necessary instructional resources for both lecturers and students

e speaking with instructors about their roles in student achievement

e collaborating with lecturers to develop a college-wide educational plan.

The terms "instructional leadership" and "supervision" are so closely connected that
one might mistakenly believe they refer to the same thing. To draw a line between
these notions, they must first be clarified. According to Burke (2010), supervision is a
task that relates viewpoints to behaviour, focuses on goals, contributes to, and
supports organisational actions, coordinates interactions, allows for instructional
programme enhancement and maintenance, and evaluates goal achievement. While

the concepts are similar, instructional leadership is a supervisory job that focuses on
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teaching and learning. Supervision is a term that refers to any situation in which two

or more individuals are working together.

Furthermore, instructional leadership should be viewed as the power and behaviour
used by college leaders, lecturers, and college supervisors to influence individuals and
situations in the college to improve the overall teaching and learning process,
according to Sisman (2016) as cited in Hassan, Ahmed, and Boon (2018). The same
author emphasises that the most essential feature that distinguishes instructional
leadership from other forms of educational leadership is that instructional leadership
is more concerned with the teaching and learning process in the college. He goes on
to say that college leaders and/or managers should engage in the following five

instructional leadership behaviours:

Identifying and communicating the college's goal;

e Managing the curriculum and educational process;

e Assessing the teaching process and students' academic performance.
e Assisting lecturers while improving their effectiveness; and

e Fostering a healthy learning environment and climate in the college.

Furthermore, Hassan, Ahmed, and Boon (2018), citing Hallinger (2011), stated that
instructional leadership is about college leaders' efforts and roles in improving the
teaching and learning process, which includes lecturers, parents, students, and a
combination of planning, organisation, facilities, and college culture. College
administrators must guarantee that everyone in the college works together and
supports one another in delivering the greatest educational programme possible.

Similarly, according to Southworth (2002), instructional leadership is focused on
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teaching and learning, encompassing lecturer professional development as well as
student progress. Bush (2008) considers instructional leadership to be a critical factor

since it focuses on the college's primary activities, teaching and learning.

According to Kruger and Van Schalkwyk (1998), instructional leadership comprises:

Personnel development;

e Visits to the classroom and follow-up talks;

e Examining the work of the students;

e Individually discussing teaching strategies with lecturers;

e Tests and examinations are moderated;

e Checking the scope of work and records of completed work; and

e Discussing academic work with individual students and lecturers.

Instructional leadership, according to Budhal (2000), is the process through which
managers in effective colleges immerse themselves in the college's real teaching and
learning programmes in order to discover the instructional and general challenges that
lecturers and students may face. The manager's efforts would include, among other
things, providing direction, resources, and support to instructors, as well as improving
teaching and learning at college to ensure that students achieve great examination
results. The manager, as an instructional leader, identifies the instructional and
general challenges of lecturers and students and provides direction and assistance to

solve the problems so that successful teaching and learning may take place at college.

One of the flaws in instructional leadership study (Hallinger & Murphy, 2000) is the
lack of a coherent description, which leads to miscommunication, role conflict, and
negative manager assessment ratings. According to Ginsberg (1988),

misunderstanding is likely the most significant barrier to successful instructional
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leadership. Managers are perplexed as to what they should do when confronted with
a variety of definitions and behaviours. Using a sense of literature, interactions with
colleagues and supervisors, and staff involvement, Hallinger and Murphy (2000)
stated that managers should create their own definition for instructional leadership that
matches their environment. This definition, as well as the activities related with it,
should be shared with employees in order to set common expectations that both sides

can work with.

2.5 TVET COLLEGE CAMPUS MANAGERS AS INSTRUCTIONAL LEADERS

TVET college campus managers, as instructional leaders, should be able to provide
guidance and exert influence on the employees (Louis, 2010). Setting the tone,
developing people, reorganising the college, and overseeing the educational
programme are some of the key goals (Green, 2010). Louis et al. (2010) found that
managers should adopt certain strategies to improve instruction in their study on the
relationship between leadership and learning. They should make sure that their
colleges are focused on student accomplishment objectives and expectations.
Managers should keep track of their lecturers' professional development, which
includes prescribing and controlling their attendance. They should also establish
procedures and chances for lecturer collaboration, including meeting hours (Alig-

Mielcarek, 2014) and (Green et al., 2010).

Other essential strategies included evaluating lecturers' work in the lecture room,
offering mentors to new lecturers, being immediately accessible, providing backup with
discipline, and encouraging parental involvement in students' learning (Green et al.,
2010). Providing instructional support to lecturers is an example of instructional action.

Campus managers should be aware of what is being taught and learned in their
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colleges. They should work together with lecturers to ensure that formative
assessments are carried out (Louis et al., 2010). In the next section, a few
responsibilities of campus managers as instructional leaders which include creating a

vision for learning and management of campuses are discussed.

2.5.1 Creating a vision for learning

Campus managers oversee providing instructional leadership and establishing a
learning vision. This vision must be communicated to all members of the institution,
including lecturers and students, and they must all be active in its implementation. It
must include the formation of a learning community that works together to attain

common goals (Green et al., 2010; Louis et al., 2010).

This vision must also include promoting a college culture that demands high standards
from lecturers, students, and community members. It must be favourable to both
student learning and staff professional development, and it must lead to college
improvement in a way that addresses student needs and engages the community in
collaborative activities for student achievement. The vision created requires the use of

data from different sources to foster instructional leadership. (Green et al., 2010).

2.5.2 Management of TVET colleges

Campus managers oversee properly managing their colleges. They are supposed to
make plans for their colleges' improvement. They are expected to coordinate people,
programs, and activities while doing so. Leaders are supposed to manage in such a
way that human resources are enough for the tasks at hand and that adequate
assistance is available for task fulfilment (Green, et al., 2010). Budgeting is a critical

component in managing educational institutions. Budgets that are properly set up
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ensure that resources are allocated to maximize college improvement. Because funds
are frequently restricted, it is necessary to exercise caution in order to ensure that the

finances are properly managed.

Campus managers are required to be good directors as well. Their leadership is
required to ensure that organisational duties are done effectively and efficiently. They
have the job of recruiting, training, and placing qualified employees as directing
managers. Completing reports that indicate accountability and resource management
are also part of their responsibilities. College leaders must organise their institutions

such that lecturing, and learning are maximized as managers.

26 KNOWLEDGE AND SKILLS REQUIRED FROM CAMPUS MANAGERS AS

INSTRUCTIONAL LEADERS

Intelligence, confidence, charisma, determination, sociability, and honesty have all
been cited as key attributes for effective leadership (Northouse, 2012). Good verbal,
perceptual, and cognitive skills are regarded as indicators of intelligence. Intelligence
is also linked to being knowledgeable and aware of the complexities of one's
obligations. Having the self-assurance of leadership achievement is confidence.
Charisma refers to a person's likeability, which allows others to be influenced by the
leader. Determination refers to a leader's desire to do tasks as effectively and
efficiently as feasible. Integrity is the epitome of honesty and trustworthiness, and
sociability is the ability of leaders to develop meaningful social interactions (Northouse,

2012).

Leadership, according to Clawson (2016), is the skilful management of energy. He

claims that organisations that are not growing do not have much lustre since they're
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led by people who are not dynamic. He believes that leaders must successfully control
their own and their followers' energy in order for organisations to function effectively

and efficiently.

The success of students in a classroom is directly tied to instructional leadership
gualities and good teaching. An instructional leader promotes effective teaching by
offering clarity and support to lecturers, as well as securing the resources needed to

improve teaching efficiency.

Communication skills, both verbal and written, are also critical for leadership success.
An instructional leader must be able to successfully communicate his or her
educational goals to students. Emails and other textual communication may be used,
or meetings with lecturers to set goals and evaluate lesson plans may be held.
According to Indeed (2021), the following are some specific skills associated to

instructional leadership:

2.6.1 Planning that works

The ability of an instructional leader to conduct research and supply essential
resources promotes learning and allows lecturers to be more productive. A campus
manager may adopt new technology for teaching tools and staff activities, which
necessitates preparation. To foster creativity and innovative teaching in their
institutions, instructional leaders must be able to strike a balance between process

and adaptability.
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2.6.2 Trustworthiness

A pleasant and fair leader quickly develops the trust of his or her employees, allowing
them to look to him or her in both good and bad times. During a conversation in which
people present conflicting views, a competent instructional leader may stay cool and
fair while assessing the benefits and downsides of each while receiving feedback from
other members of staff who might be affected by any changes in plans. Lecturers trust
and respect instructional leaders because of their balanced judgement, and this trust

helps to develop a united educational community.

2.6.3 Competence

Lecturers look to instructional leaders for information on instructional approaches,
educational trends, and other important news about effective teaching. Campus
managers are also expected to be a visible representative of optimism and
transparency in the institution, leading by example and focusing on key learning

objectives in order to foster instructional innovations.

2.6.4 Collaboration and team building

As the person ultimately accountable for the performance of a college , an instructional
leader must be able to bring together faculty and students in order to foster the
development of new ideas and teaching approaches. They must be able to assemble
a dependable team that collaborates to improve the effectiveness and positivity of the

learning environment.
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2.6.5 Optimism

Because staff and students typically mimic their leader's demeanour, an instructional
leader must have a positive outlook regardless of their current circumstances. The
more joyful and enthusiastic a leader is, the more his or her attitude spreads to
lecturers and students, resulting in a positive atmosphere. This is also true when
encouraging others, praising good work, and focusing on the success and pleasure of

lecturers, students, and the institution as a whole.

2.6.6 Interaction with parents

The importance of a parent's role in the achievement of their child. as well as the
cumulative effect on the college's success, is recognised by instructional leaders.
Family members might be identified by campus managers as a valuable resource for
crucial events like fundraisers and extracurricular activities. Campus managers may
choose to conduct workshops or meetings to familiarize parents with each other, as
well as lecturers and college policies, in order to get them enthused about participation
in these events. It also allows them to contribute their thoughts and suggestions to

help improve their children's learning environment.

2.6.7 Conflict Resolution

Conflict is defined by Northouse (2012:174) as a felt battle between two or more
interdependent individuals over perceived incompatible differences in views, values,
and goals, or disparities in wants for respect, control, and connectedness.
Differentiation, fractionation, and saving face are three tactics that leaders can employ

to help resolve conflicts and develop relationships. Differentiation necessitates that
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those involved in a conflict clearly define the nature of the conflict as well as their own
personal position on the issue. Fractionation is a technique for breaking down a
problem into smaller chunks so that the issue is presented in a more manageable
manner, lowering the intensity and removing some of the emotions associated with
the scenario (Northouse, 2012). Saving face can be used to ensure that those involved
in a conflict maintain their integrity during and after discussions. It is vital to people
that they are perceived in a positive way by others. When the fear of a weakened self-
image to the participants is minimized, conflict resolution becomes easier (Northouse

et al., 2012).

2.6.8 Reflection

Reflection, a process in which leaders consider the needs of the college, existing
difficulties, and effective strategies to address concerns, is an important element of
instructional leadership. Goal setting necessitates reflection, and leaders must
examine on a regular basis to see if the institution's objectives are being realised.
Reflection is so important to leadership achievement that it is suggested to make it a

daily habit (Kelehear, 2014).

Leaders face new problems every day. There may be several approaches to find an
acceptable solution for each difficulty, and it is up to the leaders to choose the best
line of action. An instructional leader comes up with ideas that benefit students, faculty,
and the entire community. The seas that lead to that answer aren't always easy to
navigate, but the instructional leader is dedicated to ensuring that judgments made do

not jeopardize the college. These judgements must be made when the leader is calm
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and in a state of mind that allows him or her to consider all options sensibly and choose

the option that best serves the college (Plessis, 2019).

Reflection is so important that studies recommend doing it either at the start of the
day, before the usual daily pattern begins, or at the end of the day, after the daily
routine has ended. The sole condition is that the time for thought be taken when there

are no pressing obligations. (Plessis et al., 2019)

Reflection, on the other hand, is advised not only for leaders, but also for followers.
Instructional leaders should recognise the importance of lecturers reflecting on their
practices as they improve them, and they should encourage lecturers to do so as well.
Lecturers might use reflection to help them make sense of their experiences (Gyasi,
2016). In the lecture room, a variety of tactics could be used. To guarantee that
learning occurs at the highest potential levels, lecturers should regularly reflect on best
practices. Lessons, according to Gyasi et al. (2016), are performances. Reflection aids
lecturers in delivering their finest performances, which will leave a lasting effect on the

students.

Reflective methods are thus recommended at all levels. Managers should consider
how to best advance their colleges. Lecturers should think about the finest ways to
lecture. Lecturers and campus managers should collaborate in the best interests of
students, and lecturers should collaborate in the most effective strategies for moving

forward (Gyasi et al., 2016).

2.7 BARRIERS /CHALLENGES FOR INSTRUCTIONAL LEADERSHIP

Barriers to instructional leadership are defined by Bhengu, Naicker, and Mthiyane

(2014) as variables that have a detrimental impact on the college leader's role in

38



directing teaching and learning. Because there are so many different definitions of
instructional leadership, these definitions are the roadblocks campus managers
confront while attempting to act as instructional leaders. Insufficient time, inability, lack
of credibility, limited expertise, and a weak monitoring and evaluation mechanism are
the five basic hurdles to instructional leadership. Most managers regard instructional
leadership as an optional role because they are overburdened with operational and
managerial responsibilities. The most common impediment to instructional leadership
was identified as staff resistance to change. Lecturers' aversion to change can be
attributed to a variety of factors. Laziness, fear of the unknown, and discomfort with

new projects are just a few of them (Packard, 2011).

Bhengu, Naicker, and Mthiyane (2014) highlight certain impediments to instructional
leadership after conducting a study in South Africa. Manager’s workload, insufficient
stakeholder support, leading and managing change, lecturer unionism, and a lack of
resources are all examples of these impediments. “Campus managers' workloads
appear to make it difficult for them to fulfil their basic instructional leadership

responsibilities” (Bhengu, Naicker & Mthiyane, 2014).

Currently, the campus manager is the college's instructional leader in South African
TVET colleges. The campus manager, as an instructional leader, is capable of
managing the college, not just in one area, but in all areas. As they carry out their
responsibilities in educating the students, lecturers seek assistance from the campus
manager. The campus manager is responsible for providing appropriate leadership to
assist lecturers in their efforts to provide high-quality education. Today's educational
leaders must guide their institutions so that their students can attain greater success.

Campus managers, on the other hand, are so preoccupied with the administrative

39



aspects of running their colleges that they do not seem to have enough time to practise

instructional leadership (Sarok & Jihet, 2012).

In several aspects, instructional leadership differs from college administrators and
managers. Campus managers who see themselves as administrators are responsible
for administrative tasks, whereas instructional leaders are responsible for defining the
college's vision, mission, and goals> They also provide necessary materials for
teaching and learning, leading the curriculum, checking lesson plans, and observing
and providing feedback to lecturers (Sarok & Jihet, 2012). A campus manager might
be deemed an instructional leader if he or she places a high priority on enhancing the
college's teaching and learning quality. When a campus manager places a greater
emphasis on instruction and devotes more time to instructional responsibilities than to
administrative responsibilities, it can be determined that the campus manager is an

instructional leader (Rao & Gezahegn, 2013).

According to Tedla (2012), data clearly reveal that college leaders spend most of their
time on administrative chores rather than teaching and learning. He or she goes on to
say that while campus managers would like to spend more time on instructional
activities such as teaching and learning, staff professional development, curriculum
management, and providing instructional leadership, their time is consumed by
administrative tasks. Finally, campus managers do not have enough time to oversee
the college's teaching and learning process. They should not only focus on
administrative responsibilities but should also be instructional leaders who prioritise
student and staff learning (Kaster, 2010). Campus managers are frequently chastised
for focusing their time on everyday activities rather than on instructional leadership

(Nguyen & Wu, 2012).
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Campus managers are responsible for not just overseeing the management and
financial affairs of their colleges, but also for the success of the college's instructional
programme and student results. Colleges demand managers who can make
significant improvements in educational quality and close the achievement gap. Many
administrators and other college officials, on the other hand, claim that their time is
spent on things unrelated to students' learning. This practice should be corrected and
replaced by a student-centered instructional leadership culture that focuses college
leaders' efforts on boosting students' learning (Chamberlain, 2010).

Even though scholars emphasise the importance of instructional leadership, the
literature indicates that managers are preoccupied with administrative difficulties.
Even though the managers recognise the importance of instructional leadership, the
majority of them claim that they do not have enough time to put it into effect (Al Khajeh,

2018)

Although the most important job of a college leader is to lead and manage instructional

activities, managers often struggle to give instructional leadership the attention it

needs. The following practical proposals for devoting more time to instructional

leadership were offered by Douglas (2018):

e Examine the manager's own time management. By examining how campus
managers use their time, they will see how ineffective their time management is.

e Revise the college's mission and vision to emphasise the college's role as a
learning organisation. As a result, when the manager devotes more time to
instructional leadership, his colleagues will recognise what is critical and what is

not.
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As a leader of learning, the campus manager should make conducting research a
top priority.

Give lecturers the authority to deal with normal discipline issues without having to
send students to the office. Referral to the office should only be used as a last
resort and for the most serious discipline issues.

Spend as little time as possible overseeing non-teaching employees who are in
charge of the cafeteria, playground, and ground duties.

Conduct staff development training focusing on assisting instructors in properly
managing their classes to reduce time spent dealing with student behaviour issues.
Distribute the tasks such that minor crises can be dealt with as quickly as feasible.
Prioritise the meetings that the campus manager attends and reduce the amount
of time spent at each one.

Assign the responsibility of making appointments and scheduling meetings to the
secretary.

Use administrative software to improve internal communication.

Create a mutually respectful culture so that employees do not feel obligated to
come to them with all of their questions.

Allocate extra time for instruction management by increasing the number of staff
development days so that department members can collaborate on curriculum and

instruction alignment.

2.8 STRATEGIES FOR EFFECTIVE IMPLEMENTATION OF INSTRUCTIONAL

LEADERSHIP

The following are strategies for effective implementation of instructional leadership

according to Indeed, (2021):
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2.8.1 Make official observations on a regular basis

Increase the number of formal lecture-room observations one undertakes each year,
aiming for three per lecturer, at the very least. Make a schedule to help one finish them

quickly and successfully.

2.8.2 Provide constructive criticism

After completing a scheduled lecturer-room observation, provide at least one
suggestion for improvement while complimenting the lecturer on anything they did
well. Give specific examples and approaches that they can use. Showing one’s team

that no evaluation is flawless will help them stay motivated to create inspiring lessons.

2.8.3 Set reasonable expectations

Lecturers can use a set of consistent and clear standards as a roadmap to help them
build effective lesson plans on a regular basis. After one has established one’s
expectations, he or she has to keep in touch with the lecturers to make sure they

understand what they are supposed to do and, if required, how to improve.

