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WELCOME
Looking around the world today it strikes me
that really inspirational leaders at the highest
level are in short supply. From corporate fraud
at Volkswagen to vacillation from European
leaders in the face of the Syrian crisis, few leaders
seem to be covering themselves in glory. Yet we
need strong leaders now more than ever. In the
face of global systems failure and poverty and
inequality on our doorstep, leaders play a crucial
role in directing and motivating us. Fortunately, if
you look carefully, there are plenty of emerging
leaders who fit the bill. And in this issue we
celebrate them; from young leaders within the

GSB to students and faculty, who are leading by
example at all levels and in all sectors to bring
about much needed change. The collective
impact of these stories, I believe, is evidence that
the GSB’s continued investment in scholarship,
research and practice designed to develop a
brand of ethical and values-driven African leaders
who are committed to making a positive change
wherever they end up working – is paying off. I
hope you enjoy them as much as I do.

A lifetime of learning
At Pearson, we believe in learning – all kinds of learning for all kinds of people. Whether it’s
at home, at university or in the workplace, learning is the key to improving our life chances.
Whether it’s with an idea that opens new doors, a technique that solves a problem, or simply
a new perspective that helps make sense of it all, our professional and consumer learning
books do more to help people make progress in their business, their work and their lives.

JANE NOTTEN
Editor

CONTRIBUTORS
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Walter Baets is the director of the UCT GSB and
holds the Allan Gray Chair in Values-Based Leadership.
Formerly Professor of Complexity, Knowledge
and Innovation at Euromed Marseille École de
Management, he is passionate about building a
business school for “business that matters”.

Inam Mbombo is a content manager for the GSB
account at Rothko. Equipped with a BA from UCT
majoring in Media, English Literature and TV and Film
studies, she also enjoys freelance writing.

Francois Bonnici is the co-founder and director
of the Bertha Centre for Social Innovation and
Entrepreneurship at the UCT GSB. He originally
trained as a medical doctor, has an MBA from
Oxford’s Said Business School, and a Master’s
in Global Leadership conferred by the World
Economic Forum.

Warren Nilsson is co-founder of Organization
Unbound, senior lecturer in social innovation at the
GSB and an associate of the school’s Bertha Centre for
Social Innovation and Entrepreneurship.

Norman Faull is the founding director of the Lean
Institute Africa and an Emeritus Professor at the
GSB. A passionate advocate of lean management,
he has been instrumental in applying its principles
to areas outside the automotive sector in public
sector environments – including hospitals, courts
and the DTI.

Nceku Nyathi is a senior lecturer in the Allan Gray
Centre for Values-Based Leadership at the GSB. With
a pedigree in organisational studies and leadership
theory, he has a deep interest in the role of values in
transforming business on the continent.

Stephanie Giamporcaro is the research director and
a senior lecturer at the GSB. With a special interest
in responsible investing, she is the lead researcher
on the Africa Investment for Impact Barometer, an
annual publication that offers a snapshot of the
investment for impact market in Africa.

Mills Soko is an associate professor at the GSB
specialising in international trade and doing business
in Africa. He convenes the GSB business roundtable
series, which seeks to facilitate much-needed debate
on key social and economic issues.

Tracy Gilpin’s feet remain firmly planted in the fields
of journalism and communications, she is a storyteller
at heart, applying this yin and yang of writing to both
her corporate work and her novels.

Francois Swanepoel is a graduate of Vega School
of Brand Leadership. He works as an in-house
photographer for Rothko and has a passion for telling
powerful stories through the medium of photography.

Dave Marrs is a former Business Day finance editor
who now runs the publication’s Cape Town bureau.
He is also chief lead writer, a columnist and editor
of the Bottom Line. When not engaged thus, he
can be found rowing in False Bay or building boats
in his garage.

Kumeshnee West is the director of Executive
Education at the GSB and an MBA graduate of
the school. In her role at the school, she strives to
create programmes that address unique challenges
and offer participants the opportunity for authentic
development.
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NEWS ROUND-UP
AABS Accreditation for
African business schools –
a new focus on impact

Going global
The GSB has teamed up with Warwick Business School,
one of the UK’s top ranked business schools, to offer
an exciting new international leadership development
opportunity to global customers. From 2016, the
two top business schools will offer an International
Executive Development Programme to a limited number
of delegates that will allow them to experience two
leading business schools in distinctly different contexts
for a well-rounded global learning experience. More
information is available at www.gsb.uct.ac.za/execed.

Online debut
Grace Mugo, accreditation development project manager at AABS.
The Association for African Business Schools (AABS) has announced that it
will be launching an all-African accreditation process that will take African
business school education into the future, where impact matters.
“There is a real desire for African business schools to be more relevant to the
African context, and to produce graduates whose work will be more impactful.
It is a shift away from what has been done before,” said Professor Walter
Baets, director of the UCT Graduate School of Business (GSB) and current
AABS chairperson.
Accreditation is big business in the business school world with top schools around
the world investing much time and energy into acquiring it – particularly from the
top three: AMBA (Association of MBAs); EQUIS (from the European Foundation
of Management Education) and AACSB (Association to Advance Collegiate
Schools of Business).
“It is considered a mark of distinction to have triple-crown accreditation from all
three of these bodies. To date, just three African business schools have achieved
this, of which the GSB is one – partly because it is an expensive and time-consuming
process and not all schools have the resources to pursue this. But we are also
questioning if what they are measuring – and rewarding – is absolutely relevant or
useful in an African context,” Baets said. He added an Africa-focused accreditation
model will enable African business schools to shape entrepreneurial thinking for
the continent’s future.
“The situation in Africa is such that innovation will have to deal with very specific
issues,” he said. “In general, we will have to be able to do more, for less, which is
not the classical focus of innovation,” Baets said.
Grace Mugo, recently appointed as accreditation development project
manager at AABS – based at the GSB, says the goal of the AABS accreditation
system in setting benchmarks of quality business and management education is
to aid African business schools in supporting inclusive social economic growth
in Africa. The benchmarking focuses on the relevance and quality of the inputs
and the consequent impact made by the output. “Significant emphasis is given
to the relevance of a school’s offering and progress in meeting the needs of its
stakeholders in the context of the local operating environment so as to make a
meaningful difference,” Mugo said.
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The GSB has joined forces with Africa’s leading online
education provider, GetSmarter, to develop three new
online short courses that promise to empower business
leaders and entrepreneurs with the knowledge and tools
needed to achieve sustainable business success in a
challenging economy.
The following GSB courses are now accessible online and
part-time, via GetSmarter’s cutting-edge Virtual Learning
Environment:
■■ Values-Based Leadership
■■ Business Innovation
■■ Entrepreneurship for Emerging Markets
According to GSB director, Professor Walter Baets, the move
is critical for the survival of business schools today – especially
those operating in emerging markets.

Specialise me
In response to market needs, the GSB has introduced
two new streams of specialisation in Retail Management
and Leadership in Healthcare on its Postgraduate
Diploma in Management Practice (PGDip) programme.
In addition to the new streams in retail and health care
management, students on the programme can now
choose between five specialisation streams including
social innovation and entrepreneurship, wine business
management and business acumen. Course convenor, Dr
Elanca Shelley said there is a need for more specialised
study options in South Africa because of the complexity
of the challenges that different sectors face. “We know,
for instance, that managers in health care in South Africa
need to understand policy and regulation as well as how to
operate with limited resources,” she said.

Not all doom
and gloom in
education

GSB duo win inaugural A ABS/Emerald
Case Writing Competition

The Bertha Centre for Social Innovation
and Entrepreneurship, a specialised unit
at the GSB, has launched the first South
African Education Innovator’s Review,
aimed at showcasing innovations in the
education sector.

Linda Ronnie (left) with GSB alumna and co-author of the winning case study, Mariam Cassim.
While the South African education system
is underperforming in many areas, there are
numerous schools and organisations that
are getting it right. The review showcases
innovators that have proved their impact in
addressing the key challenge of improving
access to quality education for those who
need it most.
“The poor outcomes of our education
system have driven a huge and promising
response from South Africans to develop
innovative models to improve both the
quality and outcomes of the system,” said
Dr Francois Bonnici, director of the Bertha
Centre. “We’ve uncovered what is being
done by over 120 programmes to address
the challenges in the education sector.
This research was then taken deeper
by identifying the components of these
models that have impacted the system,
in order to share the learnings of the
innovations in our publication.”

Well-known and popular GSB senior lecturer,
Dr Linda Ronnie, and Mariam Cassim, an
alumna of the 2014 MBA class, have been
awarded first prize in the 2015 Association
of African Business Schools (AABS) Emerald
Case Writing Competition.
The AABS and Emerald Group Publishing case
study competition was launched in March this
year in order to encourage and promote the
development of high-quality teaching material
that is African-specific. To meet the submission
criteria, cases needed to focus on real-life
situations in Africa.
According to Ronnie, emerging market case
studies are essential learning tools for postgraduate students at the GSB, but that there is
currently a dearth of suitable African-specific
material from which to draw.
“We need more examples of how organisations
function on our continent, what our unique

management challenges are and how these
might best be approached and solved,” she said.
Their winning case study, M-Pesa: An evolution
in organisational strategy, focused on Vodacom
South Africa that recently implemented a
change in business strategy from typical mobile
telecommunications, to include financial services,
which has seen great success in the last few years
across the continent.
It has been a good year for both Ronnie and
Cassim, with Ronnie being selected for a UCT
Distinguished Teacher Award in December
2014 and Cassim receiving the 2014 Old Mutual
Gold Medal for her outstanding academic
achievements on the MBA.
Cassim was also named by the South African
Institute of Chartered Accountants (Saica) as
a finalist in the 35-under-35 most outstanding
young chartered accountants in South Africa
in 2014.

An MBA for a better world
The GSB has been awarded a place in the Top
40 2015 Corporate Knights Better World
MBA Ranking – the only business school on
the continent to achieve this status.
The Corporate Knights organisation based
in Toronto, Canada, focuses on promoting
an economic system with strong social
development ties. The organisation’s Toby
Heaps said that the GSB was among some of

the world’s top business schools identified for
its socially and environmentally aware MBA
programme. GSB director, professor Water
Baets said the business school is delighted
by the announcement. “Achieving sustainable
growth in a world of constrained resources
and economic instability is one of Africa’s
biggest challenges and the GSB wants to help
ensure that the continent’s future business
leaders find innovative solutions,” he said.
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ACTIVATING SOCIAL
CHANGE: SULONA REDDY
Sulona Reddy, programme manager for the
Rockefeller Foundation Global Fellowship
Programme on Social Innovation at the
GSB’s Bertha Centre for Social Innovation
and Entrepreneurship, believes in being the
change she wishes to see in the world.

AN OPTIMIST AND AN
ACTIVIST:
DR BRIAN GANSON

Reddy has worked in both the public and private
sector in South Africa, but it is her current position
at the Bertha Centre that really inspires her. The
fellowship programme is designed to strengthen
the capacity of global leaders with an appetite
for bringing about change. A diverse group of
21 leaders from Asia, Africa and Latin America
meet for four modules a year at various global
locations and Reddy needs to make everything
happen successfully.

Most people would not voluntary seek out the
most complex environments on the planet for
their research and work, but Dr Brian Ganson,
newly appointed adjunct professor at the GSB,
is definitely not most people.
An expert on socio-political risk management,
conflict prevention and collaboration, Ganson’s
work has taken him all over the world. To West
Africa, the DRC, Latin America and Kosovo, he
admits his love for travel ties in with his passion
for his work, which focuses on the relationship
between business, conflict and development. “I
like to think that having moved a lot helps me
approach each new place with greater curiosity;
what are the stories people tell about the place?
Who’s doing what to build the future?”

New GSB finance lecturer, Lungelo Gumede
enjoys teaching students almost as much
as he likes developing business ideas and
promoting entrepreneurship.
“I have a deep interest in commercial solutions that
can help to develop youth from disadvantaged
backgrounds,” he says. Over the past few years,
he has been growing start-up business Headboy
Industries Inc, which he co-founded with partner
Ludwick Marishane. The company manufactures
and distributes the innovative DryBath product,
a waterless cleaning agent for people with no or
little access to water.

Drawing on this diverse experience, Ganson
recently designed and led a programme on
conflict and business at the GSB in partnership
with the Norwegian Ministry of Foreign Affairs
and ACCESS Facility, an international non-profit
organisation focused on company-community
conflict and its resolution. The programme, titled
Company-Community Mediation for Complex
Environments, was the first collaboration between
the GSB and the Africa Centre for Dispute
Settlement, which Ganson heads up. A civil rights
attorney from Texas, Ganson has counselled
UN agencies, companies and NGOs, published
numerous books on conflict prevention and is
editor-in-chief of ACCESS Facility.

“What I enjoy about the Bertha Centre’s
approach is that it puts people and collaboration
first, and there is a deep commitment to working
in a way that reflects our values,” says Reddy.
Born and raised in Durban, she spent her last
two years of high school in the US on a United
World Colleges scholarship, then relocated
to Cape Town for her undergraduate degree
in economics and political studies at UCT and
went on to do her MBA in 2005. She has worked
in many areas, from being the special advisor
to the Minister of Environmental Affairs and
Tourism to leading sustainable development
within South African Breweries and serving as
the first general manager of the Motion Picture
Licensing Corporation.

Ganson’s work at the GSB will focus on the
question, why do people stop seeing the value in
working together. He believes that no matter how
difficult or violent the environment, people are
able to draw on reserves of strength to achieve
positive change. His observations have made
him an eternal optimist.“It is a lot more fun and
productive to be an optimist and an activist, than
merely a commentator. My work is about enabling
transitions from destructive conflict to contexts
where parties can work on peace.”

But her heart has always been in socially
responsible and sustainable work and she
believes that it is in this area that innovation
holds so much promise for effecting real change.
“What excites me about social innovation is
that it isn’t predominantly ‘owned’ by any single
sector and it has been a vehicle for collaboration
between government, private sector, NGOs,
community-based organisations, philanthropic
and academic institutions on a scale that is almost
unprecedented in recent history,” she adds.
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PASSIONATE ABOUT
YOUTH DEVELOPMENT:
LUNGELO GUMEDE

Starting the company has not been easy and
Gumede is keen to share the lessons he has learned
with others. “Success does not come quickly. My
advice to young people is to make their business the
centre of their lives, designing everything around it,
taking care of how they handle expenses and how
much time they spend with family and friends.
”Gumede will be involved in several GSB academic
programmes in 2016 and has already started
tutoring MBA students. He says interacting with
students who are eager for business knowledge is
hugely rewarding and stimulating for him.
Originally from Johannesburg, Gumede now calls
Cape Town home. He studied business science at
UCT and has a Master’s in Development Finance
from the GSB. He went on to co-found and head
up operations at Headboy Industries, which also
runs Excel@Uni, a dedicated programme for
bursary students at university, providing support
for personal and professional development for
these students. He is a believer in the power of
coaching young people and supporting African
businesspeople in finding business solutions for
the continent’s developmental problems.
“Everyone’s journey as a start-up is unique
but generally, I think, there is a need for more
business experience for young entrepreneurs.”

The GSB’s Dr Nceku Nyathi
will co-chair the third biennial
Conference of the Africa Academy
of Management in Nairobi.
There is a pressing need for a new African curriculum when it comes to
management theory and teaching leadership development at business
schools in Africa and it is up to African business schools to shape that.
So said Dr Nceku Nyathi, Senior Lecturer in the Allan Gray Centre for
Values-Based Leadership at the GSB.
Speaking ahead of the Africa Academy of Management (AFAM) biennial
conference in Nairobi next January, Dr Nyathi, who is on the executive
committee of the AFAM and co-chair of the conference, said that
business schools need to build managers who have the skills to lead
organisations in Africa. “It is about developing the best managers in
tune with the challenges experienced locally but at the same time, we
need to expose them to the very best global thinking around
management training.”
AFAM is a collaboration that brings together academics from business
schools in Africa and management practitioners and scholars from the
diaspora, as well as top scholars from business schools around the world. It
seeks to support and empower African academics across the continent by
fostering collaborations and boosting connections, but also by focusing on
specific problem areas such as developing and mentoring doctoral students
through annual PhD workshops.
One of the biggest problems facing academia in Africa is the lack of high
quality researchers. “There is very poor PhD training in Africa. If you look at
what is published globally and compare this to what African academics bring
out, the output is much smaller,” said Nyathi.
The conference, themed Managing Africa’s Future: Prospects and Challenges,
will see top scholars from around the world gather for a week of presentations,
workshops and panel discussions based on management issues in Africa. It will
also feature a dedicated programme for doctoral students.
“We argue that we must be bold in inserting knowledge about management
in Africa into the broader knowledge conversation. We must generate
indigenous knowledge about management in and for Africa and at the same
time be bold enough to challenge existing canons,” said AFAM president,
Professor Stella Nkomo in her call to academics to submit papers for the
conference.
“Through our research, we can push the boundaries of existing knowledge
to make management knowledge more inclusive. The opportunity has never
been greater,” she said.
GSB director, Professor Walter Baets agrees. He is of the opinion that African
business schools could blaze a trail internationally for others in the field
of management theory and leadership development. “Emerging market

Dr Nceku Nyathi.

“New bodies of knowledge need to be
created around what it means to be a
manager in Africa, the real experiences
of African leaders and what it takes to
head up large corporations in Africa.”
thinking goes beyond the geographical emerging markets. For me, it is
all about thinking how you, as a leader, are able to take responsibility in an
economy that is changing every day. That is something you would rather
learn in an emerging market business school, than in a traditional Western
business school,” he noted.
Nyathi said that African academics are ideally placed to help entrepreneurs
identify business opportunities, training students to see opportunity instead
of problems and coming up with innovative solutions that are profitable as
well as socially responsible. He said too often NGOs or foundations become
involved in tackling a housing or transport crisis in an area, when this in fact,
could be a business opportunity for a local entrepreneur or start-up.
He thinks this is where the AFAM can play an important role. “We can provide
the skills training, the networking and connecting opportunities, helping to
empower people by opening minds, stimulating and inspiring them.
“So the questions we need to be asking are around race diversity, identity
and ethnicity. FNB wants to open branches in Kenya, Uganda and Nigeria.
What do they need to be successful there? Why is Woolworths struggling
in Nigeria?” The answers to these questions don’t lie in textbooks, but in
the field where they need to be uncovered by academics, said Nyathi. “New
bodies of knowledge need to be created around what it means to be a
manager in Africa, the real experiences of African leaders and what it takes
to head up large corporations in Africa.”
It goes to the core of what the AFAM is trying to do – to grow the quality of
academic research and leadership thinking on the African continent. But not
just by connecting academics and ideas, there is the hope that a real tangible
difference will be made in empowering students to become business leaders
who are as focused on profit and the bottom line as they are on social
upliftment and development.
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Missing in action

SA institutional investors have publically bought into the
principles of responsible investing practice, but they are not
always asking the right questions when it comes to corporate
governance – and the Marikana tragedy is a case in point.
By Stephanie Giamporcaro

With all the commentary around Marikana
and who is to blame, one constituency has
been startlingly absent from the debate.
The role of institutional investors – those who
chose to invest money into Lonmin in the runup to the tragedy in 2012 (and subsequently)
– have not been interrogated at any point, and
nor will they be.
In a very real way, institutional investors are
the silent – and most powerful – players in
the South African business landscape, but
they are never in the firing line or even among
those questioned when things go awry. From
African Bank and First Tech to the Marikana
tragedy, we are so used to them not having a
voice, we forget they exist – and yet they are
very much there.
South African investment companies are,
by and large, signatories to the United
Nations-supported Principles for Responsible
Investment (PRI) Initiative, an international
network of investors that seeks to understand
the implications of sustainability for investors
and supports signatories to incorporate these
issues into their investment decision-making
and ownership practices. Yet, too often there is
a sense that these same companies are turning
a blind eye to corporate governance red flags
that, at best, are contrary to the principles they
are pledged to and, at worst, threaten the very
sustainability of their investments.
Until the day of a bank’s default or an
organisation’s collapse, institutional investors,
along with top executives, often claim
ignorance of the state of the company’s affairs.
In the case of Marikana, many would argue
that a cool look at how much Lonmin workers
were being paid and the type of conditions
they were living and working in, alongside
the usual examination of balance sheet items
and earnings projections, might have yielded
some insights into the coming troubles.
If that tragedy has shown us anything it is that
risk profiles increase when social responsibility
is neglected. And while it might be too much
to expect institutional investors to take a
stand against the extractive industries and
their dubious HR practices, at the very least,
the appalling conditions of the miners might
have raised some investment red flags.
Even if the plight of the miners had not
troubled investors unduly, from a corporate
governance perspective, questions should
have been asked about the credibility of the
Lonmin board. In many respects, the board was
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not properly informed and poorly functioning,
Cyril Ramaphosa’s extraordinary role as nonexecutive director with too much power is
evidence of that. The board has been accused,
amongst other things, of failing to uphold its
duties under Chapter 8 of King III governing
stakeholder relationships, by ignoring the shifts
in union relations and not recognising minority
unions as stakeholders – a key contributing
factor to the awful deaths that followed.
Lonmin is not the only example in recent history
where corporate governance red flags were
not seen – or ignored – by investors. When
the First Tech Group collapsed in 2011 (the
first-ever investment-grade corporate bond
default in South Africa – involving between
R800 million and R3.5 billion of investor fund
fraud), investors also missed blatant corporate
governance shortcomings.
A study by students of the GSB showed that key
problem areas at First Tech were an over-complex
corporate and financial structure, a ghost board
of directors in no position to ask the right
questions, a lack of independent and reputable
auditors, and a ticking-the-box attitude towards
codes of corporate governance.
Maybe it is harder than we think to spot these
issues – hindsight is after all always easier
than foresight – but the point is, corporate
governance guidelines provide institutional
investors with a perfect blueprint to at least ask
the right questions at the right moment. It is a
tool that should enable investors to see beyond
the numbers.