2.8.4 Continue to learn

Continuing to learn about teaching methods might help one to become a better mentor
for one’d employees. Attend conferences on issues that are relevant to the concerns
of one’s staff's or one’s leadership job. One has to take note of relevant research as
one comes across it, adapts it, and incorporates it into one’s next round of

observational suggestions.
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2.8.5 Set an example for others

Make one’s lecturers aware that one is willing to do anything they ask of him or her.
This could be assisting with the integration of new technologies into a classroom or
collaborating with a lecturer to improve tests. To have a better understanding of what
one’s lecturers go through daily, one might consider teaching a class or substituting
for an absent lecturer. This not only makes one more personable, but it also allows

one to approach problems with a more balanced perspective.

29 OVERVIEW OF MODELS OF INSTRUCTIONAL LEADERSHIP

Leadership of college leaders, regardless of their official designation as campus
manager, is one of the most important elements that can directly or indirectly effect
students' academic progress. According to prior studies, as Hassan, Ahmed, and
Boon (2018) point out, there is a substantial link between student accomplishment and
college leadership. Different ways have been defined and attempted to improve
student accomplishment through the improvement of college leaders' performance,
the same authors continued. College leaders should function as instructional leaders
who are actively involved in lecturer’s development activities by planning, coordinating,
and evaluating the teaching and learning process at college, according to one of the
techniques strongly indicated. Other approaches that complement the instructional
leadership role of college leaders include: college leaders must act as the primary
agent of change in ensuring that the college's vision and mission are recognised in
tandem with the college's goal for student success; and college leaders must create a
conducive college environment and support teaching and learning processes. As a

result, college leaders are important contributors to improving students' academic
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performance. As a result, as instructional leaders of their particular colleges, campus
managers should carry out their instructional leadership roles successfully and
efficiently, as well as function as change agents to favourably persuade others to do

the same with regard to the college's instructional tasks.

Researchers usually define instructional leadership in terms of the characteristics,
actions, and processes that a person must possess in order to effectively lead a
college. Over the last two decades, several forms of instructional leadership have
emerged (Elizabeth, 2019). A model is a step-by-step guide to achieving one's goals.
Instructional leadership has been proven to be a leadership model that is still relevant
and trusted to bring colleges under DHET to keep moving forward and in empowering
students' academic achievement and personality to produce quality human capital, as
Hassan, Ahmed, and Boon (2018) indicate. According to Martin (2018), instructional
leadership models are beneficial for articulating the role of instructional leadership in

enhancing teaching and learning.

Researchers define instructional leadership as the characteristics, behaviours, and
processes that a person must possess in order to effectively lead a college. As a result,
there are numerous conceptual frameworks that indicate instructional leadership. That
is, as many diverse approaches to instructional leadership as there are people who
write about it, there are a lot of them. As a result, education academics have developed
numerous instructional leadership models to specify dimensions and functions or roles
that college leaders might use to fulfil their responsibilities as instructional leaders.
This section will examine current conceptualizations of instructional leadership and try
to connect different instructional leadership models to what is happening in colleges

as instructional leadership activities in order to improve educational quality and,
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ultimately, to advance student academic achievement. As a result, the five major
instructional leadership models that are commonly debated by academic academics
are briefly discussed in this study. They are Hallinger and Murphy's Instructional
Leadership Model (1985); Murphy's Instructional Leadership Model (1990); Weber's
(1996) Instructional Leadership Model; Robinson, Lloyd and Rowe’s Model (2008);
Sharma’s Model (2012), and Hallinger's Instructional Leadership Model (2011, 2009),

which was chosen as an appropriate theoretical framework for this study.

2.9.1 Hallinger and Murphy’s Model (1985)

Hallinger and Murphy developed their model of education management, centred on
the efficiency research of their education, by analysing the behaviours of college
manager (Hallinger & Murphy, 1985). They developed a system of instructional
management based on empirical study, consisting of the three specific aspects
separated into 11 tasks. Hallinger and Murphy (1985) report that identifying and
communicating the institution's purpose is the first and essential aspect of a manager's
position as an instruction leader. ldentifying the purpose requires visionary leaders
who can shape and convey the vision of the organisation to the public, staff, instructors
and families of the entire class. This aspect also includes leaders to work together with
the full staff to set specific, achievable, time-based targets based on students'

academic success.

The second factor of the management of the curricula includes lecturing and learning,
where instructional leaders must oversee the instruction and track the impact of
students. Leaders are required to participate effectively in motivating, monitoring and

controlling college education and learning. The third factor emphasises fostering a
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positive educational environment in colleges. A college-learning environment here
refers to the expectations and behaviours of the employees and students who affect
college-learning” (Hallinger & Murphy 1985). When a leader preserves the educational
time, a favourable college environment is created; he encourages professional
development and retains high visibility. This is achieved by lecturers' bonuses. Publicly
or privately passion, formal prizes and rewards, for instance. It requires the compliance
of academic norms and the provision of rewards for students (Hallinger & Murphy
1985).

2.9.2 Murphy’s Model (1990)

Murphy instructional leadership model focused on productive colleges, better
education, staff growth and longitudinal studies on organizational change. The
outcomes of his analysis are four main Instructional Leadership measurements,
divided into sixteen functions and comportments as well. The four fundamental
dimensions are development of missions and goals; management of the production
function of education; promotion of academic learning and development of supporting

working environments.

The first sector, the creation of a mission and objectives, is divided into two important
positions, namely college visions and college objectives. This means the college
manager must build a vision for the college as well as connect and inspire others to
work towards the desired objectives. The college's vision must be related to all
academic performance and in particular the primary college role, learning and training.
Murphy strongly believes that failure is likely to occur if the vision is vague and not well

articulated (Gurley et al., 2015).
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The second field, the management of production functions for educational purposes,
aims to promote quality training; supervise and evaluate training; delegate and
safeguard progress for learners. The third region encourages an environment of
colleges learning. Leaders encourage a learning environment through the
establishment of positive expectations and standards; inspire high visibility; provide
lecturer and student incentives and foster professional growth. A positive working
environment is built in the latest sector. A supportive working atmosphere is created
by a stable, orderly learning environment; opportunities are given for effective learner
participation; employees’ cooperation and solidarity are strengthened; external
resources are secured in support of college objectives and connections between home

and college are formed.

48



Table 2.1: Murphy’s Model

INSTRUCTIONAL LEADERSHIP

Creating a Mission Taking Charge of Promoting a Creating an
and Objectives the Educational Positive Academic Encouragement-
Production Learning Focused Workplace
Process Environment
e Defining your Promoting e Creating e Making a
college high-quality positive learning
objectives. education. norms and environment
¢ Defining and Supervising expectations. that is both
communicating and e Maintaining a safe and
college evaluating high level of orderly.
objectives the teaching visibility e Creating
process. e Lecturers opportunity for
Organising and students students to
and should be participate in
safeguarding rewarded. meaningful
instructional e Professional ways.
time. development e Increasing
Curriculum IS employee

coordination.
Keeping track
of students'
progress

encouraged.

collaboration
and cohesion.
e Obtaining
outside
resources to
help you
achieve your
college goals.
e Creating a
bridge
between home
and college.

Source: Murphy’s Comprehensive Instructional Leadership
Framework (1990)
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2.9.3 Weber’s Model (1996)

Whatever the organisational structure of the college, Weber discussed the need for
Instructional Leadership. In his model, Weber emphasises the importance of
cooperation, in which all players have a vital role to play in curricula, training and
management. Weber (1996) specifically describes the value and effectiveness of a
network of leaders. This means that although the managers are known as pioneers of
education and pedagogy, leadership and management roles should still be delegated
to others, as the college's performance does not depend solely on the manager, but
on collaborative efforts. Naidoo, Agi and Harrison (2016) accept that the leadership
roles of the manager in a college environment can be entrusted to others. The
researcher found that "even if an instructor was not wrapped as a leader, such a leader
will still have to be designated”. Weber distinguishes therefore five relevant fields of
Instructional Leadership based on his literature review: establishing the purpose of the

college; handling curricula and education; encouraging positive learning.

The first area that defines the mission of the college focuses on the development of a
concept for a lecturing programme which, in nearly all general study, Weber says is
seen as fundamental to Instructional Leadership (Weber, 1996). The development of
a common vision and priorities is viewed as a strong connection between the manager
and the staff. In order to build a vision for colleges, managers have to be informed
about their vision for feedback (Weber, 1996). This can generate positive outcomes,
as differences in execution can be prevented by including people in the common vision

of the college.

The second area, curriculum management and preparation, is the execution of the

mission of the college. It is important that the college manager is aware of the latest
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lecturing and learning strategies, training policies and training patterns so that
lecturers can provide informed input to better practice. Weber notes that underlying
media and methodological patterns include the selection of materials, emerging
technology, lecturer development materials, computer apps, customised education,
direct lecturing, mastery education, co-operative small group learning and research

skills.

The third area, the promotion of a conducive educational setting, underlines the
development of a favourable educational environment by transmitting priorities and
unrealistic standards that concentrate on maintaining the time and progress of training,
creating an organised educational environment and increasing the dedication of the

lecturers towards colleges (Weber, 1996).

The fourth dimension involves observing and improving instruction. Here the
instructional leader observes and improves instruction through lecture room
observation and professional development opportunities. The final dimension is about
assessing the instructional programme. This dimension involves the instructional
leader contributing to the planning, designing, administering and analysis of

assessments that evaluate the effectiveness of the curriculum (Weber 1996).
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Table 2.2: Weber’s Model

Defining the | Managing Promoting a Observing Assessing
College’s Curriculum Positive and the
Mission and Learning Improving Instructional
Instruction Climate Instruction | programme
The The By conveying The The
instructional instructional goals, setting instructional | instructional
leader leader ensures | expectations, leader uses | leader
collaborates | that lecture and creating a | lecture room | participates in
with room practices | well-organised | observation | the planning,
stakeholders | are in line with | learning and design,
to create a the college's environment, professional | administration,
shared vision | goal, offers the instructional | development | and analysis
and goals for | resources and | leader fosters a | opportunities | of
the college. support for the | pleasant to observe assessments
implementation | learning and enhance | that assess
of instructional | environment. education. the
best practices, curriculum's
and models efficacy.
and supports
the use of data
to guide
instruction.

Source: Weber’s (1996) Instructional Leadership Framework

2.9.4 Robinson, Lloyd and Rowe’s Model (2008)

The meta-analysis by Robinson, Lloyd and Rowe on student results found five major
Instructional Leadership measurements. The priorities and goals were set; strategic
resources; training and learning planning and evaluation; promotion and involvement
in the learning and growth of lecturers; and the assurance of an organised and
welcoming environment. The goal setting has a downstream impact on students
according to Agi & Harrison (2016). They claim that these practices are likely to be
competitive in colleges where education leaders pay more attention to communicate
priorities and expectations. Fixing specific targets allows educational leaders and the

whole college to concentrate on success management (Agi & Harrison, 2016).
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Lecturers are aimed at the planning, organisation and evaluation of learners and
instructional leaders (Agi & Harrison, 2016). Leaders maintain regular observation of
progress by student and that insight is being used to improve lecturing program. The
campus manager encourages and engages actively and informally in instructor
training and development. An example may be employee workshops, career growth

and debates on specific instructional issues.

2.9.5 Sharma’s Model (2012)

Sharma's research on manager Instructional Leadership, carried out at an Asian
college, offers a model of Instructional Leadership showing all aspects of real
leadership. "The Instructional Leadership concept means improving learning within
and outside the college, leading the development of moral principles, innovation and
the national character between students,” as Sharma said. The main functions in this
model are just as shown in: ensures the general progress of students, including
students and lecturers, supervisory management and continuous professional

development for all.

Competent college leaders are expected to support government accomplish the
schema of the education systems of nation, however, incompetent college leaders
may hinder this great purpose (Mohd Yusri, 2012). Consequently, mobilising education

transformation is based on the college leaders’ quality.

The roles of college leadership can contribute to the educational efficacy and its
improvement. Previous studies showed the significance of instructional leadership of
campus managers in improving the achievement of students (Shafinaz, 2017; Nor

Azni, 2015; Jameela Bibi, 2012; Hazura, 2009). Instructional leaders and lecturers
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improve the academic performance to accomplish college academic goals willingly
devote their efforts in implementing college improvement plans by focusing on
methods of lecturing, pedagogical aspects, and to enhance the college’s academic
quality. It implies that college leaders play the role of instructional leaders to induce
improvement of lecturers. Appropriately, instructional leaders are considered as the
main contributors, who attain success in the execution of improvements in colleges
(Carrier, 2011; Leithwood & Day, 2008; Sahin, 2011; Southworth, 2002). Owing to this
significance, each transformation in the educational system is attributable to the

instructional leadership.
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Figure 2.1 Sharma’s Model

INSTRUCTIONAL LEADERSHIP ‘

! !

CONCEPT ROLE OF MANAGER OUTCOME
Instructional e Commitment for e Overall
leadership involves overall development of
leadership for: development of students
e Learning students Shared e Satisfaction of
e Developing leadership higher needs of
moral values e Supervisory recognition,
e Developing leadership self-esteem and
e Continuous self-
professional actualization of
development of all
all

Source: Sharma (2012)

2.10 THEORETICAL FRAMEWORK AND ITS APPLICATION TO THE STUDY

2.10.1 Theoretical framework

Hallinger (2009) research work will serve as the Conceptual Framework for this study.
Although Hallinger (2009)’ research work focused on school principals’ instructional
leadership roles, however, it is of importance to note that the TVET college campus
manager plays a similar role to that of the school principal and he or she accounts for
the teaching and learning and students achievement (Balkrishen & Mestry, 2016).

Therefore, in this study, school principals will be used interchangeable with the college
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campus managers. The Instructional Management Model incorporates three
dimensions of the manager’s role as instructional leader; presenting the college’s
mission, promoting a positive culture of college learning and instructional programs’
management. The three dimensions of instructional leadership are further delved into
ten functions. Campus managers need to understand these ten functions in order to

increase the retention and pass rates of students in the TVET colleges (Table 1.1)

Figure 2.2: Instructional Management Framework

| College Mission | Instructional _| Development of
Definition Programmes the College
Management Learning Climate
College’s Goals . . .
> description —>| Curriculum Time for Learning
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> College’s Goals —> supervises, and 2 efforts
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Provides Learning
Students’ progress > Incentives
—> Monitoring

Promotion of
=] Professional
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Source: Hallinger (2008: 8; and 2012: 52)
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2.10.2 Application of Theoretical Framework

2.10.2.1 College’s Mission Defined

Mainly the role of the campus manager is to work with staff members and lecturers to
confirm a clear mission of college which is focused on students’ academic progress.
However, this feature does not put the responsibility on the campus manager that he
will define college’s mission alone, but it recommends that the campus manager is
accountable for a mission and communicate it effectively to the staff members. This
feature is the onset of creating student-centred campus. Successful college managers
have a clear mission for student achievement and make it a top priority to
communicate those objectives to all stakeholders (Suber, 2012). Overall student
achievement rises when college managers establish a clear vision and goals tied to
student achievement and communicate them to their staff on a regular basis. In an

effective college, student achievement is a top priority.

Anderson and Shirley (2013) looked into the role of managers in putting in place a
specific learning project that requires clearly defined student performance targets and
close monitoring of the lecturing process. A total of 15 colleges participated in the
study, which involved a substantial student-centred reform endeavour. Effective
managers, according to the research, convey their vision and commitment to lecturers
and staff, and act as mentors or coaches in the implementation of student-
centredinstructional programmes. Finally, the researchers discovered that great

managers empower lecturers to accomplish their learning vision.
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2.10.2.2 College Vision

One characteristic of transformational leadership that instructional leaders share is the
need to have a vision for the colleges they manage and to successfully convey that
vision (Gree, et al., 2010). Northouse (2012) defines vision as a "mental model for a
future state" (p.109); a picture that is better than what currently exists; a change that
points to a more positive future; universal values; a map that lays out the paths that
should be followed; and a challenge to do things that ensure that things are better for

all.

Leaders that are effective must also be able to express their vision. In order to
accomplish that, leaders must convey the vision in a way that demonstrates how it is
similar to what already exists. Leaders must communicate the vision's values so that
followers can easily view themselves as part of something meaningful. Leaders must
use the appropriate language when communicating the vision in order to entice
followers to want to be a part of the new direction that is being established (Northouse

et al., 2012).

Implementation of the vision is also crucial, as it necessitates the leader embodying
the vision that should be passed down to the followers. The leader must also
guarantee that the followers have high expectations for the vision's achievement and

that they have set hard but realistic goals for themselves (Northouse et al., 2012).

2.10.2.3 College goals

The goals must be shared, according to instructional leaders. When people believe
their opinions count, they perform better and are more invested. They believe they are

working toward the same goals as the leaders, which leads to a rise in overall
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productivity. Individuals who do not feel vested or that their opinions count, on the

other hand, are less likely to perform at optimum productivity (J, Sherman, 2021).

2.10.3.1 Instructional programme’s management

Instructional programme’s management works on the control and coordination of
curriculum and college. It sheds light on campus manager’s role in “taking care of the
technical aspects” of the campus. The manager is not the single entity who is working
to ensure the development and monitoring of the instructional program of the college.
Still, this feature ensures the control and coordination of the college level programmes
is the main leadership obligation for the campus manager. This feature needs the
campus manager, head of departments and education specialists to fully involve in
supervising and monitoring, motivating, learning and lecturing in the campus. All of
these functionalities need that the campus manager should be professional and expert
in handling lecturing and learning, and to show the sufficient commitment to improve

the academic environment of the college.

Fusarelli (2017) found that college managers have a clear and coherent vision of
learning that is expressed and communicated at site-council meetings, staff meetings,
and student meetings in a more comprehensive study of effective colleges with a
majority Hispanic student enrolment in the south Texas border (Fusarelli et al., 2006).
Furthermore, college managers see themselves as facilitators whose mission it is to
get lecturers, parents, and students the resources they need to succeed. In addition,
competent managers understand the need of establishing trust among employees,
lecturers, parents, students, and the community. These colleges’ managers were
aware of lecturers' different styles and were willing to accommodate them in order to

achieve success (Fusarelli et al., 2017).
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One of the rare studies of the manager in majority Hispanic colleges (Pulido, 2016),
which focused on nine California colleges with the lowest dropout rates, reveals that
the manager's leadership is vitally significant to the staff, students, and community.
Furthermore, interpersonal interactions with all members of the college community are
indicated to be critical for a positive social climate that supports students' academic

performance (Pulido et al., 2016).

Lucas, Hence, and Donato (2019) found that college managers have high
expectations of language minority students and cooperate with lecturers to ensure that
such expectations are achieved in the lecture halls in another study of six successful
institutions serving predominantly language minority students. Furthermore, this
research reveals that managers play a key role in improving curriculum and instruction

for all students, including language minority students.

Others have stated that at rebuilt colleges with high Hispanic populations, college
manager leadership is critical to improving student achievement (Retana, 2012).
College managers are said to have offered an educational focus to address student
performance goals and objectives, as well as leading the process of redesigning low-
performing campuses to enhance student attendance, staff development, and parent
and community outreach. Managers set high standards in all areas, including strategic

planning and accountability for student and instructor performance in the lecture hall.