The King III Report on Corporate Governance
offers guidelines on required structures and
processes, which help guard against undue risk.
Some might say they are basic common sense.
Investors should always be on the lookout for
red flags, which may include anything from
fraudulent accounting schemes to too much
power being vested in individuals or top
management taking on multiple corporate
roles. At First Tech, for example, the fact that
founders Wiggill and Bertulis shared the roles
of chairman, CEO and CFO, should have set
the red flags fluttering.
But it did not. The GSB study found an unusual
complacency
among
many
institutional
investors, apparently charmed by the charismatic
personalities of the two founders and their
promises of high financial returns.
One of the big problems of the financial industry
is that it is a sector naturally inclined to look
for short-term profit. High-yield investments
are popular and investment experts are always
searching for lucrative deals. In the case of First
Tech, investors were said to choose the First Tech
bond because it was the best-fixed income return
opportunity at the time.
Often investment decisions are made without
taking longer-term views and this lack of systemic
oversight was instrumental in the collapse of
African Bank in 2014. Investors more attuned to
sustainability and ethical principles would have
picked up on the unsecured lending business as
potentially fragile investment ground.

“In a very real way,
institutional investors
are the silent – and most
powerful – players in the
South African business
landscape, but they are
never in the firing line
or even amongst those
questioned when things
go awry.”
Investors have a duty of care to help prevent
such corporate governance violations, especially
when they threaten the lives and livelihoods of
citizens – that is largely what the Principles of
Responsible investing are all about. However,
right now in South Africa, it appears that a culture
of looking the other way prevails.
Lonmin, First Tech and African Bank were
largely celebrated, prior to the dramatic events
that cannoned them into the spotlight, as
good corporate citizens. Lonmin was actively
marketing itself as a “sustainable investment”
up to May 2012, and the CEO of African Bank
was frequently and sycophantically quoted in
the media as being in business “for the poor”.
Nobody questioned it until it was obvious that
the bank’s agenda towards the poor was anything
but sympathetic.
These companies are living proof that a tickingthe-box mentality is still largely pervasive in South
Africa in relation to environmental, social and
governance (ESG) matters and this should send
the country’s business, finance and governmental
elite back to the drawing board – if they want to
build a truly sustainable and inclusive economy.
This might include strengthening regulatory
incentives to make voluntary codes perhaps
a little less voluntary. But it also requires that
institutional investors play their part in holding
the companies they invest in to account.
Individual investors and shareholders have a
role to play here, too. As individuals we can
put pressure on companies and institutional
investors by asking the awkward questions. The
fast-growing global divestment campaign is just
one example showing that individuals don’t have
to wait for the big institutions to do the right
thing – we can force them to.
This is not an idle or idealistic call to action.
As South Africans struggle to put Marikana
behind them, we need to realise that it could
happen again – in any sector of the economy.
Terrible conditions continue on the mines, the
gap between rich and poor grows, and many
furniture companies and micro credit agencies
are pushing South Africans into a dangerously
indebted position. The situation is bound to
create societal tension and where there is
tension, there is the risk and the potential of
systemic disaster.

Lonmin Platinum Mine in the North West, were police opened fire on striking mineworkers.
Photo: Kevin Sutherland. © Sunday Times/ Times Media.
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leader facilitates greatness, and is in this way the
very heartbeat of the organisation.

Leading with soul

Yet, interestingly, a South African workplace
survey conducted by Deloitte in 2014 revealed
that 60% of companies named leadership gaps
as their biggest challenge and 89% described
the issue as urgent and important. Somewhere,
leadership is missing something. Could this kind
of introspective, service-oriented leadership be it?

Of course, the spiritual leadership movement is
not new. It emerged as early as the 1920s and has
steadily gained traction. But over the decades, it
has also evolved, changed and splintered.
Spiritual leadership searches for congruency
between the world of work and the community
from which workers live and move and have their
being; it allows the whole person, respectfully, into
the working environment. It locates profitability on
a continuum with people and care of the planet
from which business derives its profitability.
The issues at stake may sound abstract, but really,
the purpose of spiritual leadership is ultimately
very concrete. The success of every aspect of
business depends on a search for meaning. If a
product or service does not offer meaning, or
does not add to the purpose of the consumer’s
life, it has a limited shelf life.
“Whenever people come into the course I
lecture, the first thing the executives ask me is:
‘Am I going to lose profitability?’ says Archbishop
of Cape Town, Thabo Makgoba, who teaches a
module on Spiritual Leadership on the Executive
Education short course – Creating and Leading
the Value-Driven Organisation, at the GSB. “They
say, ‘we care about values, but we are here for
the bottom line.’ Fortunately, these things are
not mutually exclusive. We are all searching for
meaning. We are all looking for dignity.”
Consider the words of technologist, Stafford
Masie, when contemplating the success of
Steve Jobs: “He always understood that it was
not a technology story, it was a human story.
He succeeded because he understood human
nature,” Masie said during a recent address at
the GSB. Jobs’ products worked because he
understood human needs, and spoke to them.
What he produced had meaning for people.

Archbishop Thabo Makgoba, who teaches a module on the GSB’s Creating and Leading the Values-Driven Organisation, addresses the crowd at the
recent anti-corruption march in Cape Town. Photo by Retha Ferguson.

Profitability and service-oriented leadership, in the
mould of Nelson Mandela or Gandhi, are not mutually
exclusive. If we are to build a sustainable economy,
introspective and ethical leadership is the way to go.
By Walter Baets
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Viktor Frankl’s account of his painstaking
work to rebuild his life after the trauma of
being held captive in a concentration camp
has gripped philosophers, academics and
ordinary people in search of purpose for
decades. It is what it says on the cover: Man’s
Search for Meaning.
Frankl was grappling with what is increasingly
preoccupying forward-thinking business leaders;
those who are beginning to understand that as
business becomes ever more competitive, it is
not enough simply to be faster, better, cheaper,
we also need to think bigger. That is, to really
think bigger – not just literally, in terms of
expansion, but holistically, in terms of purpose.

The second aspect at play is within the workplace
itself. As the global business environment
becomes more competitive, it is a simple fact
that businesses cannot retain their edge if they
are unable to retain the best talent in their
industry. If companies are failing to offer their
employees opportunities for personal growth;
if leadership is disrespectful, employees have
ample opportunity to seek greener pastures.
According to Archbishop Makgoba, spiritual
leadership can play a significant role in
fostering higher levels of staff retention. For the
archbishop, a core element of spiritual leadership
is to serve, not to put oneself first, following the
leadership model of Nelson Mandela, Gandhi,
Pope Francis and the musical guru Hayden. The

It may well be, as employees become more
empowered to follow their passions and insist on
opportunities for growth and respect. According
to a 2013 Bersin/Deloitte report titled Source
Predictions for 2014: Building a Strong Talent
Pipeline for The Global Economic Recovery, “As
the economy picks up, people will start changing
jobs. Social recruiting tools (like LinkedIn, Twitter,
Glassdoor and Facebook) make it easy to find
new opportunities, so companies have to shift
their focus towards retention.” And that will
include making sure they find greater meaning in
their work.
The retention of fully engaged, passionate,
purposeful staff is no small advantage.
Statistically, companies that increase their
number of talented managers and double
the rate of engaged employees achieve, on
average, 147% higher earnings per share than
their competition (Gallup); 33% of senior leaders
believe employee loyalty has a direct relationship
to profits and highly engaged employees are 2.5
times more likely to stay at work late if something
needs to be done after the normal workday
ends and more than three times as likely to do
something good for the company that is not
expected of them.
All of that said, however, the irony is that to
embark on a path of spiritual leadership in order
to increase profits is counter-productive, says
Makgoba. As Frankl famously said: “Don’t aim at
success. The more you aim at it and make it a
target, the more you are going to miss it.”
The archbishop’s intention is not to do a hard sell
on the profitability of spirituality, but merely to
illustrate that profitability and spiritual leadership
are not mutually exclusive. “I’m very conscious not
to use spirituality as a commodity,” he says. “That
will make it irrelevant soon. Spiritual leadership
is much more than that. It is about all of us,
executives and workers, searching for something
greater than ourselves, a legacy that can make
a connection within ourselves – a connection as
human beings, in a working environment.”
This connection can, of course, be especially
advantageous in an environment like South Africa,
where the triple burden of poverty, inequality
and unemployment continues to plague society
and where labour unrest is no small challenge.
In this environment, it is essential that we begin
to connect on a human level – and that our
negotiations begin to take on an altogether more
connected, respectful character. This is what
Makgoba calls “narrative” negotiation, arguably
an allusion to the fact that it is allowed to develop
organically, and that everybody’s story is heard.
At any rate, it is going beyond technocratic
negotiation into an altogether more level playing
field – one that South Africa so desperately needs
if the economy is to stabilise.
Given all this, the question then, is can leaders
afford not to look inward?
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“Leaders can achieve more by asking
for help. As the African proverb goes,
“ okuhlula amadoda kuyabikwa ”,
which, loosely translated, means that
what is a challenge to the individual is
declared to the community. And often,
reaching out could spell the difference
between success and failure.”

Beyond help

Eskom is the latest casualty in a long list of state-owned enterprises in
South Africa that have been hard hit by crippling management problems
and could have done well to heed this advice. Not only is the company’s
leadership facing an uncertain future, the power utility is in the midst of an
unprecedented power crisis that is hurting South Africa’s economy and, in
many respects, that of the continent at large.
Rating agency Moody’s warned that the investigation into Eskom and the
suspension of four top executive earlier this year were “credit negative”
for the utility, as they dented investor sentiment. And Standard & Poor
(S&P) downgraded Eskom’s long-term credit rating to junk following the
suspensions, saying it had less confidence in the power utility’s corporate
governance arrangements and its stand-alone credit profile. Nothing has
shifted since then to change these perceptions.
Other state-owned companies that have in recent times struggled to execute
their mandate and generate revenue, largely due to management troubles
include South African Airways, the South African Broadcasting Corporation,
which has debatably not known stability in many years, and Telkom.
Undoubtedly, the intricate social and political milieu under which the
management and leaders of these state-owned entities operate often
complicates their work. But not asking for help is further exacerbating
the situation.
Leaders need to be comfortable and not feel threatened by bringing in
valuable skills from outside of the organisation. There is also no harm in
bringing in the private sector to partner with them on some key projects,
ensuring that they are finished on time and on budget.
Eskom's State of the System address at Megawatt Park. 2015. CEO Tshediso Matona addresses the media.

The unprecedented crisis
at Eskom could have been
avoided if there was a
culture of asking for help in
South African business.

John F. Kennedy, one of America’s most charismatic and visionary
presidents, once said that leadership and learning are indispensable
to each other. Being in charge does not always translate to knowing
everything about the company or the business world. Leaders
should therefore always strive to learn new things and be prepared
to ask for help.

By Nceku Nyathi

The current crisis at Eskom and other troubled parastatals would arguably
not have happened if a culture of asking for help existed in South Africa.

The reasons could be numerous and some possibilities could be that given
the toxic and complex nature of who gets to lead some organisations in
South Africa – especially the troubled state-owned enterprises – that this has
bred this inward looking culture rather than outward looking and leading and
thinking what is best for the organisation and the community.

Leaders can achieve more by asking for help. As the African proverb goes,
“okuhlula amadoda kuyabikwa”, which, loosely translated, means that what
is a challenge to the individual is declared to the community. And often,
reaching out could spell the difference between success and failure.

Therefore seeking help could be perceived as a sign of not being good
enough or weak or not properly qualified ... after all, we have seen recently
people claiming to have held certain qualifications only for it to have been
found that this was not the case.

Asking for help is something that is gaining traction in top businesses around
the world. In order to be more effective, leaders and managers in many
organisations commonly make the most of coaching, executive education
and enrolling in postgraduate programmes in economics and management.
According to a 2013 survey by Stanford Business School, almost one third of
global CEOs are in a coaching process, while 100% of those surveyed said
that they would be receptive to outside advice and assistance.

Edgar Schein, a former professor at the MIT Sloan School of Management,
writing in the Ivey Business Journal, says that one of the reasons that people
in business struggle to ask for help is that in most cultures, once a person has
grown to adulthood and is healthy, the norm is that she or he can manage
on their own. “To ask for help puts the person ‘one down’ and makes that
person temporarily vulnerable,” Schein says.

But this does not seem to be a generally accepted culture among South
African leaders.
The problem is that asking for help in South Africa is generally perceived as
a sign of weakness or ignorance, implying that someone can’t get the job
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done on their own. A further hurdle to asking for help could be the fear of
incurring a social debt. After receiving help some would ask “What do I owe
this person now?”

But, Schein adds that the leader of the future will have to both seek and give
help because all the functions that make up the typical modern organisation
have become technically complex. “The impact of this growing complexity
is that a leader, whether the CEO or a project manager or the chair of a task
force, will know less than most of his or her subordinates about how a specific
task is to be accomplished.”

Education institutions have a major part to play here, especially the business
schools that teach and coach the managers and leaders of these institutions.
We need to equip them with skills and moral character based on solid
values, to ensure that when they assume leadership positions they have been
exposed to what might happen as a result of poor decision-making and the
pursuit of poor strategies – including not being able to ask for help.
Schein argues that offering, asking for and/or receiving help are disruptions
of the normal flow of the social order and must therefore be handled with
care if the help is to be helpful – especially in situations that are hierarchical.
Could it be especially difficult for government to ask for help?
“The pitfalls of helping are inherent in any relationship, especially in a
relationship governed by a hierarchy. The higher-ranking person ordinarily
finds it difficult to ask for help from a subordinate, not for personality reasons
but because the social order defines it as abnormal, that is for the higher-up
to need help from the subordinate. It might be considered a loss of face for
the boss to go to the employee for help, so it is unlikely to be done even
when necessary”.
But Schein offers advice to leaders: “As the world becomes more complex,
networked, interdependent, multi-cultural and ideologically diverse, you
will increasingly find yourself in situations where you will need help from
subordinates, and in which subordinates will ask for help in areas where
you are not an expert. To manage either situation effectively, you will have
to develop a degree of humility and the process skills. Whatever else
you think about or do, do not oversimplify the helping process. Rather,
recognise how complex the helping relationship is, especially across
hierarchical boundaries.”
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A public sector
institution with private
sector discipline

Much is riding on the ability of the BRICS New
Development Bank to mobilise industrialisation and
economic development on the African continent, and,
following a direct challenge from President Jacob Zuma,
MCom in Development Finance students at the GSB are
working on a plan to maximise its chances of delivering.
By DAVE MARRS

Photo: The press service of the President of Russia.
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THE BRICS bloc (Brazil, Russia, India, China
and South Africa) of leading developing
countries hosts more than 40% of the
world’s population and generates 22% of
global gross domestic product, a figure
that has been on an upward trajectory for
more than a decade.
Yet efforts to reorganise the governance
structures of the major international
development finance institutions – specifically
the World Bank and International Monetary
Fund – to give developing countries a
corresponding increase in influence have
been fruitless.
This was undoubtedly a significant factor
motivating the launch of a new institution
that would be financed by, and therefore
focused on, developing nations. The New
Development Bank (commonly known as the
BRICS Bank) duly opened its doors in Shanghai
in July, with the stated aim of financing the
construction of essential infrastructure as a
means of encouraging industrialisation and
economic development.
With an authorised capital base of $100 billion,
the Bank is small by comparison to its
established peers. However, newly-appointed
vice-president Leslie Maasdorp, a former
South African public enterprises department
deputy
director-general
whose
most
recent position was in the private sector
as Southern Africa president of Bank of
America Merrill Lynch, does not see that as
a problem.
He says the objective has never been to
“challenge or replace” the Bretton Woods
institutions, but to “improve and complement”
the existing international development
finance system.
“In 2013, a McKinsey Global Institute report
found that ‘globally, $57 trillion in new
infrastructure investment would be required in
the period up to 2030, simply to keep up with
projected GDP growth. This estimate suggests a
requirement of $3.2 trillion investment a year’,”
Maasdorp wrote in Business Day recently.
“When assessed against current infrastructure
spending by all the multilateral development
banks combined, this leaves a huge financing
gap. The New Development Bank and other
new institutions such as the Asia Infrastructure
Investment Bank are contributing to closing
this funding gap. As opposed to being
competitors or rivals, the World Bank and
others are viewed as partners in development.”
It is encouraging that the bank’s new
leadership has taken this approach, because,
as UCT Graduate School of Business (GSB)
Master’s in Development Finance (MCom)
student Refilwe Moloto points out, the scale
of infrastructural investment required just in
Africa to address backlogs and keep pace with
the economic development of the rest of the
world is estimated by McKinsey at $118 billion
a year.
The continent is not only going to need to tap
every available source of finance if it is to come
close to realising its potential in the coming
decades, it would also benefit from far better
cross-border coordination of development
activities and some out-of-the-box thinking that
is better tailored to African realities.
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The GSB MCom in Development Finance
programme is one of just a handful in
Africa that seek to train a new generation
of professionals to enhance the design and
implementation of development initiatives on
the continent. The programme has evolved
in recent years from being attended primarily
by public sector enterprise employees to
attracting a wide range of senior investment
and infrastructure professionals seeking to
sharpen their expertise within the policymaking framework, specifically as it pertains
to Africa. The class has grown to almost four
times its size at inception.

antiquated lending models of the developed
world and create yet another conservative
lending institution.

Moloto and her classmates have been putting
a great deal of thought into the question of
Africa’s economic development, both as part
of their course – which this year attracted
students from Kenya, Ghana, Mozambique,
Zambia, Zimbabwe, Namibia, Lesotho and
South Africa, as well as the Middle East and
North America – and in pursuit of a special
project that arose following an impromptu
visit from President Jacob Zuma earlier in
the year.

Moloto says considerable progress has been
made to this end, with a working draft already
in circulation among the participants. She is
understandably reluctant to give too much
away before the final version is presented to
the president, but agreed to outline its overall
thrust for this article. The document will not dwell
on the major challenges facing the continent,
she says, as these are already well known, but
rather on how the BRICS Bank’s Africa Regional
Office can differentiate itself from the existing
development finance framework in actually
seeing through solutions to the myriad problems
facing the continent.

Zuma, who was at the GSB for prescheduled
political meetings of the ANC’s National
Executive Committee in March, was invited on
the spur of the moment to engage with the class
and the conversation turned, naturally enough,
to Africa’s development and specifically the
role of the BRICS bank. After mentioning that
he personally pushed to have a second satellite
office of the New Development Bank (NDB)
located in Johannesburg, Zuma expressed
concern that the bank would merely adopt the

His parting challenge to the MCom class to come
up with ideas for how the bank might produce
innovative financial solutions, collaborate
with local stakeholders and address the credit
challenges facing African small- and mediumsized enterprises (SMEs) was not taken lightly:
the group resolved to do the research and
present the presidency with a comprehensive
paper addressing these issues before the end of
the year.

She warns that while the political and structural
conditionalities attached to development finance
provided by established institutions have been
problematic in the past – as even European
countries such as Greece have discovered in
their attempts to escape recession while forced
to implement growth-sapping austerity measures
– the NDB should not be seen as a panacea.

“The role played by the
Asian Development Bank is
a good example to follow,
in that it has successfully
leveraged the finance
available from national
development institutions
in the region to produce
outcomes that amount to
more than the sum of what
each could have achieved
on its own.”
“A hundred billion dollars is less than the
Public Investment Corporation’s assets under
management, and as an equal partner in the
bank, Africa only qualifies for 20% of that. We
must recognise that South Africa is viewed by
many as the ‘baby brother’ in the NDB. While
contributions to core bank capital are equal, the
contingency reserve exists to allow cyclical topups and is 41% contributed to by China, 18%
each by Brazil, Russia and India, and just 5% by
South Africa. Each of these countries has its own
developmental agenda.

“In addition, it’s important to approach this
unemotionally: the conditionalities imposed
by Western development finance institutions
can, in fact, be supportive of development at a
national level when implemented appropriately.
Importantly, sovereign developmental lending
– even south-south and from Eastern lenders –
always carries with it some kind of conditionality,
perhaps not at national level, but rather at
project level.”
Moloto welcomes Maasdorp’s insistence that
the bank will be driven by pragmatism rather
than any ideological doctrine such as the socalled ‘Beijing consensus’, especially where he
says the aim will be to complement the existing
efforts of multilateral and regional development
banks, since this is likely to be one of the
MCom group’s central recommendations.
Their research has revealed that almost
$1 trillion in development finance is available
on the continent already via a range of existing
national and regional savings and development
institutions, before even considering the private
sector capital that can be mobilised; from within
the Economic Community of West African
States, East African Community, Southern African
Development Community and beyond. The
missing ingredient in ensuring these funds get
bang for their buck is actually coordination and
efficient implementation.
“This lends itself to the bank being a regional
mobiliser of this capital, forgoing in-country
projects to rather focus on regional links and
intraregional investment where the bank’s
member countries can provide focused sector
expertise to address policy gaps,” she says.