2.10.3.2 Supervision

Many people see supervision as a terrible experience that should be avoided, if at all
feasible (Acheson & Gall, 2014; Garubo & Rothstein, 2010). Some lecturers say the

process should be scrapped totally because it is a horizontal rather than vertical
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supervisory method (Bush, 2010). For far too long, supervision was viewed as a tool
for controlling instructors' instructional behaviour (Gordon & Ross-Gordon, 2010).
Lecturers, on the other hand, should regard this as a chance for empowerment and
progress (Garubo & Rothstein, 2010). According to research, the type of supervision
may be the problem. Clinical supervision that focuses on training and learning best

practices may be more successful and appreciated (Acheson & Gall, 2011).

Leaders should be involved in supervision that improves lecturing skills and, as a
result, student achievement (Smith & Andrews, 2014). The campus manager, who is
usually the most qualified person at a college, should work closely with lecturers to
find the best practices. Time should be spent determining the level of support each
lecturer requires, as well as determining exactly what each lecturer requires to
succeed in the lecture room. Support could include things like modelling classes for
inexperienced lecturers, teaming inexperienced lecturers with more experienced
lecturers, or making sure the lecturer attends relevant lecturing seminars. Everything
should be done to ensure that lecturers are effectively reaching students, and this
should be the overall goal of college monitoring (Acheson & Gall, 2011; Garubo &

Rothstein, 2012).

Glickman, Gordon, and RossGordon (2010) presented a useful metaphor for effective
supervision, claiming that supervision can be viewed of as the glue that keeps the
entire educational system of colleges together. Lecturers benefit from effective
supervision in terms of curriculum creation, staff development, group development,

and action research.
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As a result, supervision is essential for aligning organisational goals with the needs of
instructors in order to improve instruction and, as a result, improve student

accomplishment.

2.10.3.3 Clinical Supervision

Clinical supervision is a process in which supervisors provide objective feedback on
the state of a lecturer's instruction, diagnose and solve instructional problems, assist
lecturers in developing instructional skills, evaluate for promotion, and assist lecturers
in developing a positive attitude toward professional development (Acheson & Gall et
al., 2011). Clinical supervision's major goal is to improve lecturing and learning through
instructional discussion (Kelehear; 2014). One of the most significant challenges with
supervision is that it is linked to evaluation (Timothy, 2011). Lecturers are often
apprehensive about any process that could jeopardise their jobs. Lecturers frequently
encounter a checklist with a rating system, and they often feel condemned. The whole
thing could be very upsetting for the instructor, especially if it happens unexpectedly,
and it could even cause conflict between the lecturer and the campus manager

(Acheson & Gall et al., 2011).

Clinical supervision is frequently followed by an open discussion of strengths and
flaws. At this stage, the campus manager's involvement is crucial. As an educational
leader, the campus manager must successfully convey the aim to the lecturers so that
they realize that the goal is for the students to succeed, and that the quality of their
lecturing is important to that accomplishment. When there are open channels of
communication between the lecturers and the campus manager, quality lecturing can
be attained. Lecturers must be confident that they may debate lecturing approaches

with the campus manager without feeling intimidated, and it is the responsibility of the
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manager to provide this assurance. As a result, managers are tasked with offering
candid evaluation in order to improve lecturing quality. This comments must be offered
in a non-judgmental manner. Once this is evident and the lecturers are on board with
this new approach to supervision, a conversation about the best methods to proceed
can begin (Glanz, 2012). The manager should also foster lecturers’ collaboration as

well as self-reflection (Glickman, Gordon & Ross-Gordon, 2010).

2.10.3.4 Clinical Supervision: A Step-by-Step Guide

Clinical supervision is usually done in three stages. The supervisor meets with the
lecturers first and arranges for a lecture room observation. Second, a lesson is
monitored methodically and objectively, with data collected in relation to the objectives.
Third, the supervisor meets with the instructor to analyse the data collected, interpret
the information from the lecturer's perspective, and choose the best course of action
(Acheson & Gall et al., 2013). This practice should be performed numerous times with
seasoned and, more importantly, freshly qualified lecturers throughout the academic

year (Acheson & Gall et al., 2013).

Meetings are essential for the supervision to provide the intended results. The goal of
the initial meeting with each individual is to start a conversation. At this point, both
sides' expectations and concerns are discussed. It is a fantastic opportunity for
everyone to come together and think on the current situation. The second conference
is also crucial. Both parties could express their views on the strengths and faults of the
other, and there is a great opportunity to discuss what the lecturer has to do to improve
the quality of instruction. Individual lecturer needs should be addressed, and where
there are overlaps in those needs, professional development workshops could be held

to fulfil those needs (Garuba & Rothstein, 2015).
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Another goal of these sessions is to improve connections between lecturers and the
manager, which will undoubtedly improve the college's overall climate. It is a step in
the right direction for the college climate if there are collegial connections between
lecturers and managers, as well as between lecturers themselves. Collegial ties
between adults in a learning institution usually lead to collegial relationships between

students (Garuba & Rothstein et al., 2015).

2.10.4.1 Development of Positive Learning Climate for College

This dimension has multiple functions due to its broader scope than the earlier
dimension. It also overlaps with other dimensions to best merge and incorporate the
frameworks of transformational leadership. It allows conformity to the notion that an
“academic press” is developed by the successful college by passing through the high
standards development that fulfil expectations. It also creates a culture that is adoptive
for rewards regarding improvement and continuous learning. When viewed on the
instructive basis, an effective college promotes a culture that focuses on continuous
improvement through inbuilt reward mechanism, which is aligned with purposeful

practices.

Because leadership and culture are inextricably intertwined, managers are thought to
be able to shape, influence, and control college cultures (Trice & Beyer, 2012).
Furthermore, managers' activities are critical in creating a campus culture that
promotes high levels of accomplishment and learning (Deal & Peterson, 2010).
“Visionary” or “transformational” leaders are generally described as those who
establish college climates that foster educational success for all students (Sashkin &

Sashkin, 2010).
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Previous research has also found a relation between college manager leadership and
the establishment of a student-centered college culture. Managers, for example,
impact student learning by defining a college mission that stresses an instructional
focus for lecturers, according to Hallinger, Bickman, and Davis (2011). A manager can
“foster a campus climate that focuses on and encourages student knowledge

acquisition” in this way (Hallinger, Bickman & Davis, 2012).

Managers' personal beliefs may also have an impact on the establishment of college
culture. McLeod (2021) found that good managers influence the institution's academic
culture by devoting a significant portion of their time to defining and/or expressing
college goals. Managers were also deemed to be useful in assisting lecturers in
improving student achievement, monitoring students' academic progress, examining

student records of performance, and providing feedback to lecturers.

The effectiveness of a college can also be predicted by its culture. College success
can be predicted using knowledge of the college's culture, according to Dinsdale
(2017). Managers who cultivate a college culture of creativity and risk-taking,
encourage lecturer participation in decision-making, and allow extensive time for
collaboration had greater levels of student accomplishment, according to the research.
Heck and Marcoulides, on the other hand, suggest that the same variables found in
this study be explored qualitatively to add a description of lecturer perspectives. As a
result, it will be possible to have a better knowledge of college manager leadership in

the creation of college culture in colleges.
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2.10.4.2 Professional Development

Under the realm of professional development, Glickman (2012) defines professional
development as almost every experience that broadens a lecturer's knowledge,

appreciation, abilities, and understandings of his or her work.

Some people regard supervision to be a type of professional development (El
sherbeny, 2019). Professional development workshops should be offered after clinical
supervision to encourage discussion regarding lecturing and learning. Sessions on
lecturing tactics, the newest theories and practices in education, and feedback on
lecturing, among other things, may be included in professional development (El

sherbeny et al., 2019).

Although most colleges provide opportunities for lecturers to get professional
development, they are not necessarily delivered in a meaningful manner. Lecturers
claim that professional development is frequently irrelevant and lacking in content (El
herbeny et al., 2019). Managers should be aware that professional development is
anticipated to result in better lecturing quality. As a result, they must carefully prepare
these meetings. Professional development should be intentional and articulate,
participative, and collaborative, knowledge-based, focused on student learning,
ongoing development, analytic and reflective, and analytic and reflective (El sherbeny
et al.,, 2019). Several qualities are shared by excellent professional development
programs, according to Glickman, Gordon, and Ross-Gordon (2010). Participant
involvement in program planning, implementation, and evaluation; integration of
college-wide goals with individual goals on the foundation of college-wide goals; long-
term planning and development; coherence; college-based research as a foundation

for improved instruction; administrative support; adherence to adult learning principles;
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relevance; and continuous Professional development is no longer viewed as a lecture
to be endured. New Lecturer assistance programs, in which beginning lecturers are
supported through programs such as being assigned mentors; skills development
training, in which lecturers are trained to transfer new skills to daily lecturing routines;
establishing lecturer centres where lecturers can engage in professional dialogue; and
forming lecturers institutes are among the formats believed to be more effective

(Glickman et al, 2010).

2.10.4.3 Professional Development's Advantages

Professional development gives lecturers the chance to improve their lecturing skills,
even if they have already completed their official study. Education theories and
methods are refined and honed on a daily basis. Professional development allows
lecturers who are currently in the lecture room to learn about these new methods and

use them to improve their lecturing (Glatthorn et al., 2018).

Professional development can help students study more effectively. As lecturers'
learning increases, students' learning improves as well. It is a logical progression to
expect that if lecturers acquire new and innovative ways of lecturing, students will
comprehend concepts more easily and their learning will increase. As a result,
professional growth must be designed in such a way that these results are attainable

(Glatthorn et al., 2018).

Professional development can be a catalyst for changing unfavourable learning
environment norms. Professional development can help build professional learning
communities. These learning communities are effective instruments for cooperation

and progress (Louis et al, 2010; Green et al., 2010). Cooperation leads to enhanced
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lecturing skills and best practices. In a learning institution, a collaborative spirit leads

to a stronger learning environment (Glatthorn et al., 2018).

Another advantage of professional development is that it forces institutions to reflect
on what is taught, how it is taught, and the setting in which it is taught on a regular
basis. This is a sure-fire recipe for better instruction and increased student

accomplishment (Glatthorn et al., 2018)

When lecturers have a question about the success of one technique over another,
they can perform action research, which is strongly tied to supervision and
professional development. Lecturers lecture different concepts in different ways to find
which strategy delivers the highest level of achievement in students when doing action
research. As a result, action research aids lecturers in developing a repertoire of
effective lecturing strategies. This is a definitive method of determining excellent

lecturing and learning practices.

Penuel, Fishman, Yamaguchi, and Gallagher (2014) investigated the factors that
influence the effectiveness of professional growth. Their findings show that the most
successful professional development occurs when instructors are able to participate
in activities that are aligned with their curriculum and lecture room activities. They also
discovered that lecturers who were able to connect with the materials and predict how

their students would engage with them were more willing to employ them.

Glatthorn et al. (2018) also discovered that following the end of professional
development, follow-up sessions made the workshop sessions more relevant to
lecturers. They also discovered that giving lecturers access to resources after the

workshop improved the likelihood of them using the information learned in professional
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development workshops. Lecturers who had access to websites with additional
support materials were more likely to find professional development workshops

valuable.

2.11 CHAPTER SUMMARY

The research on campus managers as instructional leaders has been reviewed in this
chapter. It addressed current debates over the instructional leadership role of the
campus manager. The deterioration of student performance standards, as well as the
shift in campus managers' roles from managers and administrators to instructional or
curriculum leaders, who should assure effective and high-quality teaching and learning

for excellence, sparked these discussions.

The campus managers' instructional leadership role entails ensuring that teaching and
learning are carried out more effectively while keeping the college's goal in mind, as
well as improving the quality of students' performance. Given the conceptual
framework presented in this literature, one is well aware of all of the functions and
responsibilities that a campus manager is supposed to fulfil, as well as the importance
of the instructional leadership role. What is not clear is whether college campus
managers are completely aware of their roles as instructional leaders, as evidenced
by the literature review or study. It is also impossible to rule out the possibility that
campus managers in various circumstances have diverse experiences that could add
to the description of their roles as instructional leaders. The relevant literature for the
research investigation was explicitly mentioned in this chapter.

The research methodology is covered in the following chapter.
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CHAPTER THREE

RESEARCH APPROACH, DESIGN AND METHODOLOGY

3.1 Introduction

In this chapter, the methods employed in this research are described in depth. The
chapter explains and defends the philosophical foundations and assumptions that
motivated this research. Following that, the methodology used in this investigation,
including the nature of the study and its design, is discussed in detail. The strategy for
selecting the participants, the data collection methods and tools utilised in the study,
and ethical considerations are also discussed. The chapter also describes the data
analysis process utilized to examine the data, as well as the research procedure's

dependability. A summary of the chapter concludes this chapter.

3.2 PHILOSOPHICAL FOUNDATIONS OF THE STUDY

The goal of the study is to understand the instructional leadership roles of the campus
managers in the TVET colleges in Limpopo province, which is to engage in the
improvement of the performance of the students at the college. An empirical research
approach was used to investigate the problem, as well as a logical and systematic

explanation of epistemic necessity.

3.2.1 Epistemology

The study's epistemology attempts to determine the kinds of instructional leadership
roles the campus managers in TVET colleges in Limpopo province engage in to
improve the performance of academic among students. According to Schwandt

(2015), interpretivists believe human sciences strive to understand human action.
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The goal of this research is to use an interpretivist paradigm to better understand
human behaviour. To comprehend human activity, the researcher must first acquire
the meaning of the participants' activities and then interpret the meaning of the acts
seen. To comprehend what a certain action entails, one must first interpret what the
activities entail (Schwandt et al., 2015). Interpretivism, philosophical hermeneutics,
and social constructionism are all theories that qualitative researchers believe to
provide diverse methods of comprehending concerns about what people are doing or
saying. The findings were led by exploratory research to get a wide grasp of the
phenomenon and a case study approach that was thoroughly assessed (Bless &

Higson-Smith, 2013).

The study design, according to Denzin and Lincoln (2018), is a flexible set of rules that
linked theoretical perspectives to inquire methodologies and practical data collection
methods. Through the design, the researcher is also linked to specific locales,
persons, organisations, institutions, and bodies of essential interpretive material, such
as papers and archives. The researcher's inquiry tactics were related to specific
methods of collecting and analysing empirical data. These methodologies, according
to Denzin and Lincoln et al. (2018), comprised case studies, phenomenological and
ethno-methodological procedures, as well as grounded theories, biography, auto-
ethnographic, historical, action, and therapeutic methods. The epistemic imperative

was studied using case study, phenomenology, and grounded theory methodologies.

3.2.2 Research Paradigm

The current study was grounded on the interpretive/constructivist paradigm based on
a set of presumptions concerning the realities of campus managers’ instructional

leadership roles in creating effective teaching and learning, critically looking at the
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roles campus managers engage in to effect teaching and learning on their campuses.
To understand the phenomenon under study well, the researcher interacted closely
with the participants within their natural settings through interviews. Cresswell (2013),
as well, is of the opinion that constructivism approach allowed the research
participants to describe their own experiences freely and fully. As the researcher, my
role was to listen carefully to their views and interpret the findings based on their
background and experiences (Cresswell, 2013). The interpretation of their
experiences revealed a significant amount of information regarding the phenomenon

and also offered new insight to the current study.

3.3 RESEARCH METHOD

A description and evaluation of the research procedures used in the study, their
limitations, and resources for clarifying their presuppositions and consequences is
known as research methodology (Naidoo, 2018). The approach adopted, according to
Naidoo, must allow the researcher to present data findings that answer the study
guestion. According to McMillan and Schumacher (2010), a study technique is a
method for selecting persons, research locations, and data collection processes to
address a research question (s). The goal, according to McMillan and Schumacher
(2010), is to produce outcomes that are considered credible. Research methodology,
according to Creswell et al. (2013), is a plan or set of activities that spans everything

from basic assumptions to specific data collection and analysis methodologies.

Quantitative and qualitative research methodologies are the two most common
categories. The phrases "quantitative" and "qualitative,"” according to McMillan and
Schumacher (2010:14), are widely used to distinguish between distinct sorts of inquiry

or study methodologies. In education, both quantitative and qualitative research
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studies are carried out. The manner in which the data is presented is the most obvious
distinction. Qualitative research data is provided as a narrative using words, whereas
guantitative research results are presented in statistics. (McMillan & Schumacher,

2010:15).

3.4 RESEARCH APPROACH

The research approach for this study is qualitative. The approach was chosen due to
different characteristics such as it helps researchers to involve with the participants to
inquire them in depth about the under-investigation phenomenon. In agreement with
it, Best and Kahn (2012) mentioned that a researcher can have direct contact with the
people, so it is closer to the phenomenon under study and the situation; moreover,
researcher’s insights and personal experiences are crucial to the inquiry and
significant to the phenomenal understanding. Furthermore, this qualitative approach
was selected not to predict the intention of researcher, but to explain and understand
the educational phenomenon regarding the roles of instructional leadership by the

campus managers to improve student achievement.

3.4.1 Research design

The term research design refers to a collection of instructions and guidelines that must
be followed when solving a research issue (Mouton et al., 2010). This means that,
after formulating the issue, research questions, and goals, the researcher must

determine and prepare how the research is performed before beginning to collect data.

The current study used a methodology that employed a qualitative research method,

like a case study method, to inquire what instructional leadership roles do the campus
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managers in Limpopo TVET colleges involve in to impact the learning and teaching in

campuses.

3.4.2 Qualitative Research Design

This study is based on a qualitative research design. According to McMillan and
Schumacher (2010), researchers gather data in face-to-face contexts by
communicating with selected people in their natural environment, identifying and
analysing their individual and collective social behaviours, attitudes, emotions, and
perceptions. The researcher employed a series of research techniques in which data
were collected from a limited number of respondents and not evaluated statistically,
but rather through an inductive method involving the collection and review of
gualitative (non-numerical) data in order to look for trends, themes, and holistic

features.

Qualitative study is a method of investigating a social or human problem by
constructing a nuanced, holistic image with words, reporting specific perspectives from
informants, and conducting the research in a natural environment (Creswell et al.,
2013). Qualitative research focuses on how people interpret their own experiences.
Furthermore, qualitative approaches analyse definitions and are used to investigate
topics that are difficult to quantify for legal, functional, or epistemological reasons.
Qualitative research, according to Strauss and Corbin (2017), is any form of research
that yields results that are not based on statistical procedures or other quantitative
methods, such as people's lives, stories, behaviour, organisational functioning, social
movements, or interactional relationships. Qualitative analysis, according to Brynard
and Hanekom (2014), generates descriptive data, which is usually people's own

written or spoken words.
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Based on the above description and after consulting with the relevant literature, the

gualitative approach was deemed appropriate for this analysis.

3.4.3 Justification for using qualitative research design

A qualitative approach was used to encourage research participants to characterise
their experiences in their own terms, as the study's aim was to examine the
instructional leadership role of campus managers. Because of the following factors,
according to Ferreira (2016), a qualitative analysis approach was favoured in this
study:
e It helps the researcher to investigate how campus managers view college
campus managers' instructional leadership position.
e The qualitative approach helps the researcher to stick to the participants’ views
as the primary data source.
e The qualitative approach helps the researcher to gather data from participants

in their natural environment with minimal disturbance.

3.4.4 Case study

A case study design was used in this study to investigate and explain the instructional
leadership roles of campus managers in Limpopo TVET colleges. Crowe (2011)
defines a case study as an in-depth compilation, review, and presentation of
comprehensive information about a specific participant, a village, a college, a family,
or a juvenile gang. The aim of a case study, according to McCombes (2020), is to
examine the dynamics of a single bounded structure, generally of a social nature, such
as a family, a group, a society, or participants in a project, organisation, or practice. A
case study illuminates the general by looking at the specific; it provides a method of
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analysing complex social units with multiple variables that may be important in
understanding the phenomenon, and it produces a rich and detailed account of the

phenomenon.

The goal of case study research is to describe and comprehend the phenomenon. The
case study delves into the details of such an occurrence (Richie, 2013). Without first
comprehending and describing the situation, it is impossible to conduct an in-depth
examination. The case study aids in understanding why and how a difficult scenario
occurred. This allows the researcher to respond to some of the research questions
presented in Chapter 1. The participants in the study are usually monitored in their
natural environment by the researcher (McCombes et al., 2020). By simply becoming
participant observers, qualitative researchers witness particular acts and occurrences
as they occur without interfering (MacMillan & Schumacher et al., 2010). It gives a
framework for investigating a phenomenon in depth. This indicates that the researcher

is actively involved in the study.

The goal of a case study is to gain a better understanding of the participants' mental
processes and sentiments about how campus managers conduct their duties as
instructional leaders. A case study research approach is appropriate for this study
since it wants to learn more about the role of campus managers as instructional
leaders. Qualitative research is concerned with subjective information such as
feelings, experiences, or opinions, as well as facts that cannot be quantified objectively
(Richie et al., 2013). Multiple data collecting and analysis approaches might be used
in a case study. This increases the data and research findings quality (McCombes et
al., 2020). A case study can help you understand the why and how of a complicated

scenario. Case studies are descriptive in nature and can generate a hypothesis that
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can be evaluated using other research methodologies. They contain extensive
longitudinal information about persons or specific events (Rashid, 2019). A case study

explores a current occurrence in its natural setting (Rashid et al., 2019).

As a result, a case study was used in this research as an in-depth and systematic
investigation of a purposefully selected group of information-rich participants. Two
TVET campus managers were among the attendees, and they shared new information
about their position as instructional leaders. A researcher uses this approach to collect
data on a particular phenomenon with the aim of analysing, synthesising, and
reviewing the data so that appropriate solutions can be implemented (Derek et al.,

2020).

3.5 RESEARCH POPULATION AND SAMPLING

A population is defined as a cluster of people sharing similar characteristics in a
research study (Neuma, 2014). The study involves interpreting the participants’
behaviour that focuses on their contribution (Alicia et al., 2020). The selection of the
participants was carried out to serve the purpose of research questions. The
participants in this study were campus managers and lecturers of two of the TVET
colleges in Limpopo province. Leavy (2017) illustrated sampling as a method of
choosing individuals from a large population. The researcher chose lecturers and

campus managers to focus on the research problem.

Kumar (2014:148-149) defines sampling as the process of picking a few individuals (a
sample, or subset) from a larger group (the sampling population) to serve as the
foundation for investigating or predicting a fact, a condition, or an outcome for the

broader group. The selection of participants or respondents, according to Marvasti
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(2018), is the first step in doing research. This is known as sampling, and a sample is
a group of people or objects chosen from a larger population. Furthermore, according
to Marvasti et al. (2018), sampling processes in qualitative research are frequently
referred to as purposive, implying that the selection process is determined by the
theoretical objective of the project rather than a rigid methodological mandate.
Purposive sampling is when a researcher looks for key informants or groups that have
a lot of information (McMillan & Schumacher, 2010). The fundamental disadvantage
of qualitative techniques to corpus analysis, according to McMillan and Schumacher
(2010), is that their conclusions cannot be extrapolated to larger populations with the
same degree of accuracy as quantitative analyses. Furthermore, the research findings
are not examined to see if they are statistically significant or merely coincidental

(Craig, 2021).

The sample size in qualitative research is often limited, as large samples can give less
understanding and undesirable results (Holloway & Wheeler, 2013). The sample size
was purposefully kept modest since the participants in the case study were all from
the same profession and hence reflected common characteristics seen in the larger
population under investigation. Non-probability samples are used in qualitative
research to select the population to be studied. In addition, in a non-probability sample,
units are purposefully chosen to reflect specific characteristics or groups within the

sampled population (Ritchie & Lewis, 2013).

Two campus managers and four lecturers from TVET College A and TVET College B
(one campus manager and two lecturers from each TVET college) participated in this
research. The reason for selecting TVET College A is because the college is one of

the most outstanding colleges in South Africa, when talking about achievement of
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students. The researcher selected TVET College B because the rate of achievement
of students is lower compared to TVET College A. The researcher has working
experiences in both colleges and intended to compare the roles of the campus

managers towards the achievement of students in both colleges.

3.6 DATA COLLECTION

Two data collection strategies were used in this study: interviews and documentary
analysis. Because the conclusions taken from multiple sources were likely to sound
far better than those drawn from a single source, the researcher employed more than
one instrument to collect data (Begna, 2013:). As a result, the following sections

discuss these two data collection equipment.

3.6.1 Interview

On a given topic, interviews entail the exchange of opinions, ideas, and information
between two or more people (Ruane, 2016). Two interview sessions were held at the
interviewees' request, in this case at their colleges. Both interviews took place in
November 2021 and lasted about 30 minutes each. The researcher obtained a lot of
information from lecturers about the instructional leadership provided by their college
campus managers from these one-on-one interviews (Greeff, 2011:342). There was
also a lot of information unearthed and discussed concerning the duties played by
these campus managers, as well as the obstacles they face in their daily instructional

leadership roles.
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3.6.1.1 Semi-structured interview

With both campus managers and all four lecturers, the researcher conducted semi-
structured face-to-face interviews. The researcher was able to ask delicate questions
and even go beyond the first inquiries by asking follow-up questions thanks to the
organized interviews (Cresswell, 2013). Furthermore, it provided the researcher and
participants with some topic flexibility, allowing for further exploration of intriguing
elements that occurred during the interviews, while still ensuring that all critical
components of the campus manager's instructional leadership roles were addressed

(Greeff, 2011:352).

To conduct any interview, the researcher used the interview instructions that he had
written ahead of time. Two interview schedules were created and used during the
interviews (one for campus managers and the other for lecturers) (See Appendices F
& G). In order to have uniformity on questions asked to respondents, predetermined
guestions were developed whose sequence and wording were set by the researcher
(McMillan & Schumacher, 2013). In order to elicit specific answers on how campus
managers and lecturers understand the instructional leadership roles of campus
managers and how these roles contribute to effective teaching and learning in
Limpopo TVET colleges, open-ended, probing questions were asked. All of the

interviews were recorded, transcribed verbatim, and analyzed.
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3.6.1 Justification for using interviews

Patton (2015) argues in favour of interviewing when he states that we cannot see all
that has happened in the past, such as feelings, thoughts, encounters, and
behaviours. Interviews, according to Glanz et al. (2015), allow the researcher to learn
about the intricacies of participants' experiences from their own perspective. An
interviewer's purpose is to gain a non-threatening understanding of the participants’
experiences and perceptions in a given scenario so that meanings arise, grow, and

are shaped by, and therefore shape the discourse.

The goal of gualitative interviewing is to learn what is on someone else's mind in
relation to a specific goal. Predetermined questions are addressed to each participant
in a methodical and consistent manner during semi-structured interviews, but the
participants were also given the option to discuss matters outside the scope of the
guestions (Mason, 2018). Mason has also affected the researcher's decision to collect
data through qualitative interviewing. Because of the following, interviews are deemed

to be suitable for use as a research instrument in this study (Mason et al. 2018):

It allows the researcher to collect data in a variety of ways, allowing for various

responses to established questions as well as detailed responses.

e Semi-structured interviews allow the interviewer to use probes to clarify ambiguous
responses or seek clarification on partial responses.

e The open-ended questions give participants plenty of room to express and explain
what's important to them.

e This study used an Interview Guide/Schedule to guarantee that all essential areas

of the research are covered in the interviews.

e Data collection is more versatile with an open-ended interview.
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It allows the researcher to gather more data and create relationships with
respondents.

Open-ended interviews are more likely to yield narratives with appropriate depth
and breadth.

The researcher can capture data as observed by the respondents using field notes
obtained during the interview session and tape recorded talks.

The researcher interacts with participants by asking questions, listening to them,
and gaining access to their narratives and situations, as well as analysing their use
of language construction in discourse on the subject under investigation.
Interviews allow the researcher to see himself as a participant in the data gathering
process, which is preferable to trying to remain neutral, and thus allowed for
verbatim recording of responses.

Interviews allowed the researcher to clarify some points and elicit further
information.

For themes that lend themselves to open-ended inquiries, qualitative interviews will
be acceptable.

Nonverbal cues can be interpreted during qualitative interviews, allowing the data

to be easily cross-checked for authenticity.

3.6.2 Documents analysis

Documents are popular sources of data in most colleges, and they provide proof and

details about the college personnel's personal and professional lives (Briggs and

Coleman, 2016). Colleges, like other organisations, develop documents for specific

types of consumption, according to Govinda (2012). This is a non-interactive method,

according to McMillan and Schumacher et al. (2010), with little or no reciprocity
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between the researcher and participants. Artefacts, according to McMillan and
Schumacher, are tangible manifestations of the beliefs and behaviours that make up

a culture, and they describe people's expressions, knowledge, actions, and values.

Personal documents, official documents, items, and erosion measures are all
examples of artefacts at educational institutions. Next, is a brief review of personal
and official papers for the purposes of this study in order to understand how the

researcher approached document analysis.

3.6.2.1 Personal documents

Any first-person narratives that explain an individual's actions, experiences, and
beliefs fall into this category. These records may be discovered by the researcher or
sought from the participants, according to McMillan and Schumacher (2010). Journals,
notes on lesson plans or lecturer development, student records, and diaries are

examples thereof.

3.6.2.2 Official documents

Official documents for analysis, according to Best and Kahn et al. (2012), provide
knowledge to research and explain particular social events. Documentary data
sources to be examined in this study included those employed by college campus
managers in their day-to-day practice of their instructional leadership roles. These can
be found in plenty in businesses, and the following were examined at each college:

e Minutes of meetings ;

e Documents relating to policy;

¢ College management plan;
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e Implementation of the Integrated Quality Management System (IQMS)’

e Instruments for monitoring and evaluation of formal and informal tasks; and

e Timetable for class visits.

The purpose of the document analysis was to explain the current type and state of

college managers' instructional leadership roles in the Limpopo TVET colleges.

3.7 DATA ANALYSIS

According to Creswell (2013), data analysis in qualitative research is “a process of
classification, description, and synthesis.”. Due to the large amount of data collected
and the qualitative research paradigm's interpretative character, data analysis in

gualitative research can be a difficult undertaking.

In his comment, Patton (2015) stated that the issue of qualitative analysis comes in
making sense of large amounts of data. This entails sorting through a large amount of
raw data, separating trivia from relevance, discovering noteworthy trends, and putting
up a framework for presenting the essence of what the data reveal. The inductive
process of organising data into categories and detecting patterns and correlations
within categories is the foundation of qualitative data analysis (McMillan &
Schumacher, 2010:367). Raw field notes and tape recordings compiled during
gualitative interviews, according to Koch (2021), required to be processed and
transformed into write-ups that could be read, edited for accuracy, remarked on, and
analysed. Data analysis entails reducing a large amount of data that has been
collected or made public to a manageable amount (Dietrich, 2021). The second step
is to characterise the many essential features of the study and the respondents’
viewpoints in terms of the categories and the identified patterns and themes among
the categories once the data has been organised.
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Maxwell's (2012) recommendation to not let one’s analysed field notes and transcripts
pile up were followed by the researcher. The researcher created process notes after
reviewing the data collected from each participant, which included initial knowledge

and ideas about the participants' impressions.

All tape-recorded interviews were transcribed verbatim by the researcher as soon as
they were completed. To preserve the form and style of the participants' expressions,
the researcher did the transcription and coding himself according to the steps provided

by Tesch (1990). Tesch suggested the following steps for data analysis:

e The researcher read through all of the transcriptions and jotted down thoughts
as they came to him.

e The researcher then jotted down all of his or her thoughts in the margin. All
documents and interview transcripts were subjected to this scrutiny.

e The researcher then organised and grouped related themes into main and
minor columns.

e The codes were then used to abbreviate the topics.

e After that, the researcher looked at the most descriptive phrasing for these
codes and created categories.

e The categories were then used to create themes.

The goal in transcribing the data was to be as accurate as possible while also being

pragmatic in dealing with the information. To organise data, recorded voice was

replayed and transcribed to discover emergent categories, themes, and trends. After
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each meeting with a participant, this procedure was followed. Six themes emerged

and were documented and analysed.

The detected themes were coded and categorised to provide an explanation of a
single unique concept, reflecting many aspects of meanings to be utilised to produce
an overall description of data as perceived by respondents in their natural

surroundings.

The results of the analysis are presented in table form in chapter 4. The use of
categorisation and coding to reduce data made interpretations of rich participant
descriptions more comprehensible and served as the foundation for results and
conclusions. The researcher double-checked that the information being analysed was

correct and reliable.

3.8 TRUSTWORTHINESS

This section describes how data trustworthiness and credibility were addressed. It
considers how other authors view trustworthiness. The degree of accuracy and
comprehensiveness of coverage in qualitative research might be considered the
study's credibility (Cohen, 2012). As a result, the researcher has to evaluate the
guestion of trustworthiness from the beginning in order to proceed ethically. To ensure
the study's credibility, the researcher accurately observed, characterised, and
explained the phenomena in an impartial manner, free of personal biases,
preconceptions, or emotional preferences (Cohen et al., 2012). When quality research
correctly depicts the study participants' experiences, it can be trusted. The validity and

reliability of qualitative research are determined by trustworthiness (Talbot, 2015).
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Qualitative research is a method of gaining a better understanding of human emotions

like rejection, pain, care, powerlessness, rage, and struggle.

A member check, also known as informant feedback, is employed in qualitative
research to give participants a report to evaluate the legitimacy of any data
transcription results. After the researcher had finished transcribing the interview data,
member checking took place. This procedure allowed for the correction of errors and

challenges that could have been interpreted incorrectly.

The researcher also set out to lay a basis for the study's credibility and excellence.

This is in response to Levitt (2017) elements of trustworthiness, such as:

3.8.1 Credibility

Researchers strive for credibility by ensuring that their study measures or investigates
what it is supposed to do. This also refers to how well the research findings match
reality. One of the most significant components in establishing dependability in any
research is assuring credibility (Zitomer & Goodwin, 2014). According to Zitomer &
Goodwin et al., (2014), researchers might do the following to increase their confidence
that they have thoroughly researched the phenomenon under consideration: a) use
well-established research methods; b) familiarize themselves with the cultures of
participating institutions before collecting data; c) triangulate by using multiple sources
of information; d) ensure honesty in informants by only including those who are
genuinely interested in participating and willing to freely give data; e) use iterative

guestioning to uncover deliberate lies.

The researcher ensured that he spends time with the participants in order to acquire

their trust and make them feel comfortable when sharing their knowledge. Every time
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before an interview, this was done. The researcher and participants created an
excellent connection and trust using this strategy (Keats, 2010; Stewards & Cash Jr,
20013). Campus managers and lecturers were given clearance permission letters from
the DHET during this time (See appendices). All methods were explained to the
participants, including the expected length for each interview session. In the end, this

resulted in the researcher and participants gaining trust (Koro-Ljungberg, 2010).

3.8.2 Transferability

It is impossible to establish that the findings and conclusions of a qualitative study are
applicable to different contexts and populations because the findings are specific to a
small number of specific locations and persons. The results of a qualitative study must
be interpreted in light of the organisations' unique qualities as well as the geographic
area where the fieldwork was conducted. A similar study utilising the same
methodologies but conducted in a different environment could be of considerable
benefit in determining the extent to which findings are true of people in various contexts

(Zitomer & Goodwin, 2014).

The difficulty with external validity or generalizability is whether the study's conclusions
describe all scenarios for which it is intended to apply. Although generalizability is a
notion used in quantitative research, transferability is a concept used in qualitative
research. This means that the purpose of a particular study is to provide a description
that pertains to the setting in question, rather than providing generalised conclusions

that apply to all situations (Chism, 2014).

The term "transferability” refers to the ability to apply findings and information from a

single study with a small sample size to other similar situations (Daymon & Holloway,
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2015). This was accomplished in this study by selecting a sample representative of
TVET colleges and participants with prior experience working in a TVET college
setting. All research questions are based on a variety of literature reviews, as detailed
in Chapter 2, with the following components of instructional leadership, campus
managers' instructional leadership roles, and teaching and learning quality, particularly
in TVET colleges in Limpopo, students achievement, being the main emphasis of this
study. As a result, other researchers in the field of effective teaching and learning in

South African TVET colleges will be able to use the findings in their own settings.

3.8.3 Dependability

To address the issue of trustworthiness, the researcher provided a detailed
explanation of the procedures and decisions made during the study process. By
providing a full description of the study's process, other researchers will be able to
duplicate the findings. In-depth descriptions of proper research techniques, along by
extensive documentation, aid readers in developing a solid grasp of the research
methodologies utilized and their applicability to the subject. As a result, readers and
other researchers may verify the findings by assessing the research process and

decisions, and they can make educated decisions (Creswell, 2018).

When readers are convinced that the research findings are as real and reliable as the
researcher claims, they are said to be reliable (Maxwell, 2013). To ensure
dependability, the researcher ensured that the findings of this study are consistent.
Consistency suggests that the same results are likely to be found if the same research
is conducted with the same individuals or in a similar setting (Krefting, 2018; McMillan
& Schumacher, 2011:385). In this regard, the attention is on both the data collecting

sources and the field processes, which are outlined below:
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The research method and design used, as well as how data were collected and
analysed, are all detailed.

The DHET, as well as the campus managers of the sampled TVET Colleges,
were asked for written authorization to conduct the research in the colleges.
The research was presented in detail, as well as the goal of the study, and all
participants were requested to consent to participate.

The permission forms were signed by all participants as recognition of their free
will to participate in this study.

The researcher and the participants agreed on and set the dates, times, and
locations for the interviews. Individual semi-structured interviews with each
participant was then conducted and recorded.

Documents were sought and analysed.

Before being analysed and interpreted, all interview transcripts and conclusions
from documents analysed were returned to the participants for confirmation.
After that, all of the findings were analysed, and final conclusions were reached.
After that, all of the findings and transcripts were filed and kept in a secure

location. These are available upon request.