“The success of the continent as a whole
depends on the simultaneous success of
its parts – to foster intra-regional markets,
mutually beneficial industry and crossborder social stability – all in the quest for
developmental growth.”
The role played by the Asian Development
Bank is a good example to follow, Moloto
adds, in that it has successfully leveraged the
finance available from national development
institutions in the region to produce outcomes
that amount to more than the sum of what
each could have achieved on its own.
Another problem facing development finance
institutions in Africa is a lack of quality data,
which goes hand-in-hand with a dearth of
technical expertise. Moloto says the BRICS
Bank’s Africa Regional Office has the potential
to be a really great attractor of talent.
“One of our recommendations is that it
develop its own research capability so that
it can price risk appropriately. The operating
model we would define talks to ‘win-win’
partnerships with leading institutions and
best-in-class talent from across the world,
defining what we call a public sector institution
with private sector discipline.
“With the right cooperation mechanism
African governments could successfully link
their national infrastructure developments to
form regional networks, the likes of which the
continent has never seen before.”
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How to
bridge the
businessstate divide
As South Africa struggles to
address its triple challenge
of unemployment, poverty
and inequality and halt the
decline of the economy,
a growing rift between
government and business is
not helping the situation.
By Mills Soko

The South African economy is under grave threat. In the past year, the
value of the rand has declined precipitously. The economy has been
plagued by high and persistent current account and budget deficits,
coupled with long-run inflation and high government and household
debt. In 2014, protracted strikes on South African mines, particularly in
the platinum sector, damaged output resulting in hundreds of millions
of rands in lost company sales and worker wages. The energy crisis has
continued unabated, while deep concerns have been raised about the
progressive hollowing out of public institutions.

Anti-corruption march in Cape Town. Photo by Retha Furguson.
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Economic growth has declined since its peak prior to the 2008 global
financial crisis. South Africa’s growth rate is well below what is required
to alleviate the pressing triple challenge of unemployment, poverty and
inequality. The economy has been unable to absorb thousands of new
entrants into the labour market, and young people have borne the brunt
of high joblessness.
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South Africa is underperforming compared
to its peers on the African continent and
other emerging markets. The causes of this
underperformance are largely internal rather than
external: they have to do with weak leadership,
poor decision-making and policy paralysis.

“The tension between business and government has
worsened since the onset of President Jacob Zuma’s
administration in 2009. Under Zuma’s leadership, only
a chosen few business leaders have enjoyed access to
him, owing to their political affiliations rather than their
standing in the South African business community.”

Regrettably, progress in realising our country’s
economic potential has been stunted by deepseated mutual suspicion and distrust between
business and government in South Africa. This
has been evidenced by a growing distance
between business and government leaders, even
as the need for the two sectors to work together
to solve South Africa’s economic problems could
not be more pressing.

government and business was amplified by the
‘You Can Help Campaign’ launched by First
National Bank in January 2013, which featured
a series of online videos in which youths called
for change in South Africa to combat the
country’s myriad economic and socio-economic
challenges. The campaign was viewed by the
ANC as a thinly veiled political attack on the
leadership and the capabilities of the ANC
government. In a hard-hitting rebuke of the
campaign, ANC spokesperson, Keith Khoza,
described it as “disingenuous” and labelled it
an “attack on the president, his ministers and the
government as a whole”.

“Visionary and effective
leadership from
government, coupled
with strong support from
the business sector,
labour unions and
broader civil society,
is required to reverse
South Africa’s economic
underperformance.”

These views have been echoed in other
situations in which the Zuma administration has
castigated the business sector for a perceived
lack of patriotism, and for not caring enough for
the communities in which it operates.
The mutual distrust between business and
government has fuelled the distinct lack of a
constructive dialogue between these two key
societal actors in South Africa. Instead of working
together to address the all-important objectives
of growing the South African economy and
addressing the pressing social and economic
problems facing the country, the business and
government sectors have opted to go it alone,
often operating at cross-purposes to each other.

This is not a new phenomenon. It follows a history
of tension between government and business
since South Africa’s first democratic elections in
1994, especially during former president Thabo
Mbeki’s tenure. The ANC government has
frequently berated the business community for
criticising policies and publicly voicing concerns
about political leadership and risk in South
Africa. Mbeki, for example, openly accused
Sasol of “bad mouthing” the government’s Black
Economic Empowerment (BEE) policies, after
Sasol had highlighted BEE as a potential risk
factor in a filing to the New York Stock Exchange.
Mbeki also publicly chided Tony Trahar, former
Anglo American chief executive, for remarks he
made in the Financial Times about political risk
in South Africa.

The South African government has sometimes
developed policies with long-term implications
without necessarily conducting proper and
sufficient consultation with the business sector,
which is pivotal to the successful implementation
of the government’s policy decisions. And, to
compound the difficulties, all too often South
African business has not provided a muchneeded counterbalance to the government’s
policy discourse. In many instances, the business
sector’s stance on policy issues has been
defensive. Furthermore, the business sector has
tended to display an arrogant and know-it-all
attitude towards the government.

The tension between business and government
has worsened since the onset of President
Jacob Zuma’s administration in 2009. Under
Zuma’s leadership, only a chosen few business
leaders have enjoyed access to him, owing
to their political affiliations rather than their
standing in the South African business
community. As such, there remains a great
deal of tension and mutual distrust between
business and government in South Africa.
Many business leaders deplore the quality of
leadership in government and simply do not trust
government officials to understand the needs
of the South African economy and to act in its
best interests. In 2012, for example, Reuel Khoza,
chairman of Nedbank, incurred the wrath of the
African National Congress (ANC) for voicing
unhappiness at the government’s governance
track record. Moreover, the discord between
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What needs to be done? Visionary and effective
leadership from government, coupled with strong
support from the business sector, labour unions
and broader civil society, is required to reverse
South Africa’s economic underperformance
and to ensure that South Africa achieves its
considerable economic potential. Moreover,
bridging the trust gap between the government
and business will ultimately hinge on successfully
rebuilding the shattered trust between the two.

National Union of Metal Workers of South Africa (NUMSA)
members during a protest march in Durban, 1 July 2014. © Rogan Ward 2014

This will require the cultivation of new and
meaningful relationships between business
and government decision-makers. These
relationships should be built on a mutual
acceptance that both government and
business have different but complementary
strengths that need to be harnessed together

in order to address the present-day challenges
confronting South Africa.
In practical terms, what is needed is a
mechanism to bring together business
(large multinational corporations, as well
as medium-sized and small businesses) and
key government departments to engage in
constructive dialogue and idea-sharing with
a view to working together to achieve the
growth and development objectives of our
country. This mechanism should facilitate
strategic and systematic management of
the interactions between government and
business. In particular, it should focus on the
following objectives:
■■ Build trust and develop new relationships
between South African business and
government.
■■ Develop a tangible sense of common
purpose between government and business
that centres on the pursuit of national
interest.
■■ Facilitate agreement between government
and business on a national vision of South
Africa’s future.
■■ Develop agreement between government
and business on strategies to be pursued,
and trade-offs and compromises required,
in order to achieve the desired vision for
South Africa.
■■ Facilitate the development of a more
coherent, nuanced and inclusive policy
process on key developmental issues.
■■ Identify areas of joint interest, particularly
related to newly emerging issues such as
energy security, food security and climate
change, in which government and business
can work together to mitigate socioeconomic risks for South Africa.
■■ Foster the development of a social contract
that will serve as the foundation for raising
South Africa’s global competitiveness
and tackling the country’s pressing social
problems of unemployment, poverty and
inequality.
■■ Forge an agreement on the obligations
of government and business in terms
of providing public goods, especially in
respect of building human capital and
expanding South Africa’s skills base.
■■ Establish
an
agreement
between
government and business on regional
development objectives and strategies
in Southern Africa and elsewhere on the
African continent.
If managed wisely, structured and purposeful
interactions between business and government
in South Africa can provide a vital platform to
generate the level of cooperation that is needed
to address the daunting challenges currently
besetting our country.
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The Syrian refugee crisis highlights a
truth that real change does not happen in
isolation, but requires an understanding of
the systems within which change happens
- and it starts with the individual.
BY Warren Nilsson and Francois Bonnici

The remarkable thing about the Syrian
refugee crisis is not so much that people
are fleeing their homes and migrating to
a better life – this happens all the time,
although admittedly usually at a more
polite distance from Europe’s shores. No,
the really remarkable thing has been the
enormous response from citizens in Europe.
Even while their governments vacillate between
open borders and more familiar reactionary
tactics, vast numbers of individuals have stood up
and declared that they want the system to change.
As MIT’s Otto Scharmer writes in a recent article
in the Huffington Post, “we may be witnessing
an emerging pattern of the years to come:
bureaucracy is failing (EU), systems collapsing
(millions of asylum seeking refugees in urgent
need of helping hands) – AND: citizens rising
to the occasion!”
The crisis is playing out on our TV screens a truth
that we academics speak about in classrooms:
social transformation fails too often because
it is overpowered by old systems that are
fundamentally flawed, that no longer have any
relevance or, worse still, that actively sabotage
change. And if we want to transcend these
failing systems, then we need a new approach,
an integrated approach, that delves below the
symptoms of trouble and unpacks how systems
actually work so that we can shift them – and
individuals play a key role in bringing this about.

Look within
if you want to
change the system
Syrian refugees camp outside Budapest’s Keleti station. Photo by Francois Swanepoel
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So how can the actions of a German citizen
taking a Syrian refugee into her own home
hope to change an entrenched system with
more than a few vested interests in play? The
simple truth is that we are the systems. Where
the majority of systems are understood as
tangible things; externalised in institutions,
rules, funding mechanisms and so on, the
internalised part of the system – our individual
and collective beliefs – are, in a very real sense,
the stuff that holds it all together.
In essence, this means that the bigger issues
going on outside, also exist in an immediate way
right here – inside this room and inside us. So,
for instance, if an organisation wants to begin to
change gender dynamics, it can begin by looking
at its own assumptions – what are people thinking
at this moment, what are they saying, how are
they behaving? We are then better equipped to
understand the kinds of rules, values and beliefs
that are holding the larger system of gender
relationships in place. This is not just systems
thinking, but systems experiencing. In this way
any social purpose organisation or initiative
becomes its own living laboratory.