As a result, if a subsequent researcher can follow the same trail as the original

researcher, the results are likely to be the same.

3.8.4 Confirmability

The degree to which qualitative research can provide findings that are free of the

researcher's manipulation is referred to as confirmability (Zitomer & Goodwin, 2014).

Some procedures must be made to ensure that the findings are the result of the
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participants' views, perceptions, experiences, and ideas, in order to avoid the
researcher's influence and preference (Zitomer & Goodwin, 2014). According to
Daymon & Holloway et al. (2015), triangulation can be used to improve confirmability
and reduce the impact of researcher bias. Chism et al. (2014) believes that in the
research report, the researcher should explain the methodologies utilised in the study
and justify why a particular method was chosen. Furthermore, the author claims that
an explanation with a full methodological description aids the reader in determining

the acceptability of the findings.

Confirmability requires addressing concerns about the researcher's biases and
impacts on the study (Rule & John, 2011:107). According to Marshall and Rossman
(2011), confirmability depicts objectivity. The quality of data produced by techniques
that control any type of bias has been defined as objectivity (McMillan & Schumacher,
2010: 9). As a result, objectivity was equated to confirmability (Cohen 2011). The

following measures were taken by the researcher to ensure the objectivity of this study:

e The triangulation of methods is a term that refers to the use of many
methodologies. In this research, interviews and document analysis were be
used.

e Because all of the colleges considered are where the researcher previously
taught, the researcher made every effort to eliminate any bias by being honest
and considerate and adhering to all research ethics. The researcher ensured
that he remained focused on the topic under investigation throughout the data
gathering period. Furthermore, he verified that the conclusions are based on
the participants' perspectives, experiences, and opinions concerning the

instructional leadership duties of campus managers. He accomplished this by
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relying on the data collected from the participants rather than what he already

knows about them.

The ethical considerations that were taken into account in this investigation are given

in the next section.

3.9 ETHICAL ISSUES

The researcher conducted the research in a competent and thorough manner, fulfilling
the professional obligations while being ingenuous. He carried out the research in a
just manner. The responses received from the participants were treated as
confidential. Participants’ right and dignity were taken serious. The researcher
understands that integrity is essential to promote trust that is crucial for all ethical
relationships. The participants of the study should be able to trust the researcher, it's
the honesty of the study (e.g., about the study objectives), promising (e.g., never
violate confidentiality), and will proceed his research to minimize risks and maximize

benefits (Cohen et al., 2011).

3.10 INFORMED CONSENT

The researcher strived to be considerate of all study participants. The researcher
sought permission from the principal/CEO of the chosen TVET colleges to conduct
research at the chosen campuses. The researcher also sought permission to conduct
research from campus managers and lecturers of the selected TVET campuses. The
researcher applied for ethical approval at the University of South Africa, which was
granted. All ethical considerations were followed, as detailed in 3.8. The study's intent
and goals were explained to the participants. Furthermore, the researcher ensured

that the identities of the participants were preserved and that their names remained
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confidential during the study process and after it is completed. Participants were able
to choose whether or not they wanted to participate in the analysis. Furthermore, the

researcher ensured that the study participants were not bribed to participate.

3.11 LIMITATIONS AND DELIMITATION OF THE STUDY

The current study has some limitations that include responses from the participants in
TVET colleges in Limpopo only and the willingness of the respondents to participate.
The fact that only TVET colleges in Limpopo were examined could be considered a
limitation because of the variance in demographics between and among South Africa’s
TVET colleges. Lastly, the number of respondents that was not able to participate

served as a limitation as well.

The researcher suggests that more research be done in other settings after looking at
how campus managers in Limpopo TVET colleges carry out their instructional
leadership roles. It would also be fascinating to see how campus managers in other
provinces handle these positions in order to find any strengths that the Limpopo TVET

college campus managers might benefit from.

3.12 CHAPTER SUMMARY

The research designs, data gathering methods, data analysis, and ethical
considerations were all covered in this chapter. The research methodologies and
design used in this study were successful in that they all offered answers to the
research questions posed in chapter 1. These strategies also aided the researcher in

gathering material pertinent to the study's title. The researcher gained insight into the
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roles of campus managers in improving student achievement at TVET colleges in

Limpopo.
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CHAPTER FOUR

DATA ANALYSIS, INTERPRETATION AND PRESENTATION OF FINDINGS

4.1. Introduction

The goal of this chapter is to present, analyse, and evaluate the data gathered during
the field study through individual interviews with campus managers and lecturers, as
well as document analysis. This study used a qualitative research design to try to find
answers to the main research question, which was, “What kinds of instructional
leadership roles do the campus managers in TVET colleges in Limpopo province
engage in to improve the performance of academic among students?” From the

information gathered, the following themes and sub-themes emerged:

Themes Sub-themes
1 Understanding of instructional
leadership among campus
managers.
2 | The instructional leadership roles of e Creating a conducive
campus managers. environment for high-quality
teaching and learning.
e Communicate the college’s
vision and goals.
e Motivating lecturers and
students.
e Providing professional
development for lecturers.
e Tracking the curriculum
progress.
3 Developing a positive teaching and e Visibility during contact times.
learning culture.
4 | Campus managers’ instructional e Campus manager’s
leadership roles in the eyes of responsibilities versus
lecturers.
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instructional leadership roles for
campus managers.

Campus managers’ roles in
promoting a positive college
learning climate.

Campus managers’ roles
towards lecturers’ professional
development.

Campus managers’ roles
towards managing instructional
programme.

5 | Campus managers face a variety of
challenges in their roles as
instructional leaders.

Disruptions in contact time.
Lack of teaching resources.

Delay in lecturer’s appointment

6 | Strategies that may serve as
guidelines to improve on the current
instructional leadership practices
exhibited by campus managers in
TVET Colleges.

Provide consistent and detailed
feedback.

Co-Observe.

Show struggling lecturer how it
is done.

This chapter is broken down into three parts. First, a quick rundown of the data

collection procedure is provided. Second, the research findings are presented, with

the aforesaid topics and their subthemes addressed in depth. Finally, a summary of

the information is provided.

4.2. RESEARCH PROCESS

4.2.1 Data collection method

Individual interviews and document analysis were employed in this study to acquire

gualitative data. The researcher conducted document analysis and conducted
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interviews with the campus manager and five lecturers from each college. The issues

that were observed during the data collection procedure are listed below.

4.2.2 Issues that arose during the data collection process

The researcher had intended to interview five lecturers and one campus manager from
each TVET college. The session, however, was held with only the campus manager
and two lecturers from each college, rather than the five that had attended the first.
The reason for this was those three lecturers from TVET college A went for national
marking while three lecturers from TVET college B withdrawn from participating with
the reasons that they were busy with examination invigilation and also had a lot of

scripts to mark.

The researcher had to rely heavily on the interviews performed with the available
participants in order to adjust for all of these issues. Below is a quick overview of how

the data's trustworthiness was maintained.

4.2.3 Data collected has a high level of trustworthiness

To guarantee that the data collected from the participants was reliable, the researcher
made sure that they were able to converse freely. The researcher constantly reminding
them of the confidentiality and anonymity of their contributed information and identities,
respectively, to put them at rest. Furthermore, if the researcher felt they were not
responding adequately, he would restate the question. Direct quotes, particularly from
the interviews conducted, were also provided. The extent to which data was gathered
and interpretations were made of it accurately reflected reality as observed by the
participants and the researcher's professional experience. The following is a list of all

participants' biographical information.
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4.3 PARTICIPANTS' BIOGRAPHICAL INFORMATION

The following tables contain biographical information of the people who took part in

this study:

Table 4.1: Campus manager’s biographical information

Participants Gender Years of lecturing Years of
experience experience as a
campus manger

Campus Manager Male 19 3

A from TVET

college A

Campus manager Male 15 5

B from TVET

college B

Table 4.2: Lecturers’ biographical information

Participants Gender Years of experience as a

lecturer in TVET college
TVET college | Lecturer Al Female 16
A Lecturer A2 Female 18
TVET college Lecturer B1 Male 11
B Lecturer B2 Male 12

Data from document analysis is presented in the following section.

4.4 ANALYSIS OF DOCUMENT DATA

The researcher requested to review written materials as mentioned in the checklist at

each of the two colleges. Table 4.3 lists all the documents that were analysed.
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Table 4.3: Document analysis for College A and B

Document Evidence Comment
()
(@)
k)
©° 0
@) L 2
Plan for college A |V Available
Improvement
B |V Available
College Assessment| A |V Available
Plan
B |V Available
Lecture Observation A |V Available
tool / reports
B v" | Not Available
Reports on Staff A v Not Available
Professional
Development B v Not Available
Informal Assessments A v Not available (No tools for
Audit Tool monitoring informal assessment
B v" | Not available (No tools for
monitoring informal
assessment)
Formal Assessment A |V Available
Tasks moderation
tools B |V Available
Plan for Curriculum A v Not Available
Management
B v" | Not available
Minutes of meeting A |V Available (two minutes in 2021)
B |V Available (one minute in 2021)
College policies A |V Available
B |V Available
IQMS implementation A |V Available
plan
B |V Available
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The following is a presentation of data from written materials evaluated at TVET

colleges A and B.

4.4.1 Plan for college improvement

Plans for college improvement were available in colleges A and B. The inconsistent
control of students' and lecturers' work, as well as the conduct of class visits, were

identified as areas for improvement in college A.

In College B, the following areas for improvement were identified: increasing student
pass rates, improving lesson plan development, and performing class visits.
The items highlighted as needing improvement at college B provide insight into the

context of the campus managers' instructional leadership roles.

4.4.2 College assessment plan

At both colleges, the assessment plans were available for review. This demonstrated
that formal examinations for all subjects offered at the two colleges in each level were

arranged for each term/semester.

4.4.3 Lecture observation tool/reports

The class visit observation tools were available in college A and college B. The

researcher observed that the observation tool was only completed once in 2021

academic year, and this indicated that class visits were not regularly done in both

college.
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4.4.4 Reports on staff professional development

There were no reports on staff professional development or planned programmes for
staff professional development at college B. Evidence of staff professional
development reports was only available at college A. As a result, the college has
proven its worth. A campus administrator is working to ensure that the instructors are

professionally trained.

4.45. Informal assessments audit tool

There is no evidence that the two colleges used an audit tool to monitor and manage
the informal assessment tasks offered to students. As a result, neither the amount nor

the quality of informal assessment tasks could be controlled.

4.4.6 Formal assessment tasks moderation tools

The pre-moderation and post-moderation tools for formal assessment were available
in both colleges. This indicates that the quality of the formal assessment given to
students are being monitored and the formal assessment are moderated before and

after students have written the assessment.

4.4.7 Plan for curriculum management

At college B, there was no evidence of a curriculum management plan. The curriculum
management plan was only available at college A. As a result, the campus manager
did not perform regular monitoring and control of the curriculum's execution in college

B.
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4.4.8. Minutes of meetings

The minutes of meetings were available in both colleges A and B. The researcher
observed thameetings were conducted two times in college A and only once in college
B during the 2021 academic year, according to the document available in the lecturers’

files.

4.4.9 College policies

Written college policies were accessible at both colleges, but they had not been

updated in a long time. Policy review is a problem that affects both colleges.

4.4.10 IQMS implementation plan

The two colleges had IQMS implementation plans. The researcher noticed that the

plans were similar to each other.

4.4.11 Conclusion

The absence of moderated informal assessments tasks at college A and B was
discovered through an analysis of written official papers. The HODs and senior
lecturers, according to the campus managers from Colleges A and B, undertake
guality assurance of student formal and informal assessment tasks. These viewpoints,
however, contradicted the findings derived from the examination of textual texts. As a
result, the researcher came to the conclusion that the two Colleges campus managers

do not undertake quality assurance of informal assessment tasks.

Furthermore, the researcher concluded from the written documents that there are

issues in the support, monitoring, and control of curriculum implementation at the two
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colleges. The absence of a curriculum management plan, regular class visits, and the
examination of college policies, which are all essential obligations of campus
managers' instructional leadership roles, are some of the prevalent difficulties that
need to be addressed. The issues indicated in the written documents in the two
colleges have an impact on the instructional leadership duties of campus managers

and are thus the root causes of students' low performance in Limpopo TVET colleges.

4.5 FINDINGS FROM INTERVIEWS

The following is a discussion of the analysis of data collected from the interviews with
campus managers and lecturers. These themes and sub-themes were derived from

the data analysis.

4.5.1 Understanding of instructional leadership among campus managers

Instructional leadership entails how campus managers carry out their responsibilities,
which are directly related to teaching and learning (Bush, 2010), by making and
implementing decisions that promote effective teaching and learning by supervising
curriculum delivery and preserving instructional time (Mestry, 2013; Robinson et al.,
2008). This theme examines how campus managers in Limpopo TVET colleges
exercise instructional leadership. It considers how people perceive and interpret the

concept of instructional leadership in general.

The study found that these campus managers only had a rudimentary understanding

of instructional leadership. The comments they gave when asked to describe their
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understanding of instructional leadership demonstrated this. Campus manager A gave

the following response when asked to define instructional leadership:

“l can define instructional leadership as guiding people on what to do and how it must

be done to achieve a goal”

Campus manager B gave the following response:

“No one can adequately define instructional leadership. But | can say that is the

instruction you give to people at your work place as a leader”.

In comparison to campus manager B, it indicates that campus manager A had a
greater comprehension of the notion of "instructional leadership.” Campus manager B
believes that instructional leadership is all about giving orders to subordinates, which
appears to be a far cry from the true meaning of the term, which refers to the actions,
strategies, and decisions taken by the campus manager in order to improve teaching
and learning in their college. However, although demonstrating a rudimentary
comprehension of the concept, campus manager A was unable to describe and
provide specifics on how he guides individuals. And this gave rise to the next theme,

which “the instructional leadership roles of campus managers”

4.5.2. The instructional leadership roles of campus managers

The instructional leadership roles of campus managers are seen to have a large
impact on the execution and improvement of teaching and learning in the lecture room
(Hallinger & Murphy, 2013; Msila, 2013:81). The campus manager's instructional
leadership tasks are divided into five categories: defining the college's mission,

controlling curriculum and instruction, overseeing teaching, monitoring and assessing
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student progress, and promoting an instructional climate (Webber, 1996; Hallinger &
Murphy, 1985a; Hallinger, 2009; Kellough, 2008). This theme's major goal was to
investigate the instructional leadership roles that are usually carried out by Limpopo
TVET college campus managers. Special emphasis was paid to how these campus
managers view and experience these roles in affecting teaching and learning.
According to the findings of the study, the following instructional leadership roles are

the most performed.

4.5.2.1 Creating a conducive environment for high-quality teaching and learning
One of the characteristics of instructional leadership is the promotion of an
instructional atmosphere (Hallinger, 2009). Both campus managers appear to
understand that effective teaching and learning can only thrive in a good learning
environment. Both campus managers appear to value this function above all others in
terms of instructional leadership. The following two excerpts from campus managers'
comments when asked how they interact with each role for the realisation of effective

teaching and learning:

“l focused more on the execution and presence of high-quality teaching and learning
in the classrooms, which can only occur in a quiet setting. | ensure that contact time
is effectively honoured and utilized at all times by providing constant monitoring and
supervision to both lecturers and students...Based on my experience, | believe that
this role requires my personal involvement because if | assign someone and it is not

done properly, the entire purpose is jeopardized” Campus manager A.
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“I'm working hard from every perspective to ensure that our campus has a pleasant
climate that allows for high-quality teaching and learning. | personally ensure that all
lecturers and students arrive on time for class. There are HODs and senior lecturers
who are in charge of seeing and checking that lecturers are in class, especially during

contact time” Campus manager B.

Campus managers who are instructional leaders think about and foster an atmosphere
that promotes effective teaching and learning (Bhengu & Mkhize, 2013; Jita &
Mokhele, 2013). These campus managers appear to be taking this responsibility
seriously, based on their interview responses. Both guarantee that the learning
environments at their colleges are conducive to high-quality teaching and learning.
While campus manager A believes he can handle this duty on his own, campus
manager B enlists the help of HoDs and senior lecturers to provide a healthy

instructional climate.

4.5.2.2 Communicating the college's vision and goals

The campus manager's responsibility in communicating the college's vision and goals
entails working with all stakeholders to ensure that the college's mission is understood
(Hallinger, 2012). Both campus managers believe that effective communication of their
colleges' vision and mission is the only way to achieve their colleges' objectives,

according to the findings. Campus manager A backed up his claim with the following:

“Communication will be a crucial role for you as an instructional leader in this college.
We must maintain constant communication with all stakeholders, providing direction
and reminding one another of our college's vision and mission. And our goal is to

ensure that students arrive on time for class and that the lecturer is always in front of

106



them, so that they may receive a high-quality education that will help them succeed

beyond college and in adulthood”.

Campus manager B and Campus manager A were in agreement:

"My experience as a campus manger has taught me that | must always explain the
college's vision and mission to all stakeholders, especially lecturers and students, so
that we do not lose sight of our primary goal. Our vision is to ensure that students are
technologically, economically, and socially prepared for adult life, and our goal is to
ensure that these students receive high-quality teaching and learning in order to

achieve this vision."

Both campus managers appear to have the same aim in mind according to their visions
and goals: to see students receive a high-quality education that will help them succeed
in adulthood. This supports Naicker (2013) findings that the majority of South African
college managers ensure that their colleges' objective and mission is to ensure that
students pass because their future is largely dependent on the certificate. While
campus manger A appears to do this by urging lecturers and students to always
respect contact time, campus manger B continues to encourage them not to lose sight

of their vision and goals.

4.5.2.3 Motivating lecturers and students

This is one of the responsibilities of campus manager in the area of instructional
supervision. In colleges, motivation refers to the campus manager's ability to influence
both lecturers and students' inner states so that they can work together to achieve the
college's major goal (Van Deventer & Kruger, 2010). The findings revealed that

campus manager A understands this theme more than campus manager B. Motivation
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as an important instructional function that improves lecturers' and students' attitudes
toward teaching and learning. Campus manager B's perspective and knowledge of
this function is that he recognises the good works of the high performing lecturers
whenever they receive the results of the external examination in the campus by
clapping for them during staff briefing while campus manger A indicated that they have
event every year where they recognise the good work of the lecturers and students.

This can be seen in their remarks:

"...instruction and learning can take place if both lectures and students are satisfied.”
As aresult, | reward them for their excellent achievement. Every year... eer... we have
a special programme every year where we appreciate their good works. “ (Campus

manager A).

“I recognise the good work of the lecturers whenever we receive the results of our
students. | normally call out the high performing lecturers during briefing and

appreciate them by clapping” (Campus manager B).

Pintrich and Schunk (2014) stated that campus managers can impact effective
teaching and learning by fostering a positive attitude and morale among lecturers and
students. Both campus mangers recognise and reward their lecturers' and students’
efforts by inspiring them in a different way. According to the data, campus manager A
believes that if lecturers and students are satisfied, they will perform better in their
teaching and learning activities. In their study, Blasé (2010) agrees that instructional
manager work on the core premise that a happy lecturer is a better lecturer. Campus
manager B believes that clapping for high performing lecturers during briefing is

enough.
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4.5.2.4 Providing professional development programmes for lecturers

This job is also part of the instructional supervision dimension. These campus
managers appear to believe that lecturers’ development is only significant and
necessary for new lecturers or the lecturers without assessor and moderators’
qualifications. However, neither of them appears to be personally involved in lecturers’
development, instead delegating this task to the HoDs, senior lecturers or relying on
the organisation offering assessor and moderator training. When asked how they
develop lecturers, the following comments verified this. Campus manager A stated the

following:

"When | have new lecturers, | delegate mentorship to the HODs, and educational
specialist, the central office also sometimes organises assessor and moderator
training for the lecturers.” Mine is to ensure that HODs keep track of their lecturers'

attendance at all sessions."

"The HODs and senior lecturers are always showing new lecturers what to do and how
to do it. We always encouraging the lecturers without assessor and moderator

certificate to enrol for the training..," (Campus Manager B)

Lecturers gain the confidence, ability, and skills they need to positively fulfil their main
job of teaching through professional development (Steyn & Van Niekerk, 2018). Both
campus managers delegate this responsibility to either HODs or senior lecturers. Even
though both campus managers appear to recognise that professional development is
not confined to new lecturers, they only include other lecturers without assessor and
moderator certificate whenever there is service provider appointed by the central

offices. Though in different ways, both campus managers appear to agree with the
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literature which suggests that lecturers’ development should provide opportunities for

lecturers to widen their knowledge and enhance their skills (Makoelle, 2011).

4.5.2.5 Tracking the curriculum progress

The instructional leadership role of monitoring and assessing student development
includes this responsibility. Both campus manager A and B agreed that they don’t have
any document in place to monitor informal assessment of student. When asked how

they track and evaluate their students' progress, they responded as follows:

“I rely on the report of class visit by HoDs. | haven’t come across any template for
monitoring informal assessment. We use formal assessment to track students’

progress” (Campus Manager A)

“There is no instrument for monitoring informal assessment. The HoDs and senior
lecturers do conduct class visit and | rely on their reports. | use formal assessment to

track student progress” (Campus manager B).

Both campus managers appear to be tracking curriculum development through formal
assessment and through the report obtain from the HoDs or senior lecturers. There is
no evidence of monitoring informal assessment giving to the students. However, the
literature suggests that instructional leaders, such as campus managers, keep track
of students' progress through analysing assessments given to them with the goal of
using the information to improve curriculum delivery and implementation (Blasé et al.,

2010; Hallinger, 2009; Mendels, 2012).
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Based on the data presented in this theme, both of these campus managers are not
doing enough to track the progress of the students. The next section discusses

another theme which is the building of a positive teaching and learning culture.

4.5.3 Developing a positive teaching and learning culture

This theme examines the activities that campus managers engage in in order to foster
a positive teaching and learning culture. Creating a learning and teaching culture
refers to a campus manager's ability to instil a positive attitude toward teaching and
learning activities among lecturers and students, as well as to ensure the existence of
high-quality teaching and learning processes in his or her college (Van Deventer &

Kruger, 2010)

In order for effective teaching and learning to take place, colleges require campus
managers who are instructional leaders (Mestry et al., 2013) to engage in activities
that support and develop a good culture of teaching and learning (Mendels, 2012).
The researcher discovered that campus managers do engage in activities that aid in
the creation of a positive teaching and learning culture. According to the findings,
campus mangers participate in one primary task in order to develop a culture of

teaching and learning. The following are the activities.

4.5.3.1 Visibility during contact times

According to the data, both campus managers main visibility during contact time. The
following comment in the interview confirms this. Campus manager A stated the

following:
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"My presence is felt in every activity at the college because of my roles. Simply moving

through the corridors and observing lecturers and students can make a difference”.

‘I sometimes move around the premises while lecturing is ongoing. This is to make

sure that teaching and learning is taking place”. Campus manager B.

The presence of the campus manager can have an impact on effective teaching and
learning. Both campus managers appeared to grasp the relevance of their visible
presence to lecturers and students, according to the findings in this sub-section. When
lecturers and students meet with their campus manager, it appears that they are urged

to respect and honour contact time.

To conclude this part, it was obvious that campus managers who engage in activity
such as being visible in the college are likely to improve the teaching and learning
culture at any college (Hallinger, 2009). The following theme focuses on lecturers'

perceptions of their campus managers' role as instructional leaders.

4.5.4 Lecturers’ perceptions towards campus managers’ instructional

leadership roles

This theme looks at how lecturers feel about their campus manager's instructional role
in affecting good teaching and learning, and whether they accept or reject it. Lecturers
are more likely to accept all instructional practices and proposals that improve teaching
and learning when they regard their campus manager as an effective instructional
leader (Blasé & Blasé, 2010). As a result, a discussion of lecturers’ participants'

perspectives of their campus managers' instructional leadership duties is held.
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Lecturers have varying perspectives and perceptions of how these roles are carried

out. The four instructional leadership roles mentioned by lecturers are listed below.

454.1 Campus manager responsibilities versus instructional leadership

roles for campus manager

This sub-theme begins by presenting lecturer participants' broad perspectives on how
their campus managers carry out their instructional leadership roles. While some
lecturers at college B believe their campus manager is more preoccupied with
administrative chores than with instructional leadership roles, others see their campus
manager as an all-around leader who strikes a balance between the two. The opinions
of the lecturers, as well as the information acquired from the documents analysed,

backed up this claim. One of the lecturers at college B stated the following:

“The campus manager rarely concerned with teaching and learning. Ensures that
lecturers respect their timetables and proper allocation of subjects according to areas
of specialisation and qualifications. He only focuses on the administrative work from

the CEO and do what the CEO says must be done” (Lecturer B1).

Meanwhile, here is what Lecturer B2 had to say:

“To me, the campus manager's job is more administrative than instructional...most of

the time, it is the HOD who checks to see if lecturers and students are in class and if

lecturers are teaching according to the work schedule. The campus manager only

concern about what the CEO says or asks him to do”
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All lecturers at college A, on the other hand, thought their campus manager was more
preoccupied with administrative chores but at the same time tried to balance between
administrative and instructional leadership roles. Lecturer Al also expressed concern

over this:

“The campus manager sometimes too much concern with administrative roles but at
the same time he try to balance between administrative and instructional leadership
roles because he ensuring that we have all the resources needed for teaching and

learning”. (Lecturer Al).

While lecturer Al from college A saw his campus manager as someone who balanced
administrative and instructional roles, lecturer B1 and B2 from college B have the
same impression that their campus manager is more focused on administrative
responsibilities than instructional leadership roles. Obviously, when the campus
manager is unable to effectively balance his or her responsibilities, a significant
vacuum is created, notably in the teaching and learning processes. This finding is
supported by the literature, which reveals that many college managers in South Africa
are more concerned with administrative duties than with instructional leadership

(Mestry et al., 2013).

4.5.4.2 Campus managers’ roles in promoting a positive college learning climate

The instructional role of campus managers in fostering a pleasant college learning
atmosphere was viewed differently by lecturers. While lecturers at college B believe
their campus manager is not doing enough to promote a healthy learning environment,
lecturers at college A believe their campus manager is doing a good job. One lecturer

from college B conveyed his opinion in the following way:
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“The campus manager is ineffective in this aspect. He is autocratic. To be very frank
and truthful, he rarely entertains input from anyone. | think you can imagine how the

climate is in such situation” (Lecturer B2).

Lecturer A2 from college A, on the other hand, had a different take on her campus

manager.

"...everything about this college is conducive to teaching and learning. The campus
manager promotes teamwork and supports all initiatives, whether academic or core
curriculum. He is always out during contact time...err... yes ...making sure that all
students and lecturers are in class and that the college is quiet so that teaching and
learning may take place in a healthy learning atmosphere. He even supervises the
groundskeeper to ensure that the entire college is kept tidy. He always asks lecturers

what could be done to improve workplace and listen to the answers "(Lecturer A2).

Lecturer Al agreed with lecturer A2

“The campus manager motivates on interpersonal relations, encouraging one another

to be there for all’.

As part of their instructional leadership roles, all college managers must be able to
maintain an instructional atmosphere that is conducive to teaching and learning
(Bhengu & Mkhize, 2013). From the perspective of lecturer B2, campus manager B
appears to be jeopardizing teaching and learning activities by failing to promote a good

working environment in the college. Campus manager A, on the other hand, is thought
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by his lecturers to be in charge of all aspects of the college, including cleanliness, in

order to foster a healthy learning environment.

4.5.4.3 Campus managers’ role towards lecturers’ professional development

Lecturers at both colleges believe that, while both campus managers encourage their
professional development, their direct engagement is limited. According to them,
DHET, through ETDP SETA, provides professional development. Lecturer Al had the

following to say about it:

“Most of the training we receive come from ETDP SETA rather than the campus
manager; in reality, Training like assessor and moderator are organised by DHET
together with SETA through central office. The campus manager, on the other hand,
encourages us to attend. | don’t recall any internal professional development at the

campus level”.

Lecturer B1 appeared to concur with lecturer A1 when he said:

"From the campus manager's office, | would conclude that the campus manager is
doing little to develop us. But he just does one thing: he constantly encourages us to
participate in any training organised by the central office through ETPD SETA, for
example, like quality assurance training. You know, we have some excellent lecturers
here who, in my opinion, can develop others far more effectively than those training

organised once in a while’.

Effective instructional leaders encourage and invest heavily in the development of their
lecturers from both inside and outside the college (Glanz, 2015). Despite the fact that

both lecturers appear to value their campus managers' assistance and
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encouragement, it appears that they still believe these managers might do a lot better

if they were more "hands-on" in their professional growth.

4.5.4.4 Campus managers’ roles towards managing instructional programme

The lecturers in this study believe that campus managers delegate their critical
instructional responsibilities of controlling the instructional program to HoDs. The
following remarks were made by lecturers in response to the question of how often

their campus managers monitor and supervise teaching and learning activities:

“The HOD’s and senior lecturers are the one in charge of class visitation” (Lecturer

A2).

“.he doesn’t come, only the Education specialist that comes once per term”

(Lecturer B1)

As an instructional leader, one of the campus manager's instructional roles is to
supervise and monitor teaching and learning (Hallinger, 2009). However, it appeared
that both campus managers were disregarding this critical educational function,
according to lecturers. This role appeared to be divided between the HoDs and
education specialists in college B, but it appeared to be completely the responsibility

of the HoDs in college A.

To summarise this theme, it appears that lecturers believe and observe their campus
managers disregarding some of their important instructional leadership roles, most
likely due to a lack of management skills training. This may be accurate, given Naidoo
and Petersen's (2015) assertion that most college managers in South African colleges

appear to be appointed solely on the basis of their classroom expertise. Hoadley,
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(2018) also point out that most of these managers lack the requisite instructional
leadership abilities due to a lack of training. As a result, they've neglected their
instructional leadership responsibilities (Bush, 2013). The final portion discusses the

challenges that campus managers encounter in their roles as instructional leaders.

4.5.5 Challenges faced by campus managers as instructional leaders

This theme illustrates the challenges that the study's campus managers encountered
in carrying out their instructional leadership roles. According to the data, these college
managers encounter a variety of challenges. Disruptions in contact time, lack of
teaching resources and lecturer appointment delays are among the challenges cited

by the researcher.

4.5.5.1 Disruptions in contact time

These campus managers have reported that their contact time has been disrupted.
The research revealed that contact time disruption is common at some TVET college

campuses in Limpopo. This is what campus manager A had to say:

“Students’ protest is one of the main challenges. The main cause of the protest is
NSFAS payment. Whenever there is a delay in the payment, students would make
sure everything stand still in the campus. It can last for a week or longer sometimes”

(Campus manager A)

Campus Manager B agreed with Campus Manager A and had the following to say:

“. Students recently protested because their NSFAS funds were not deposited into

their accounts as planned. As a result, contact time was disrupted for a few days”.
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The campus manager should protect instructional time by avoiding or minimizing
contact time disruptions (Bhengu & Mkhize, 2013). Protests disrupted contact times

for both colleges according to the findings.

4.5.5.2 Lack of teaching resources

Another challenge faced by these campus managers is lack of teaching resources.
According to the data obtained from the interview, most campuses quite often
instructed their students to return the previous textbooks to the college in order for the
incoming students to have textbook. But still, there is still shortage of textbooks.

Lecturer B1 had this to say:

“.lack of teaching resources is a big challenge. We always run out of textbooks. It
wasn't like this before but most TVET colleges are experiencing this particular
challenge nowadays. We always encouraging our students to return their old
textbooks at the end of the semester. But it’s usually not enough and we had to resort
to making copies of textbooks for students. Sometimes the photocopy machine do

breakdown and we had to resort to writing notes”.

The situation is similar at TVET College A:

“There aren't enough textbooks for students. This is concerning since some lecturers

have resorted to writing notes for students on the board. In my opinion, the time you

spend writing the note on the board should be used to explain things.” (Lecturer Al)
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According to Etsey (2010), the scarcity of textbooks at colleges means that students
would be unable to complete many exercises, resulting in little or no attention and
feedback to help them improve their knowledge and academic performance. Interview
data shows that both colleges are experiencing the same challenge. This indicate that
lack of textbooks is one of the factors hindering students’ academic achievement in

Limpopo TVET colleges

Futhermore, teaching and learning resources are critical to ensure effective teaching
and learning in order to increase student performance. Campus managers are
resource individuals in that they provide teaching and learning materials while also
supporting the college climate, which should be as favourable to successful teaching
and learning as possible. The campus managers are in charge of providing resources.
As an educational leader, the campus manager's primary responsibility is to ensure
that lecturers have the resources they require. The availability of teaching and learning
resources is linked to instructional leadership. Campus managers' failure to supply

resources, on the other hand, has an impact on their instructional leadership role.

4.5.5.3 Delay in Lecturer appointment

Another challenge according to this study data is delay in lecturer appointment. A

lecturer in college B had this to say:

“One of the biggest challenges in this college is delay in new lecturer appointment. If
a lecturer leaves or there is an increase in enrolment, the college, the central office

can take the whole semester before appointing new lecturer. Sometimes, the subjects
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would be added to our workloads, and we had to teach on part-time basis. Though,
we get paid for that, but | don’t think such action is student centred because most of
the lecturers that take these extra loads are not necessarily qualified to teach the

subjects” (Lecturer B2).

Lecturer A2 agreed with Lecturer B2 and had to state the following:

“When it comes to appointing lecturers, the central office can take an eternity. For
example, someone went on maternity leave, and the position was advertised, but it
was filled after two months, despite the fact that the woman had already gone on leave.
As has happened in the past, they may opt not to appoint someone for the substitute

position”.

Of all the elements in a classroom that influence students’ academic achievement,
lecturers are the most crucial (Blazar & Kraft 2016). From data collected, the
researcher noticed that college A and B are faced with the same challenge when comes

to appointment of new lecturers.

4.5.6 Strategies that may serve as guidelines to improve on the current
instructional leadership practices exhibited by Campus Managers in TVET

Colleges

Being an instructional leader entails a great deal of responsibility and can be a lonely
job at times (Valbrun, 2017). The role of the campus manager is to affect the
instructional core and how lecturers and students engage with information so that we

can get to teaching and learning.
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The guidelines below according to Valbrun et al., (2017) are intended to help Campus

Managers in TVET Colleges enhance their present instructional leadership methods.

45.6.1 Provide Consistent and Detailed Feedback

Lecturers should receive effective and manageable feedback from both formal and
informal inspections. Conversations on what was observed should be the focus of
post-observation talks. Allow lecturers to communicate their preparation process, what
their students learned, what mastery looks like, and student work outputs. It's crucial
to ask them precise questions that you can help them answer. When asked how often
they receive feedback from their campus supervisors, lecturer A and B responded as

follows:

“Last year, | believe, was the last time | had a one-on-one meeting with the campus
managers. And it wasn't even about class observation in the traditional sense. The
senior lecturer is primarily responsible for providing feedback. However, when exam

results are released, campus supervisors make remarks" (Lecturer A2).

"As | previously stated, our campus manager does not visit classes." Senior lecturers
and the HoD are the ones who come in and give feedback to the students” (Lecturer

B1).

Lecturer A2's response indicates that the campus management gives feedback once
in a while. However, lecturer B1 stated that he has never received feedback from the
campus manager. The ability to collaborate with lecturers to deliver high-quality
instruction is a campus manager's most valuable asset. Similarly to how effective

feedback from lecturers improves students' performance, consistent communication
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from campus managers with their lecturers improves lecturers' performance (Valbrun

et al., 2017).

45.6.2 Co-Observe

College A and B lecturers acknowledged that their campus managers do not
participate in lesson observation, as stated in theme 4.5.4.4. HoDs and senior
lecturers are in charge of lesson observation. Under theme 4.5.2.5, campus managers
A and B agreed that HoDs and senior lecturers are responsible for lesson

observations.

Campus managers can take use of two sets of eyes during observations by co-
observing a lecturer's lesson with the HoD and senior lecturer, as some things will
always be overlooked when done alone, no matter how much experience you have.
This is not the reality, according to data acquired during interviews with lecturers and
campus managers, which suggests that observations are the responsibility of HoDs
and senior lecturers. Campus managers will be able to work with their team to assist
them enhance their own instructional leadership through co-observation. It will also
assist them in improving, as each conversation will allow them to reflect further on

what they see (Sheninger, 2021).

4.5.6.3 Show struggling lecturer how it is done

This is an important aspect of professional development. According to data collected
from campus managers under sub-theme 4.5.2.4, campus manager A believes that
professional development is the responsibility of HoDs and senior lecturers, saying,

"When | have new lecturers, | delegate mentorship to the HoDs, and educational
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specialists, the central office also occasionally organises assessor and moderator
training for the lecturers.” Mine is to ensure that HoDs keep track of their lecturers'
attendance at all sessions.” Campus Manager B also believes that sending lecturers
to assessors and moderation training, as well as delegating HoDs and senior lecturers,
are effective ways to show struggling lecturers how to do things when he says, "the
HoDs and senior lecturers are always showing new lecturers what to do and how to
do it." We usually encourage lecturers who do not have an assessor or moderator

certificate to attend the course."

This can be done on a regular basis throughout the year or by co-teaching with both
struggling and well-known lecturers. According to data acquired from TVET Colleges
A and B, this has never happened in either. According to Sheninger et al.(2021),
showing struggling lecturers how to accomplish it in the classroom is the best form of
leadership. It also puts the changing function of the lecturer in the digital age into
context. An instructional leader who walks the walk establishes stronger relationships
with his or her employees, which puts him or her in a better position to engage them

in dialogues about how to improve instruction (Sheninger et al., 2021).