Analysing and experiencing systems ultimately
helps us to think in a more nuanced and
integrated way that challenges traditional
assumptions and can result in greater creativity
and innovation instead of resorting to well-worn
models, belief-sets, processes or procedures.
Of course, merely experiencing a system is not
sufficient to tilt its axis – but it is a vital starting
point. The Syrian crisis, as with so many other
conflict-related crises in the world today, is
among the most complex kind of wicked
problem that the 21st century is able to throw
at us. Pull any thread – political, economic,
cultural, from the arms trade to sovereign
debt and religious oppression – and it rapidly
becomes clear that everything is entwined. As
such, it is impossible to identify single leverage
points that will miraculously lead to change.
It is enough to make anyone give up and
yet, a new generation of social innovators
are stepping up to tackle these seemingly
impossible challenges.
Ahmet Dawalak, who works for Mercy Corps,
says that he believes it is possible to get to
a world where there are no more emergency
crises, but that would require a radically
integrated response that works across systems.
“At Mercy Corps we strongly believe that the
best change must necessarily consider three
systems: ecological, economic and social.
We are called to work with multiple partners
to provide lasting solutions to improve the
living conditions of underserved people whose
livelihoods are precarious and vulnerable to
shocks and stress.”
He points out that the world is remarkably
stuck in old ways of seeing things and that part
of the work in unravelling existing systems is
to shock the people who support the system
out of these ruts. “For the Syrian crisis, as with
the majority of humanitarian crises in the world
caused by conflict, it is surprising for example
that violence and conflict management efforts
are not a priority. This prevention is an essential
lever. Of the billions spent annually on
foreign aid, very little is dedicated to conflict
prevention, mitigation or peace, even if the
conflict seriously disrupts systems.”
Dawalak is one of a handful of men and women
from around the world who are currently
engaged in a unique academic experiment
funded by the Rockefeller Foundation. The
Rockefeller Foundation Global Fellowship
Program on Social Innovation is designed to
strengthen the capacity of leaders from the
social or ecological sectors who are working to

transform systems – political, economic, legal,
educational, environmental and cultural.
No longer content to tackle problems at
the surface/symptom level, these system
entrepreneurs are delving deeper and working
across multiple levels at the same time, linking
grassroots projects to regional networks to
national and international governance bodies.
And while they may focus on specific issues
like refugee crises, climate change, economic
justice or health care, they see these issues not
in isolation, but as pathways for developing
the overall resilience of their communities.
Thus, the Shalupe Foundation, a non-profit
organisation run by and for Congolese women
seeking to find holistic solutions for ending
gender inequality and violence, poverty and
social injustice in post-conflict DRC, takes a
systems approach that has two main thrusts.
“First, we provide our constituents with
education, preparation an opportunity to
thrive in this unjust system. And second, we
build a tight-knit community of interdependent
women who can support one another and
maintain sustainable occupations,” says
Mireille Tushiminina, co-founder and executive
director of the foundation who is also a
Rockefeller Fellow.
eMentoring
Africa,
a
social
purpose
organisation in Kenya that mentors young
people, similarly never just works with the
young people whose lives it hopes to transform
through mentorship programmes, but with the
wider communities within which these youth
live. For example, when working with a postelection violence-ridden slum community in
Kenya (Korogocho), they engaged community
elders, as well as church and youth leaders to
work with youth and help them shift their minds
and attitudes from hopelessness to believing
and tapping into their internal strengths.
As with all systems work, a key part of the
intervention was to get people to look within,
reflect and share their stories as an important
prerequisite for bringing about change.
“Looking within oneself and recognising the
power we hold to change a situation is to
me the best approach to bringing healing
and growth in individuals affected by a
traumatic situation,” said Esther Muchiri from
eMentoring Africa.
The work these pioneering system entrepreneurs
engage in is inevitably stressful and draining.
They themselves need to build personal
resilience and manage the psychological and
physical implications of feeling swamped by the
complexity of the problems they face. Learning
to recognise and name their struggles, and
self-management are all fundamental skills for
people working at this level.
Scharmer posits that there are three responses
to the emerging global crisis of which the
Syrian refugee crisis is a hard-to-ignore
symptom: regression (i.e. reverting back to
old ways); muddling through (more of the
same); or an empathetic human response.
Systems entrepreneurs are at the vanguard of
those taking the third option showing us that
if we want to survive we need to embrace the
future with every ounce of humanity and hope
that we can muster. We cannot do this if we do
not have the courage to first look within.
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Deceptively easy fix
for many problems
at SA hospitals
A new project in four of Gauteng’s hospitals shows it is
possible to reduce waiting times, improve operations
at pharmacies and cut down on wasteful processes
resulting in huge improvements to service delivery.
By Norman Faull

At one of Gauteng’s largest state hospitals,
there is a little room with thousands upon
thousands of patient files, haphazardly
thrown
onto
aluminium
bookshelves
without any kind of noticeable filing system
or method to the madness. Some files lie
on the ground in a disorganised heap.
At another Gauteng health facility – which
deals with around 300 outpatients per day – a
small team is assigned to the duty of retrieving
files for waiting patients. It is a long journey to
the filing office and back to the waiting room
and when calculated, it was found that this
team covered, in one day, a distance of about
56km – more than the average marathon!
Creaking filing systems were only one of the
problems a team of lean management experts
found when they examined four Gauteng
state hospitals: Chris Hani Baragwanath,
Leratong, Sebokeng and Kopanong, as part
of a hospital turnaround programme initiated
by the Gauteng Department of Health and
supported by the Department of Performance
Monitoring and Evaluation (DPME) within the
Presidency in 2014.
Two of these hospitals, Chris Hani Baragwanath
and Leratong, formed part of an investigation
by Public Protector, Advocate Thuli Madonsela
in 2013. She was concerned about what she
found. She heard of a dire shortage of medical
personnel, medication and critical equipment,
like ventilators and incubators. In some wards,
electric plugs and live wires hung from the
walls. Patients complained of long waiting
periods for files, medical attention and to
receive medication.
The MEC for Health in Gauteng, Ms Qedani
Mahlangu, appointed the Lean Institute Africa
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(LIA), a research unit associated with the
GSB, to take on the classic public hospital
challenge, waiting times for outpatients at
these four hospitals, and then expand to other
points of need.
The hospital turnaround programme is ground
breaking, not in the sense that the approach is
novel or innovative. On the contrary, the lean
management system forged in the automotive
industry in the 1990s is tried and tested. The
novelty is in applying it in a concerted manner
in the public sector and to four hospitals
concurrently.
Lean management has its roots in the
Japanese automotive industry (The Toyota
Way) and focuses on eliminating unnecessary
procedures and time-wasting efforts and
ensuring fluent operations. There is a
convincing body of research stretching over
30 years, establishing the benefits of lean
management, how it builds capacity, improves
efficiency and staff morale.
After drawing up a plan to address specific
problem areas in the Gauteng hospitals,
lean management teams worked with staff
to improve flow and reduce waste. In just a
few months, following intensive training and
coaching with staff, a reduction of overall
patient waiting times in selected areas of
between 19 and 65% was achieved, resulting
in massive improvements to the experience of
patients at these hospitals.
Hospital employees were also extremely
positive following the programme, putting in
many requests for more training and further
coaching. This is currently part of further
discussions with the Department of Health
in Gauteng.

“The beauty of the lean
management approach
is that it is scalable,
delivering short-term
relief that can be made
sustainable over the
long term – as long as
there is buy-in from
senior managers.”
Averaging the results at the four hospitals,
waiting times were reduced by 56% in the
amount of time it took to get patient files, a
45% reduction was achieved in waiting times
at the targeted clinics and around 50% faster
service was achieved in the pharmacies.
In some cases, it was a simple solution of
changing hospital layout and reorganising
key processes. In the case of the unfortunate
team that had to walk more than a marathon
a day, for example, changing the layout meant
a reduction to a third of that – still too far,
of course! This is strong evidence that even
hospitals with limited resources can perform
better and improve service delivery.
“Lean leadership allows for the fastest and most
efficient response to a problem,” says Dr Anton
Grütter, CEO of LIA and lecturer in the principles
of lean management at the GSB. “It relies on the

continuous improvement of processes, paired
with respect for people, no matter what their
position within the organisation. This leads to
a non-hierarchical decision-making landscape,
where employees are empowered to solve
problems quickly.”
One of the key elements of a lean leadership
approach is to ‘go see’ what the problems are –
on the ground. And the results of seeing clearly
can be revelatory, prompting one hospital
CEO to remark just three months into the
programme: “I am beginning to understand
how my hospital works.”
Lean is about understanding the processes
that are used to deliver (or not deliver) services
and spotting instances of waste and removing
these and improving the value proposition; it is
about delivering value to customers, which in
this case are the patients.
The LIA specialises in applying the principles
of lean management to areas outside the
automotive sector. After promising results
elsewhere in the world, the institute began
looking at how this could be done in South
Africa in public sector environments – like
hospitals, courts and the Department of Trade
and Industry.
There are tens of thousands of service delivery
points across the country. But the beauty of
the lean management approach is that it is
scalable, delivering short-term relief that can
be made sustainable over the long term – as
long as there is buy-in from senior managers.
One of the biggest challenges to the success of
work done by the DPME in the public sector and
with public sector officials is the gap between
the commitment of MECs and facility heads. In
some instances, officials fail to take ownership
of the actual improvement process, don’t
attend crucial facility-level meetings or in one
instance in the broader project, government
officials were unable to even agree on a date
for a training workshop.
For lean management to work, there has to
be a rhythm of management practice: daily,
weekly and monthly follow-ups, and so on. It
is an issue of practice and habit-formation. If
the objective is real progress with problems in
the public sector, then these principles have to
become part of the daily routine – like brushing
your teeth – not something done once or for a
few weeks and never again.
South Africans have become too used to shoddy
service delivery. It is a case of abnormal becoming
the new normal. Employees don’t expect
equipment to work or be replaced; they are
used to doctors and municipal managers arriving
late or not at all. It is an extraordinary situation.
But there are many very conscientious and
competent people in the public sector who are
themselves frustrated and worn down by the state
of affairs.
The hospital project teaches us that instead of
immediately trying to find additional resources
or budget, an approach as simple as supporting
key employees and helping them to achieve
more in their particular sectors can deliver
much-needed improvement in service delivery
in the public sector that is both impactful for
patients and motivating for staff.

#4 summer 2015

27

Develop the youth,
develop Africa
Emerging leaders at the GSB speak out on the role
of youth in developing the African continent.
Van Rheede and Maqanda both feel that while
much lip service is paid to youth development,
more needs to be done to give youth greater
access to opportunity.
“I believe young people should be given
platforms where they are encouraged to have a
voice,” says van Rheede, who recently had the
opportunity to be heard on a global stage when
she travelled to China on a fully sponsored
scholarship with the Young Global Pioneers
(YGP), a non-profit organisation that promotes
global insights and engagement, intercultural
competencies and networks between young
people. She was one of two RAA graduates,
the only South Africans, chosen for the trip.
“Young leaders have an important role to play
in shaping the future of this continent and
government and corporates, as well as civil
society organisations need to open up more to
this possibility,” she says.