4.6 CHAPTER SUMMARY

The outcomes of the research have been analysed, interpreted, and discussed in this
chapter. The data from interviews and document analysis were combined with the
literature review on campus managers' instructional leadership to form five themes
that emerged in this study. The findings revealed that, despite their best efforts to
provide great education in the face of adversity, Limpopo TVET college campus

managers still have a lot of work to do in their instructional leadership roles. The
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challenges that campus managers face will not go away until all stakeholders come
together and work as a team to alleviate them. Disruptions to contact time, lack of
resources and the delay in new lecturers’ appointment were mentioned as important
issues that campus managers encounter in carrying out their instructional leadership
roles. The next chapter offers the research summary of major findings, conclusions,

and recommendations for further research.
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CHAPTER FIVE

SUMMARY OF MAJOR FINDINGS, CONCLUSIONS AND RECOMMENDATIONS

5.1 INTRODUCTION

The purpose of this chapter is to give a summary of major findings, conclusions, and
suggestions based on the research findings that were examined and analysed in
Chapter 4. This chapter is divided into six sections. The study's overview is presented
in the first section. After that, there is a summary of the empirical research findings as
well as recommendations. The limitations of this study are then presented, followed
by some suggested recommendations for further research. Finally, the closing

remarks are presented.

5.2 OVERVIEW OF THE CHAPTERS

The research goal, the study rationale, and the research questions were all addressed
in Chapter 1. The research design, as well as the steps taken to assure the study's
trustworthiness and reliability, were briefly discussed. The study's shortcomings were
acknowledged, and an indication of the study's potential importance to the larger

research community was provided.

Chapter 2 provided an overview of the history or emergence of TVET colleges in South
Africa, followed by providing an associated literature in relation to the study's
conceptual and theoretical framework. As a result, it discussed conceptual
perspectives on leadership and educational leadership, the concept of instructional
leadership, various instructional leadership models, and the theoretical framework of

the research, which is Hallinger's (2009) Instructional Leadership Model and its
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dimensions. The chapter also discussed instructional leadership hurdles.
Furthermore, the chapter also covered the knowledge and abilities necessary of
campus managers as instructional leaders and as top executives of college in general,
as well as the general/common tasks and responsibilities of campus managers when

managing colleges.

The methods employed in the research was described in depth in chapter 3. It
explained and defended the philosophical foundations and assumptions that
motivated this research. Following that, the methodology used in this investigation,
including the nature of the study and its design, was discussed in detail. The strategy
for selecting participants, the data collection methods and tools utilised in the study,
and ethical considerations are also discussed. It also described the data analysis
process utilised to examine the data, as well as the research procedure's

dependability. A summary of the chapter concluded this chapter

A data analysis and research findings in terms of themes emerging from verbatim
guotations were included in Chapter 4, as was an analysis of responses to the types
of instructional leadership roles that campus managers in TVET colleges in Limpopo
province engage in to improve academic performance among students. The results of

this study were compared to previous research.

Chapter 5 concludes the research by summarising the research findings, offering

recommendations, and drawing conclusions.

5.3 OVERVIEW OF THE STUDY

This section gives an outline of the research study considering the key research

guestion: What kinds of instructional leadership roles do the campus managers in
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TVET colleges in Limpopo province engage in to improve the performance of
academic achievement among students? The primary goal of this study was to
explore and understand the roles that Limpopo TVET colleges’ campus managers
engage in to improve students’ achievement, which was influenced by the researcher's
personal experience and observation of how poorly some students are performing in
some modules in Limpopo TVET colleges. The major research topic was further
defined and led by the following sub-questions in order to unpack and analyse these
campus managers' responsibilities and actions, as well as how their lecturers see

them:

e How do campus managers in Limpopo TVET colleges perceive their
instructional leadership roles?
e How are campus managers in TVET colleges in Limpopo perceived by the

teaching staff (HoDs & Lecturers) in their roles as instructional leaders?

e Which key challenges campus managers in Limpopo TVET colleges
experience as instructional leaders?

e What are the strategies that may serve as guidelines to improve on the current
instructional leadership practices exhibited by campus managers in TVET

colleges?

The conceptual framework for instructional leadership was developed through a
literature review. The primary goal was to review the literature on instructional
leadership, with an emphasis on the instructional leadership models used in this study
and the instructional leadership roles of campus managers. The factors of teaching

and learning, as well as the peculiarities of TVET colleges, were also examined.
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In this study, a qualitative research method was adopted, and a case study of two
TVET colleges in Limpopo was purposefully sampled. The campus manager and two
lecturers were chosen from each college. This study had a total of six participants.
Individual interviews and document analysis were used to gather information. To
analyse and categorise data, the steps outlined by Tesch (1990) were followed.

Following that, a summary of the research findings is given in the next section.

5.4 SUMMARY OF MAJOR FINDINGS

This section highlights the major findings of this study's empirical research on the
instructional leadership roles of Limpopo TVET college campus managers. Exploring,
examining, and comprehending the roles and activities that these campus managers

engage in in order to influence teaching and learning were given significant attention.

Effective teaching and learning thrive in colleges headed by effective instructional
managers, according to the findings of the literature review (DiPaola & Hoy, 2019).
Most South African campus managers, however, appear to focus more on
administrative activities than those linked to instruction and curriculum (Bush et al.,
2013), which could be due to managers' lack of awareness of their instructional
leadership obligations (Mestry, et al., 2013:50). The findings are summarised in five

themes that emerged from this study, which are provided below.

5.4.1 Understanding of instructional leadership among campus managers

The findings show that both campus managers in the study have only a rudimentary
understanding of instructional leadership. In their eyes, instructional leadership is

providing broad instructions and guidance to lecturers on how to operate the campus
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daily. None of them could explain that instructional leadership is the kind of leadership
that focuses on overseeing, advising, supporting, and monitoring all aspects of
teaching and learning. In general, the data reveal that several campus managers still

struggle to define what instructional leadership includes.

5.4.2 The instructional leadership roles of campus managers

Even though these campus managers were unable to articulate what instructional
leadership comprises, the findings show that they do perform some instructional
leadership functions. One of the most critical instructional leadership roles for both
campus managers is to ensure that outstanding teaching and learning takes place. All
daily activities are monitored either by HoD or senior lecturer and supervised by both
campus managers to ensure that interaction time is protected at all times. In general,

they both do a good job with the educational programmes.

Furthermore, both campus managers have defined their colleges' vision and goal,
although it does not appear that all stakeholders have been adequately informed. Their
main goal was to see students embrace their studies and graduate with a quality
education that will help them succeed in adulthood. In addition to the aforementioned
responsibilities, both campus managers engage in and ensure the following: their
colleges' learning environments are conducive to high-quality teaching and learning,
lecturers are professionally developed but they are not doing enough because both
campus managers only rely on external professional development for their lecturers,
lecturers and students are intrinsically and extrinsically motivated, and learning and

teaching support material is readily available to lecturers and students at all times.
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5.4.3 Developing a positive teaching and learning culture

According to research, campus managers who are instructional leaders are better able
to foster a positive teaching and learning culture (Mestry, et al., 2013). According to
the findings, campus managers engage in two main activities to foster a positive
teaching and learning culture: encouraging teamwork and maintaining campus

managers, HoD or senior lecturer visibility during contact times.

Both campus managers appear to always promote a culture in which lecturers have
positive interpersonal relationships. Furthermore, both campus managers make sure
that their campuses have access to resources, but these resources are sometimes not
enough. Their goal was to create a culture where teaching and learning are
participatory. They keep an eye on teaching and learning activities to maintain order.
Contact time is constantly protected by their apparent presence. The researcher’'s
findings support Hallinger's (2009) observation that the presence of the manager has

a positive impact on effective teaching and learning.

5.4.4 Campus managers' instructional leadership roles in the eyes of lecturers

Lecturers' perspectives on the following instructional leadership roles were examined
in this study: the campus manager's execution of instructional leadership roles versus
administrative duties, promotion of a positive campus learning climate, lecturer

professional development, and management of the instructional programme.

Lecturers have differing opinions on how their campus managers carry out
instructional leadership responsibilities versus administrative responsibilities. One

manager was seen as more of an administrator than an instructional leader, while the
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other was seen as someone who juggled both administrative and instructional

leadership responsibilities.

When it comes to promoting a favourable campus learning climate, managers were
viewed differently by their lecturers. One campus manger was viewed as someone
who was only doing what he was told to do at the central office and acted as an
autocratic leader by the lecturers while the other campus manager was viewed as

someone who carried others along in decision making.

Lecturers believed that neither campus managers were actively involved in the
supervision of educational programmes. This job appears to have been delegated to

their HoDs and senior lecturers.

5.4.5 Challenges experienced by campus managers as instructional leaders

Campus managers had a variety of challenges in carrying out their instructional
leadership responsibilities. Disruption in contact time, lack of adequate teaching
resources and delay in lecturer's appointment among the most common challenges

indicated by the research.

5.4.5.1 Lack of adequate teaching resources

Regardless of the support they receive from DHET and donors, these colleges were
still struggling to get adequate teaching and learning resources to cater for students
and lecturers. Juliana Maffea (2020) defines this dilemma as a wicked problem, one
with numerous solutions but one that will take a long time to solve (Rittel 2017). The
current issue is a scarcity of resources in classrooms. This issue has an impact on

students and lecturers, as well as the students' parents. Students and lecturers can
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be severely harmed by a lack of resources in the classroom. Students and lecturers
are not only upset, but they are also unable to learn to their maximum capacity due to

a lack of resources.

Many lecturers who choose careers in education have a strong desire to instruct
students. They want to make a difference and assist those who require assistance;
however, studies reveal that lecturers might become burned out over a period of time
due to the stress of teaching in a college with few resources (Maffea et al., 2020).
Decision making and teaching methods may be hampered by stress and burnout
resulting from high demands and limited organizational resources, even for highly
skilled lecturers who have a plethora of personal resources (Bottiani, 2019). Every
day, lecturers face a class of roughly 30 pupils, dealing with the students, the lesson
plan, and the lack of resources. The stress of teaching in a classroom with insufficient
resources might cause lecturers to lose their passion for their work. When this occurs,

it is up to the students to deal with the repercussions.

5.4.5.2 Difficulty to protect instructional time

Another issue found was the difficulty to protect instructional time owing to unforeseen
circumstances such as student protests that can make teaching and learning to stand

still for number of days.

Students' industrial actions disrupt academic sessions, which has a major detrimental
influence on students' academic progress. Due to the DHET’s failure to distribute
NSFAS money to students on time, strike action in TVET colleges in 2019 had a
significant negative impact on students' academic progress (Myeni, 2019). As a result,

low grades are unavoidable. The disruption of contact time caused by student strikes
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can be prevented if college administrators convey the difficulties, they are having in

getting such funds to students on time.

5.4.5.3 Late appointment of new lecturers

Lastly, the campus managers do experience delay from the central offices of the TVET
colleges in appointing new lecturers when there is a vacancy. This sometimes makes
the campus managers to distribute extra workload on lecturers. Students suffer when
there are insufficient qualified lecturers (Olmstead, 2021). According to Olmstead et
al. (2021), when lecturers that are not prepared to teach a particular module are hired
on a part-time basis, students have a difficult time learning. When they do not have
enough certified lecturers assigned on time, campus managers are obliged to give
modules to lecturers who are not ideal candidates or lecturers who are not in the field.

In this capacity, campus managers may use uncertified replacement lecturers.

Lecturers are the single most important factor in predicting student performance in
college. In fact, lecturers have a two to three times greater impact on student
achievement than any other aspect in college. Of all, since lecturers are so important,
it's simple to see how ill-equipped lecturers might have a detrimental impact on
student. The reality could be considerably worse than you’re imagining (Olmstead et

al., 2021).

It is wrong to deny each student access to well-prepared lecturers; this deprives
students of their prospects of success.The researcher came to the conclusion that
these challenges have an impact on college campus managers' instructional

leadership roles.
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5.5 SIGNIFICANCE OF THE STUDY: LINKING THE THEORETICAL

PERSPECTIVE/FRAMEWORK TO THE FINDINGS

The study emphasised the importance of campus managers' instructional leadership
role in increasing the quality of teaching and learning in order to achieve quality
outcomes. Furthermore, the findings of the study can help to boost the role of campus
managers at Limpopo TVET colleges, as well as their professional competency in
curriculum management, with the goal of increasing the college's effectiveness and

functionality in order to improve student accomplishment.

The theoretical frameworks of the study were based on the research of Hallinger et
al., (2009). The findings showed that despite the fact that Limpopo TVET colleges
campus managers are attempting to deliver in their positions as instructional leaders,

they are still weak in some aspects of their instructional leadership roles.

The study could be a useful tool for increasing knowledge, boosting growth, and
enabling campus managers and lecturers to better relate to their working environment,
fulfil their goals, and resolve disagreements. The findings and recommendations from
this study may be useful to policymakers in DHET, TVET College central offices,
campus managers, senior education specialists, and senior lecturers involved in

curriculum advisory services, as well as in future research projects.

5.6 CONCLUSIONS

The researcher concludes that a campus manager’s instructional leadership role has
a positive impact on effective teaching and learning in the classroom, based on the
study's empirical findings. The results of the literature review, interviews, data, and

document analysis also show that campus managers in Limpopo TVET colleges face
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a number of challenges in fulfilling some instructional leadership roles. Despite these

obstacles, the study found that these campus managers put forth a lot of effort in

fulfilling their educational responsibilities. The policymakers were also given some

suggestions on how they can assist campus managers in their efforts to influence

effective teaching and learning in their institutions.

5.7 RECOMMENDATIONS

5.7.1 TVET colleges

Campus managers must recognise that at the heart of their leadership job is a
fundamental responsibility for monitoring curriculum implementation, improving
teaching and learning quality, and rising student achievement levels in order to

accomplish their instructional leadership roles effectively.

Staff members should be involved in the development of a curriculum
management plan and lecture-room observation monitoring instruments before
they are implemented. Instruments to monitor the informal assessment tasks

should be developed.

At least once a semester, campus managers should send their lecturers to
professional development programmes. The campus managers, HoD or the

senior lecturers can undertake lecturers’ professional development.

Regular meetings with the Students’ Representative Council, lecturers,
Education Specialists and Senior Education Specialists should be held in order
to communicate and address the identified problem areas affecting each

stakeholder in order to minimize the escalation of such problems.
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Campus managers should take charge of their own personal and professional
development by attending workshops and seminars. Everyone should have a
say in how decisions are made. Campus managers must establish chances to
raise awareness of lecturer stress management and urge lecturers and

students to speak up before a situation worsens.

The researcher is convinced that campus managers must constantly excite
and support their lecturers and students in order for them to achieve at their
best. Campus managers should get familiar with a variety of motivational
approaches, such as more praise for a job well done, awards, and increased
empowerment. The element of praise, of course, would strengthen everyone's
attempts to perform at their best. If instructional leaders demonstrate that their
employees' contributions are valued, they will be motivated to continue working

hard.

5.7.2 Policymakers

Policymakers should make sure that campus managers have a thorough

understanding of the curriculum in order to assist lecturers with implementation.

Campus managers as instructional leaders should receive ongoing capacity

building from DHET.

Campus managers require extensive training in curriculum content in order to
effectively support lecturers, as not all campus managers are equally

knowledgeable about the curriculum.
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5.8 DELIMITATIONS

Two campus managers and four lecturers from two TVET colleges in Limpopo
province participated in the qualitative study. The study excluded other campus
managers and lecturers from TVET colleges in the province. The researcher used
TVET college A to represent the high performing TVET colleges in Limpopo province,
whereas TVET college B was used to represent the low performing TVET colleges in

some crucial subjects.

5.9 LIMITATIONS OF THE STUDY

The study's main goal was to investigate and comprehend the instructional leadership
roles of campus managers in improving students’ achievements in Limpopo TVET
colleges. The study's drawbacks, however, were as follows:

The sample size of this study, like any other qualitative study, was limited. The scope
of this research was limited to two TVET colleges in Limpopo province. Furthermore,
to reflect the entire population of campus managers and lecturers in Limpopo TVET
colleges, only two campus managers and four lecturers were chosen as participants.
As a result, the findings cannot be applied to all TVET colleges in South Africa; in any
event, the goal of this study was to provide insight into the problem rather than a

blanket statement.

5.10 FUTURE RESEARCH

The purpose of this study was to see how campus managers influence good teaching
and learning, with a focus on two TVET colleges in Limpopo province. Although the

gathered data provided answers to the research questions, the researcher suggests
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that if such a study is undertaken on a larger scale, more data can be gained. This

should include more TVET colleges in South Africa.

The researcher suggests that more research be done in other settings after looking at
how campus managers in Limpopo TVET colleges carry out their instructional
leadership roles. It will also be interesting to see how campus managers in other
provinces approach these roles in order to discover their strengths, if any, that campus

managers in Limpopo TVET colleges can learn from.
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APPENDIX C: DHET Appendix 1 (Application to conduct research)

higher education

& training

<] vcation and Training
REPUBLIC OF SOUTH AFRICA

DHET 004: APPENDIX 1:

APPLICATION FORM FOR STUDENTS TO CONDUCT RESEARCH IN

PUBLIC COLLEGES
1. APPLICANT INFORMATION
1.1. | Title (Dr /Mr /Mrs /Ms) MR
1.2 Name and surname PETER AJAYI
13 Postal address P.O Box 1973
Lenyenye, 0857,
Limpopo.
14 Contact details Tel
Cell | 0833324448
Fax
Email | 60102233@mylife.unisa.ac.za
1.5 Name of institution where UNISA
enrolled
1.6 Field of study EDUCATION
1.7 Qualification registered for Please tick relevant option:
Doctoral Degree (PhD)
Master’s Degree X
Other (please specify)

2. DETAILS OF THE STUDY

2:1

Title of the study

Understanding instructional leadership roles of campus managers in improving student achievement at TVET
colleges in Limpopo: Stakeholders’ perspectives

2.2

Purpose of the study

The study aimed to understand instructional leadership roles of the campus managers in the TVET colleges in
Limpopo province that they engage in to improve the performance of the students at college. The study will allow a
better understanding about roles of leadership that can increase achievement of student in TVET colleges,
Limpopo province.
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DHET 004: APPENDIX 1: APPLICATION FORM FOR STUDENTS TO CONDUCT RESEARCH IN PUBLIC
COLLEGES

3. PARTCIPANTS AND TYPE/S OF ACTIVITIES TO BE UNDERTAKEN IN THE COLLEGE

Please indicate the types of research activities you are planning to undertake in the College, as
well as the categories of persons who are expected to participate in your study (for example,
lecturers, students, College Principals, Deputy Principals, Campus Heads, Support Staff, Heads of
Departments), including the number of participants for each activity.