Raymond Ackerman Academy graduates at the GSB from left: Zikhona Stuurman,
Gcobisa Maqanda, Shandre van Rheede and Nareeman Africa.
As Africa’s population is becoming younger,
it stands to reason that youth development
will form the cornerstone of efforts to build a
successful generation of future leaders.
“The voice of the youth brings a different
perspective, as opposed to the older generations
who are more experienced, but tend to have a
linear way of thinking. Young people tend to think
more creatively, broadly, and innovatively which
is what is needed to move Africa forward,” says
Shandre van Rheede, Programme Administrator
in Executive Education at the GSB.
Van Rheede is one of four graduates from the
Raymond Ackerman Academy of Entrepreneurial
Development (RAA) who now work at the GSB
and who represent a new generation of South
Africans; young, ambitious, and courageous.
What they have in common, apart from having
had the good fortune to cross paths with the
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RAA, a specialised unit within the GSB that
develops business and life skills in young people
via an intensive six-month entrepreneurship
programme, is a heartfelt desire to make a
difference in their communities, country and
continent.
Growing up in difficult circumstances comes with
its challenges says Gcobisa Maqanda, a 2013
RAA graduate. “South Africa has been through
21 years of democracy, but there is still so much
to be done. I want to help educate young black
people in my community so that they too have
access to the opportunities that I have had.”
Maqanda, 29, worked in a call centre before
attending the RAA programme and is currently
the MTN Solution Space Coordinator at the
GSB. She says the RAA gave her a conviction
about her future. “I now know that there is
so much out there and so much that I can
contribute,” she says.

“We need to shift towards a different mindset,”
agrees Zikhona Stuurman, a 24-year old RAA 2011
graduate who is now working as an administrator
at the Bertha Centre for Social Innovation and
Entrepreneurship. “There needs to be a change
in policy and mindset in order to bridge the
gap in unemployment. Young people are full of
entrepreneurial ideas and skills, however they do
not have access to the funding that is available to
them and they are often pressured to put food
on the table by their families.” She adds that the
change in mindset also needs to happen in the
home. “As soon as you leave high school, you
have all these responsibilities that are dumped
on you. It’s a big challenge.”
Nareeman Africa, 2009 RAA graduate, agrees.
“It’s not easy shifting the mindset at home.
Especially when you are a woman, you have all
these responsibilities that you are expected to
attend to.” Now working as an administrator at
the RAA, Africa says she does not see herself
working there forever, as she believes in giving
other young people a chance.
“Going forward I would like to continue to work
with young entrepreneurs, helping them to better
themselves. I am not sure yet how I will be doing
it. But my goal is to ensure that young people
continue to have such opportunities as I have had
in order to succeed.
“Great leaders encourage others to develop and
they also look out for others. This is what the
leaders of the RAA do”, she adds.

A voice for the youth
Cross-generational
dialogue has a key
role to play in the
fight against youth
unemployment on
the continent.
By Mills Soko and François Bonnici
Graça Machel at the World Economic Forum Africa.

One of the key messages that emerged from the World Economic
Forum (WEF) meetings in Cape Town earlier this year was that the
future of the African continent lies in its youth.
Statistically alone this makes sense. According to the latest African
Economic Outlook published by the African Development Bank (ADB),
Africa’s population is becoming more youthful, with youth as a share of
the total population estimated to be more than 75%.
It stands to reason that today’s young people will be tomorrow’s leaders
and it is critical that they step up to the responsibility. The problem is that
they are not necessarily lining up to do so. Despite buoyant economic
growth in much of the continent, youth unemployment remains high.
The ADB estimates that of Africa’s unemployed, 60% are young people.
And youth joblessness rates are twice that of adult unemployment in
most African countries. In the case of South Africa, youth unemployment
stands at 48%.
Politically, too, youth are apathetic. A recent report by the Human
Sciences Research Council on voting patterns in South Africa shows that
young voter registration remains stagnant and turnout at the polls is also
low among the youth segment.
More often than not, young people are portrayed as critical and
disruptive, but not part of the mechanisms of leadership or social
innovation and entrepreneurship needed to drive transformation on the
continent. That needs to change.
There are many initiatives devoted to youth empowerment, but one of
the simpler things we can do to change this trajectory of our youth is to
facilitate a cross-generational exchange – allowing the elders to learn
from and, in turn, give a leg up to the youth.
It is for this reason that the GSB teamed up with the WEF to facilitate such
an engagement. Held under the banner of Community Conversations,
the engagement saw more than 400 young people – mostly learners
and students from local schools and universities – interact with
seasoned African leaders around the crucial issues of leadership and
entrepreneurship.
Key points to emerge from the leadership panel discussion was
that young people ought to stop complaining about corruption and
unemployment, and take control of their destinies.
“Those who elect the leaders we have are you. Don’t just elect anyone…
elect someone on the basis of a programme,” said Graça Machel, the
respected social and human rights activist. She said that the youth
needed to come up with tools to hold their leaders accountable. They

“Young African leaders have the
potential to play a major catalytic
role in changing the continent’s
fortunes and converting
its resources into concrete
economic opportunities.”
also needed to develop strategies to ensure that they were taken
seriously and were able to influence policy. In common with fellow
panellist, Ben Barka, who became a Mali cabinet minister at 36, she urged
young people to make it their business to actively shape governance
and decision-making.
The role of entrepreneurs and small businesses, in particular, in
propelling Africa forward was foregrounded in the discussions. Again
the youth were advised that the power to make a difference was in their
hands – even if they were not fortunate enough to be educated in the
formal sense.
Ashish Thakkar, the founder of the Mara Group, a refugee who had to
flee Rwanda in 1994, was one of five inspirational entrepreneurs sharing
their story. “I am the most uneducated person in this room. I left school
at the age of 15 and got a small loan of $5 000,” said Thakkar. With his
$5 000 and his own determination, Thakkar began building his business,
which now spans three continents and 24 countries, and employs
approximately 11 000 people.
Africa in the current era is a continent in transition on many fronts:
demographically, technologically, politically and economically. The
direction we move in from here will depend very much on how we
apply our minds and how we use our human capital. Young African
leaders have the potential to play a major catalytic role in changing the
continent’s fortunes and converting its resources into concrete economic
opportunities.
We need to celebrate our youth and encourage them to step forward
and assume their rightful role in the future of this continent. As Thakkar
remarked: “The time is now and the answer is you. It is our time... Africa
is shining.”
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No manual
for leadership
development
Leadership development expert
Liz de Wet says that leaders need a
deeply rooted sense of who they are
and what they are trying to achieve,
as well as a sense of purpose and
meaning if they want to maximise
their impact and effectiveness.
BY KUMESHNEE WEST

There are thousands of leadership
development programmes across the
globe, but only a handful that deliver real
behaviour change in leaders.
According to McKinsey research, while US
companies alone spend almost $14 billion
annually on leadership development, just 7%
of senior managers polled by a UK business
school think that their companies develop
global leaders effectively and around 30%
of US companies admit that they have
failed to exploit their international business
opportunities fully because they lack enough
leaders with the right capabilities.
To speak to those who have passed through the
programmes under the guidance of leadership
development expert Liz de Wet, is to know that
hers are among the handful that deliver.
“I gained tremendous personal insight, and
my leadership style grew and changed as a
result of the learnings. I was amazed at the
depth of learning I experienced, both about
myself, and insights into my leadership and
organisation generally,” says Teresa BoothOliveira, former General Manager Products
for Chevron Corporation, a graduate of the
Women in Leadership programme at the GSB,
which de Wet has run for the past three years.
“The programme has given me an enormous
wealth of insight into myself, both as a person and
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a professional. It has influenced the way I think,
and is transforming the way I lead every day,”
says Dawn Trail, Director of Communications
and Public Affairs at Johnson & Johnson Medical
Devices, EMEA, who participated in another of
de Wet’s programmes, the ASCEND Women’s
Leadership Programme. A joint initiative of
Johnson & Johnson global and the GSB, de
Wet has facilitated ASCEND since its inception
in 2007.
“I have a keen interest in developing innovative
facilitation methods for transforming ideas
and insights into sustained action,” says de
Wet, who has spent more than 20 years honing
the art of bringing out the best in leaders.
“To my mind, the ideas we work with are easy
to understand, but hard to do. It is common
sense, but not common practice and I am
intent upon how we can make it common
practice.”
“This is the whole point,” she says. She
is aiming to change behaviour, not just
to increase theoretical knowledge.
Her programmes are practice-based,
in which cutting edge leadership
thinking is translated into practical
behaviours.
De Wet says, “Leadership is a
relational art – you cannot learn this
from a manual. So in my programmes,
everything we do is grounded in
interactions with each other in the
room. That will take a lot of different
forms, sometimes we work in
the whole group, sometimes in
pairs. We use a range of different
learning modalities, all of which
are grounded in real-time
application and practice.
“What I am after is to help
people genuinely embed new
ways of doing things.”
It is not easy achieving this kind
of result in a short period of
time – the majority of leadership
programmes run over just a few
weeks or months, but the structure of
the intervention is designed to help embed
learning. All the programmes de Wet runs
are organised over several modules to allow
for personal application during the intermodular period. On the Women in Leadership
programme, participants are also supported
between modules by an executive coach to
assist them with taking what they have learnt
to their workplaces.
This structure may be one of the reasons the
programmes are so successful. According
to the McKinsey research, many leadership
development interventions fail because they
decouple reflection from real work. Adults
typically retain just 10% of what they hear in
classroom lectures, versus nearly two-thirds
when they learn by doing. Another common
mistake is to underestimate the power
of mindsets. Thus, addressing behaviour
change means that you also have to engage
with “below the surface” thoughts, feelings,
assumptions that drive this change, the
authors argue.
De Wet is no stranger to engaging with
such mindsets. Much of her work focuses on
finding the strengths and weaknesses in an

“Many leaders don’t know how to
listen and as a result, do not allow their
employees or staff members to think
productively, especially in meetings.
I am often bewildered by why any of
us are speaking if nobody is listening.
People tend to listen up to the point when
they have formulated a response.”