Expected participants (e.g. students, Number of
lecturers, College Principal) participants
a
3.1 Complete questionnaires b))
c)
d)
e)
L. Number of
Expected participants .
participants

Participate in individual

a) Campus Managers 2

3.2 interviews
b) Lecturers 10
c)
d)
e)
o Number of
Expected participants .
T i participants
Participate in focus a)
3.3 group discussions/ b)
workshops
c)
d)
e)
. Number of
Expected participants I
participants

Complete standardised | a)

34 tests (e.g. Psychometric | b)
Tests) c)
d)

e)

Undertake observations
3.5 Please specify

Other
3.6 Please specify
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DHET 004: APPENDIX 1: APPLICATION FORM FOR STUDENTS TO CONDUCT RESEARCH IN PUBLIC
COLLEGES

4. SUPPORT NEEDED FROM THE COLLEGE

Please indicate the type of support required from the College (Please tick relevant option/s)

Type of support Yes | No
4.1 The College will be required to identify participants and provide their
contact details to the researcher. A
4.2 The College will be required to distribute questionnaires/instruments to X
participants on behalf of the researcher.
4.3 The College will be required to provide official documents. X

Please specify the documents required below

4.4 The College will be required to provide data (only if this data is not available
from the DHET). X
Please specify the data fields required, below

Database information of past national examination result analysis

4.5 Other, please specify below ] l

N/A

5. DOCUMENTS TO BE ATTACHED TO THE APPLICATION

The following 2 (two) documents must be attached as a prerequisite for approval to undertake
research in the College

5.1 Ethics Clearance Certificate issued by a University Ethics Committee

5.2 Research proposal approved by a University
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DHET 004: APPENDIX 1: APPLICATION FORM FOR STUDENTS TO CONDUCT RESEARCH IN PUBLIC
COLLEGES

e e e e = = —= = S T

6. DECLARATION BY THE APPLICANT

| undertake to use the information that | acquire through my research, in a balanced and a
responsible manner. | furthermore take note of, and agree to adhere to the following conditions:

a) | will schedule my research activities in consultation with the said College/s and participants in
order not to interrupt the programme of the said College/s.

b) I agree that involvement by participants in my research study is voluntary, and that participants
have a right to decline to participate in my research study.

c) | will obtain signed consent forms from participants prior to any engagement with them.

d) 1 will obtain written parental consent of students under 18 years of age, if they are expected to
participate in my research.

e) | will inform participants about the use of recording devices such as tape-recorders and
cameras, and participants will be free to reject them if they wish.

f) | will honour the right of participants to privacy, anonymity, confidentiality and respect for
human dignity at all times. Participants will not be identifiable in any way from the results of my
research, unless written consent is obtained otherwise.

g} 1 will not include the names of the said College/s or research participants in my research report,
without the written consent of each of the said individuals and/or College/s.

h) | will send the draft research report to research participants before finalisation, in order to
validate the accuracy of the information in the report.

i) | will not use the resources of the said College/s in which | am conducting research (such as
stationery, photocopies, faxes, and telephones), for my research study.

j)  Should | require data for this study, | will first request data directly from the Department of
Higher Education and Training. | will request data from the College/s only if the DHET does not
have the required data.

k) 1 will include a disclaimer in any report, publication or presentation arising from my research,
that the findings and recommendations of the study do not represent the views of the said
College/s or the Department of Higher Education and Training.

1) I will provide a summary of my research report to the Head of the College/s in which |
undertook my research, for information purposes.

| declare that all statements made in this application are true and accurate. | accept the conditions
associated with the granting of approval to conduct research and undertake to abide by them.

y a—

SIGNATURE %ﬂ
DATE 5/10/2021 i
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APPENDIX D: DHET Appendix 1 (Approval)

DHET 004: APPENDIX 1: APPLICATION FORM FOR STUDENTS TO CONDUCT RESEARCH IN PUBLIC
COLLEGES

FOR OFFICIAL USE

DECISION BY HEAD OF COLLEGE

Please tick relevant decision and provide conditions/reasons where applicable

Decision Please tick
relevant
option below

i

1 Application approved \/

2 Application approved subject to certain conditions. Specify conditions below \/

PLEerSE PRONDE THE (OLLETE A~DTH
(o ABALED P72y 58 oD PE2orna a0
PF7Eer2 —SOWR  INVES—7 g7 ©7)

3 Application not approved. Provide reasons for non-approval below

NAME OF COLLEGE

I TTARG FTRETT] (O ETE
NAME AND SURNAME OF | . i
HEAD OF COLLEGE 73 > m HEHE
SIGNATURE W

3 Pl
DATE

el

It

ai
-
e

CTEL: 015 207

Eemails ey

\ Tran
Priv.te Bag ¥
emem—

an

= T

e —————Y
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APPENDIX E: TVET college approval

\/

S et m st

Letaba Technical and Vocational Education s
Training College
CENTRAL OFFICE GIYANI CAMPUS MAAKE CAMPUS TZANEEN CAMPUS MODJADJI CAMPUS
1 Claude Whealley Street
Private Bag X4017 Private Bag X9570 Private Bag X4035 POBox 192 Privale Bag X4017
TZANEEN 0850 GIYANI 0826 Tzaneen 0850 TZANEEN 0850 TZANEEN 0850
Tel: (015) 307 54403955 Tel: (015) 81232210354 Tel: (015) 355 3420730 Tel: (015) 307 4438 Tel: (015) 307 5440/3955
Fax: (015)3072204 Fax: (015) 812 1270 Fax: (015) 355 4138 Fax: (015) 3074439 Fax: (015)3072204
E-mail E-mail: E-mail E-mait: E-mail:
@letcolcoza  giyani coza  maakec p olcoza  lzaneenc: olcoza  modjajdicampus@letcol.co.za

Enquiries: MB Mabale: mabalemb@ietcol.co.za; 015 307 5440

17 November 2021

The Researcher: Ajayi
35 Both Street
NORTHAM

0857

Dear Madam

PERMISSION TO CONDUCT ACADEMIC RESEARCH WITHIN LETABA TVET
COLLEGE

1. The above matter and you letter dated 15 November 2021 have reference.

2. Kindly be informed that Letaba TVET College has approved your application to

conduct research in its campuses.

3. It is compulsory that research ethics, particularly the principle of voluntary
participation, must be adhered to at all times. No one has to be forced to participate
in your research study. In addition, you are therefore required to ensure that the
you adhere to all the protocols in line with COVID-19.

4. Itis expected that after the completion of your investigation, you will provide the
college with a copy of your report in order to be able to allow us the consider the

implementation of your recommendations.

Page 1of 2
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higher education

. - . &t
Letaba Technical and Vocational Education \ie & lrinig
2 BEPURL IS £F STUTH SFRI0R
Training College
e
CENTRAL OFFICE GIYANI CAMPUS MAAKE CAMPUS TZANEEN CAMPUS MODJADJI CAMPUS
1 Claude Wheatley Street
Private Bag X4017 Private Bag X9570 Private Bag X4035 P O Box 192 Private Bag X4017
TZANEEN 0850 GIYANI 0826 Tzaneen 0850 TZANEEN 0850 TZANEEN 0850
Tel: (015) 307 5440/3955  Tel: (015) 812 3221/0354 Tel: (015) 355 3429/30 Tel: (015) 307 4438 Tel: (015) 307 5440/3955
Fax: (015)3072204 Fax: (015) 812 1270 Fax: (015) 355 4138 Fax: (015) 3074439 Fax: (015)3072204

E-mail: E-mail: E-mail: E-mail: E-mail:
centralofiice@lelcolcoza  giyanicampus@lelcol.coza  maakecampus@letcol.co.za lzaneencampus@letcol.coza  modjajdicampus@letcol.co.za

5. You are advised to make arrangement with the participants in order to discuss the
research schedule and to seek their consent to take part in the study. The following

are the contact details of Campus Managers and Coordinators:

5.1. Giyani Campus Manager : Ms Muthige 072 970 1438 or
muthigepn@letcol.co.za

5.2. Acting Maake Campus Manager : Ms Bopape 064 873 3895 or
bopapems@letabafet.co.za

5.3.  Modjadji Campus Coordinator : Mr Manamela 072 658 3628 or
manamelamp@letcol.co.za.

5.4. Tzaneen Campus Manager 5 Mr Mathevula 082 735 0936 or

mathevulamd@letcol.co.za.
6. The College wishes you the best in your studies.

Kind regards

H
PP Mashe);dé

COLLEGE PRINC

Date 0’)@ Z/ /// QD

Page 2 of 2
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APPENDIX F: Interview schedule for campus managers

Thank you for giving me this opportunity to interview you about your instructional

leadership role towards creating effective teaching and learning. | am interested in

finding out what is your understanding of your roles as an instructional leader and

which activities do you undertake in order to improve your lecturers’ instructional and

lecturing skills. It will be of much importance also to hear what challenges you are

encountering in your execution of instructional leadership roles, and what it is that you,

your lecturers and the Department of Higher Education at large is doing to overcome

these challenges.

What do you understand about the concept ‘instructional leadership’? In
case that the campus manager fails to describe instructional leadership, the
researcher will describe it in a simple way that, “It is those actions, strategies
and decisions taken by the campus manager that are directly related to the

improvement of teaching and learning in their campus”.

Follow-up questions

11

1.2

1.3

1.4

As an instructional leader, what is your college vision and mission?

What do you consider being the major instructional leadership roles of campus
manager?

How do you interact with each role for the realisation of effective teaching and
learning?

What can you say about the campus climate of your campus? Explain why you

say so0?
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From your own understanding, what influence does the effective
execution of your campus manager’s instructional leadership roles have
on the culture of teaching and learning and on student achievement in

your campus?

Follow-up questions

2.1

2.2.

2.3.

2.4

What can you say about the culture of teaching and learning in your campus?
What do you do to ensure that your campus environment is conducive for
effective learning and teaching?

How do you ensure that effective teaching and learning takes place in your
campus?

What do you do to improve the instructional skills of your lecturers?

What actions do you take in order to effectively manage and supervise

curriculum and instruction in your campus?

Follow-up questions

3.1

3.2

3.3

3.4

What do you use to monitor and assess teaching and learning in your campus?
How do you assess students’ work? And which level do you usually assess?
How often do you visit classes during contact time?

How do you professionally empower or develop your lecturers in order to

improve teaching and learning?
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4.

What major challenges or hindrances do you experience as an
instructional leader that inhibits the creation of effective teaching and

learning in your campus?

Follow-up questions

4.1

4.2

4.3

4.4

As an instructional leader, what measures are you taking to solve or overcome
these challenges?

What role are lecturers playing in order to overcome these challenges?

Which actions are taken by the Department of Higher Education to overcome
these challenges?

What support do you need from the Department of Higher Education in order

to overcome these challenges related to your instructional leadership?

Is there anything that you consider to be important concerning your

instructional leadership, and teaching and learning at your campus that

you wish me to know?
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APPENDIX G: Interview schedule for lecturers

Thank you for giving me this opportunity to interview you about your campus
manager’s instructional leadership role towards creating effective teaching and
learning. | am interested in finding out what is your understanding of your campus
manager’s roles as an instructional leader and which activities does he/she undertake
in order to improve your instructional and teaching skills. It will be of much importance
also to hear what challenges are encountered by your campus manager in his/her
execution of instructional leadership roles, and what is that you, your campus manager
and the Department of Higher Education at large are doing to overcome these

challenges.

1. What do you understand about the concept ‘instructional leadership’? In
case that the lecturer fails to describe instructional leadership, the researcher
will describe it in a simple way that, “It is those actions, strategies and decisions
taken by the campus manager that are directly related to the improvement of

teaching and learning in their campus”.

Possible follow-up questions

1.1 What s your college vision and mission?

1.2  How is your college vision and mission communicated to you and students?

1.3  What can you say about the campus climate of your campus? Explain why you
say so0?

1.4  What do your campus manager do to create a positive campus climate suitable

for effective teaching and learning in your campus?
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2.1

2.2

2.3

2.4

What do you consider to be the major priorities from your campus

manager in his/her duties in leading and managing your campus?

What does your campus manager do to influence effective teaching and
learning at your campus?

What instructional leadership strategies are employed by your campus
manager to influence effective teaching and learning?

What kind of support do you need from your campus manager in order to
improve your instructional and lecturing skills?

What can you say about the use of incentives as a strategy of improving

teaching and learning?

How do you perceive the instructional leadership role of your campus

manager in promoting effective teaching and learning in your campus?

Possible follow-up questions

3.1

3.2

3.3

3.4

How often does your campus manager visit or observe you in classrooms?
How does your campus manager professionally empower or develop you in
order to improve teaching and learning?

Does your campus manager assess your students work? And how often does
this happen?

What major issues do your campus manager focuses on during briefings and

meetings?
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3.5  What teaching resources are available for the lecturers to use?

4, What challenges are experienced by your campus manager in his/her
instructional leadership roles towards creating effective teaching and

learning in your campus?

Possible follow-up questions

4.1  What factors within your campus do you perceive as inhibiting your campus
manager’s instructional leadership roles towards creating effective teaching
and learning, and student performance?

4.2  As lecturers, what role are you playing in order to overcome these challenges?

4.3 What do you think the campus manager should do to overcome these

challenges?

4.4  What support do you think the Department of Higher Education and Training
should offer to your campus manager or your campus in order to overcome

these challenges related to your campus manager’s instructional leadership?

5. Is there anything that you consider to be important concerning your

campus manager’s instructional leadership, and teaching and learning at

your campus that you wish me to know?
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APPENDIX H: Consent to participate in this study

l, (participant name), confirm that the person asking my

consent to take part in this research has told me about the nature, procedure, potential
benefits and anticipated inconvenience of participation.

| have read and understood the study as explained in the information sheet.

| have had sufficient opportunity to ask questions and am prepared to participate in
the study.

| understand that my participation is voluntary and that | am free to withdraw at any
time without penalty.

| am aware that the findings of this study will be processed into a research report,
journal publications and/or conference proceedings, but that my participation will be
kept confidential unless otherwise specified.

| agree to the recording of the research interviews.

| have received a signed copy of the informed consent agreement.

Participant Name & Surname :

Participant Signature Date

Researcher's Name & Surname (please print) Peter Ajayi.

’ 05/10/2021

Researcher’s signature Date
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APPENDIX H: Language Editing Certificate

ProMol Language Institute

LANGUAGE EDITING AND PROOFREADING
CERTIFICATE

This is to certify that a professionally-qualified language editor has thoroughly reviewed this

spelling, overall style, and readability. Microsoft Word's Track Changes feature was used.

Dissertation Title:
UNDERSTANDING INSTRUCTIONAL LEADERSHIP ROLES OF CAMPUS
MANAGERS IN IMPROVING STUDENT ACHIEVEMENT AT TVET
COLLEGES IN LIMPOPO: STAKEHOLDERS' PERSPECTIVES

Author:
PETER AJAYI
(University of South Africa)

Date:
30 JANUARY 2022

‘s%g*g 3000112022

Managing Editor Date

Certificate No. UNS/MEd/22/PA

Master of Education (MEd) degree document for proper English language, grammar, punctuation,
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APPENDIX I: Example of a transcribed interview with the campus manager

What do you understand about the concept ‘instructional leadership’?
“l can define instructional leadership as guiding people on what to do and

how it must be done to achieve a goal.”

As an instructional leader, what is your college vision and mission?
“The college vision is to be a leader in transformation and provision of
responsive quality education and our mission is to provide quality

training to student.”

What do you consider being the major instructional leadership roles of campus

manager?
“l focused more on the execution and presence of high-quality teaching
and learning in the classrooms, which can only occur in a quiet setting. |
ensure that contact time is effectively honoured and utilized at all times
by providing constant monitoring and supervision to both lecturers and
students...Based on my experience, | believe that this role requires my
personal involvement because if | assign someone and it is not done

properly, the entire purpose is jeopardized.”

How do you interact with each role for the realisation of effective teaching and

learning?
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“My experience as a campus manger has taught me that | must always explain
the college's vision and mission to all stakeholders, especially lecturers and
students, so that we do not lose sight of our primary goal. Our vision is to ensure
that students are technologically, economically, and socially prepared for adult
life, and our goal is to ensure that these students receive high-quality teaching

and learning in order to achieve this vision."

What can you say about the campus climate of your campus? Explain why you say
S0?
“The climate is good and conducive for learning. No fight among lecturers
and we are working together to achieve common goal which is good

academic results.”

From your own understanding, what influence does the effective execution of your
campus manager’s instructional leadership roles have on the culture of teaching and
learning and on student achievement in your campus?
“l know that if | execute my roles accordingly, there will be improvement
in our student academic performance.”
"My presence is felt in every activity at the college because of my roles.
Simply moving through the corridors and observing lecturers and

students can make a difference”.
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What can you say about the culture of teaching and learning in your campus?
“It is good. All the lecturers go to the classroom regularly and | make sure
that all the resources are available. However, sometime service delivery

may be delayed.”

What do you do to ensure that your campus environment is conducive for effective
learning and teaching?
“l ensure that lecturers and students have access to teaching and
learning materials, as well as that the classroom is conducive to

learning.”

How do you ensure that effective teaching and learning takes place in your campus?
“l normally move around the campus once in a while to see to it that
teaching and learning is taking place. The HODs and senior lecturers also

conduct class visits.”

What do you do to improve the instructional skills of your lecturers?
“When | have new lecturers, | delegate mentorship to the HODs, and
educational specialist, the central office also sometimes organises
assessor and moderator training for the lecturers." Mine is to ensure that

HODs keep track of their lecturers' attendance at all sessions.”

What actions do you take in order to effectively manage and supervise curriculum and

instruction in your campus?
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“.Some of the responsibilities are delegated to the HODs. You never
know when you'll be called to a meeting. During this period, the HODs

assume command and ensure that teaching and learning continue.”

“I rely on the report of class visit by HoDs. They conduct class visit. We
have tools that we use during lesson observation and tools for monitoring

formal assessment.”

What do you use to monitor and assess teaching and learning in your campus?
“There are official documents for monitoring formal assessment and

lesson observation.”

How do you assess students’ work? And which level do you usually assess?
“That is the work of HODs and senior lecturers. They are the people in
charge of class visitation. I know that they always assess formal

assessment at all levels.”

How often do you visit classes during contact time?

“As | said earlier, the HODs do visits classes during contact time and they

have monitoring tools for that.”

How do you professionally empower or develop your lecturers in order to improve

teaching and learning?
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"When | have new lecturers, | delegate mentorship to the HODs, and
educational specialist, the central office also sometimes organises
assessor and moderator training for the lecturers.” Mine is to ensure that

HODs keep track of their lecturers' attendance at all sessions.”

What major challenges or hindrances do you experience as an instructional leader
that inhibits the creation of effective teaching and learning in your campus?
“Sometimes, it is the late arrival of student’s textbooks, but not always.

Another challenge sometimes experienced is the students’ protests.”

As an instructional leader, what measures are you taking to solve or overcome these
challenges?
“l just keep on pressing the right button until the textbooks are delivered.
In addition, lecturers are allowed to make photocopies of lesson for the

students.”

What role are lecturers playing in order to overcome these challenges?

“Lecturers will not say that because the textbooks are not yet available
and refused to go to class. They continue going to class and another
method is asking students to return the textbooks they used in previous

level.”

Which actions are taken by the Department of Higher Education to overcome these

challenges?
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“Department of higher education and training via the central office are

always rise to solve any challenges arising.”

What support do you need from the Department of Higher Education in order to

overcome these challenges related to your instructional leadership?

“The department need to regularly organise training for the campus

managers.”

Is there anything that you consider to be important concerning your instructional

leadership, and teaching and learning at your campus that you wish me to know?

“NO 1
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