individual, identifying what
their triggers are and how these
can be interrupted, to enable
a person to make conscious
choices and have more impact as
a leader. She says becoming more
self-confident and assertive comes
naturally as participants learn more
about themselves, how they engage
with others and how they can improve
on their professional relationships.
“Leaders need a deeply rooted sense
of who they are and what they are
trying to achieve, as well as a sense of
purpose and meaning,” she says and
much of the time on her programmes is
spent teasing that out of delegates.
“The principle here is that there is no one-sizefits-all. Each person brings themselves to this
kind of programme. They are the instruments of
their own leadership and we find out how to amplify
that.
“Every programme is different and reflects what is
happening in the world, the environment and new insights
gathered by me and other thought leaders in the field,”
she adds.
De Wet is influenced in her work by many prominent
academics and thinkers including Margaret Wheatley,
Angeles Arrien, Otto Scharmer (in terms of Theory U),
Nancy Kline (for her work on the Thinking Environment),
as well as Eddie Obeng, among others.
She says one of her biggest frustrations with
conventional learning environments is the belief
that if people understand a concept then the
objective has been reached.
She takes the example of communication. “Many
leaders don’t know how to listen and as a result, do
not allow their employees or staff members to think
productively, especially in meetings. I am often bewildered
by why any of us are speaking if nobody is listening. People
tend to listen up to the point when they have formulated a
response.”
But, part of the work involves a deep conviction that people
can change. “The learning works. I don’t teach anything that I
don’t use or know works,” she says.
The other founding principle of her work is that, as a facilitator,
you need to be authentic. She does not expect her students to
do anything that she has not done herself, having engaged in
years of introspection, reading, studying, reflection and practice.
“I practice what I preach,” she says. “I read a huge amount and
I use the work on myself. The reason I can be so confident about
shifting behaviour is because I start with my own.”
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Businessman, presidential advisor and chair of the GSB
Advisory Board, Sandile Zungu is on a mission to find
the lost heart of Black Economic Empowerment.
By TRACY GILPIN

Amendments to Broad-Based Black Economic
Empowerment (B-BBEE) legislation, which
came into effect this May, have continued to
generate heated debate.
One man – Sandile Zungu – is as close to the
issues as it is possible to be, having provided
advice to presidents around these codes for
more than a decade. His recommendations
have had a lot to do with the leadership and
legislation that drives economic transformation
in the country. Now Zungu wants people to
embrace the spirit of BEE – which is where he
believes its success ultimately lies.
“In 1994 there was a sense that anything
could happen; everything was possible for
our country and its people. Personal fears and
resentments were put aside for the common
good. We need to get back to that way of
thinking,” he says.

Economic commentators have suggested that
by tightening legislation to make noncompliance with the act more difficult for those
who have slipped through loopholes in the past,
companies will simply find more convoluted
ways to achieve B-BBEE requirements. The
prediction is that only the odd person will really
comply, which could be the start of a vicious
cycle with government creating even tighter
legislation in future.

In order to fast-track the new focus of B-BBEE
legislation around direct black ownership of
companies, the government has created the
Black Industrialists Programme (BIP) as part
of its strategy to transform the economy. BIP,
which has identified black industrialists as vital
protagonists for black economic empowerment,
job creation, enterprise and industrial
development, has been adopted as a flagship
programme by the Black Business Council.

“But the legislation was never meant to be the
end. It was meant as only the means to an end,”
counters Zungu. “The legislation, including the
latest amendments, is not perfect; but it is wellintentioned. At the moment, some use the codes
to tick boxes when we need to move beyond
tools – we need to touch the moral heart of
the nation. We need to shake up and inspire a
generation of shapers who have taken Mandela’s
legacy and transformed it into the nuts and bolts
that build up our society and hold us together.”

“The intention is to establish people involved
in the production side of the economy. Not
just those who own shares on the JSE, but
individuals who will contribute to the actual
growth of the economy. Ultimately, the aim is to
have thousands of our people heading up South
African companies that can substitute imports
with locally produced goods,” Zungu says.

With an MBA from the GSB and a Global
Leadership Certificate from Harvard, Zungu is
the founder and executive chairman of Zungu
Investments Company (Pty) Ltd (Zico), an
investment group with a diversified portfolio
of interests in manufacturing and services. He
is the chairman of EOH Holdings and nonexecutive director of Grindrod Limited and
Novus Holdings, all listed on the JSE Securities
Exchange. He serves as a member of the BRICS
Business Council, Vice President of the Black
Business Council and has been re-appointed to
the Presidential Black Economic Empowerment
Advisory Council. He is also a council member of
UCT and was recently elected as the new chair
of the GSB Board of Advisors, a role that allows
him to “reflect soulfully on my accomplishments
and mentor and coach others in the same way
that I have been supported”.

Back to
BEE basics
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Zungu’s appeal comes after criticism of the
two biggest changes to B-BBEE legislation:
criminalising circumvention of the act, and a
focus on direct black ownership and control of
companies that is far less compromising than
previous legislation.
Fronting – which is circumventing or attempting
to circumvent the act and its codes – has now
been recognised and criminalised. Zungu says
the way many companies and individuals were
treating this legislation made it necessary to
bring in these harsher measures.
“Things got really bad. Flouting the B-BBEE
Act has evolved from using a housekeeper
as the director of a company to lawyers and
corporate advisors creating elaborate schemes
to get the benefits from the act without doing
anything for transformation,” he says.

Zungu is quick to point out that he would have
achieved little without the continuous aid and
support of those around him, and remains
unapologetic about the other main change to
B-BBEE legislation – a focus on direct black
ownership and control of companies.
Amendments now mean that listed entities
are still able to count indirect ownership in
their tally of black ownership, but smaller
companies will need direct black ownership. In
the past, despite being entirely white-owned,
a company could achieve good BEE levels by
doing well in areas like employment equity
or socio-economic development. Categories
for compliance have now been reduced
from seven to five, three of which are priority
elements that must be complied with. One of
these is a minimum 10% black shareholding
with a weighting of 40%. Failure to comply
with the ownership element will result in being
discounted on a broad-based black economic
empowerment level.

“BEE should never be
about dodging the
system, but embracing the
spirit of black economic
empowerment and the
benefits it brings to our
nation as a whole.”
At present, black-controlled companies make
up just 3% of the stock exchange and Zungu
says lack of progress in deracialising South
Africa’s economy has necessitated the creation
of programmes like BIP and the tightening of
B-BBEE legislation, but cautions that legislation
alone will never be enough to bring about true
transformation.
“BEE should never be about dodging the
system, but embracing the spirit of black
economic empowerment and the benefits it
brings to our nation as a whole. So we need
to go back to basics. We need a return to the
softer side of who we are and what we hope
to accomplish; it is this that should underpin
legislation. We must invest in poverty dialogue
and rally the mass media around transformation.
There is a lot that is happening that is good,
but too many people no longer feel part of the
dialogue. We cannot achieve black economic
empowerment and transformation when
people believe that they exist on the fringes.
Unless companies embrace the true spirit
of transformation, BEE has a very long and
difficult road ahead,” he says.

#4 summer 2015
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Connecting
the dots
Newly appointed CEO of Accelerate Cape Town,
Ryan Ravens, has not looked back since completing
his MBA at the GSB in 2004.
Ryan Ravens credits the GSB not only with getting his professional
career on track, but also with helping him in his personal life, as he
met his wife Shireen while doing his MBA in 2004.

He adds, “I believe Accelerate Cape Town needs to be the agent that
pulls all of the different elements together to help drive and boost the
economy, both locally and nationally.”

“The MBA programme was the polishing of me as a professional,” says
Ravens, on a more serious note. “If I look back on my career, it really
helped me in dealing with diversity and in developing the ability to
break down large, complex undertakings into manageable components.
It was a big help especially during my time with FIFA.”

Gavin Tipper, chairperson of Accelerate Cape Town, in announcing
Raven’s appointment said: “On behalf of the board, sponsors and
members, I would like to extend a warm welcome to Mr Ravens. He is
a natural collaborator, which together with his commercial experience
and entrepreneurial spirit, ideally positions him to take our organisation
forward at this pivotal time. We look forward to working with him as he
helps catalyse the inclusive growth that is so critical to our region’s future.”
Ravens describes himself as having “an intense entrepreneurial spirit”
and says he sees his role at Accelerate Cape Town as being about
connecting the dots, driving collaborations between the private
sector, government and various industry bodies. “It is about finding
commonalities and enabling meaningful engagements to help realise
the intrinsic value of collaborative approaches.”
He explains that true collaboration results in measureable objectives
and tangible outcomes. “Collaboration shouldn’t be simply for the
sake of collaboration, because then it only results in a feel-good factor.
We need to pull partners toward agreed objectives in order to achieve
meaningful results.”

Ravens was project manager for the FIFA 2010 World Cup South Africa
between 2007 and 2010 and before that owned a successful management
consultancy. He was also group executive at Blue IQ Investment Holdings
(now known as the Gauteng Growth and Development Agency) and CEO
of consultancy company TetraPlex.
But it is his new appointment as CEO of Accelerate Cape Town, a business
leadership organisation, that now motivates him. “I am extremely excited
about this position,” says Ravens.
“I believe that the Western Cape in many respects could spearhead
sustainable economic development and is able to push through projects
that flounder elsewhere. There are numerous sectors and fields of industry
ripe for development, and coupled with significant fibre optic broadband
connectivity, Cape Town really is an ideal environment.”
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There should be less reliance on provincial government to create jobs
and more private sector initiatives to create employment, he believes.
There are many sectors of the Western Cape economy where he thinks
there is great potential for development – from tourism and the film
industry to alternative energy, solar power, call centre industries and
agricultural initiatives.
“Cape Town is a vibrant economic zone and the hub of service for many
sectors of industry. I also see opportunities for increased trade with subSaharan Africa, which is booming and will require significant support in
terms of goods and services supply.”
But all of this lies in the future. For now, he his packing up his life in Sandton
in Johannesburg and preparing to move to his new home in Cape Town with
his wife. Asked whether he is happy to come back to Cape Town, he responds
lightning fast, “Without a doubt. I can’t wait to be back.”

A tireless
advocate for
brand Namibia
GSB graduate, Daisry Mathias says her work with Namibian
President, Hage Geingob will further her dream to build
that country’s economy through a love for its people.
In June this year, Namibian President Hage
Geingob unveiled his team of six advisors,
a tightly-knit group set to help him run
the country.

“There is an opportunity for more entrepreneurs
to emerge who are solution-focused, as we
reposition our nation from a good nation to a
great nation.”

GSB alumna, Daisry Mathias, who had recently
stepped down as CEO of non-profit organisation,
Team Namibia, was appointed as advisor on
youth matters and enterprise development.

Mathias’s chief concern remains poverty, and
alleviating it was one of her chief motivators
growing up. “For every 10 Namibians, four
have and six have not. The six who have not
don’t have the income to afford a decent
shelter, daily meal, clothing and basic
utilities,” she says. “Having grown up as a
stepchild with three sets of families, I know
what it feels like to have. We lived in a decent
house. I received a quality education. But
there has always been this sharp contrast
between the life that I had and the life I could
have lived. This awareness never left me.
Things could have been very different for me.
I hate inequality perfectly. I have relatives and
acquaintances who have the same potential
I do, but life did not give them the same
opportunities. So much potential is wasted
and our country is the one left poorer.”

Mathias is working alongside former Namibian
Broadcasting Corporation (NBC) boss Albertus
Aochamub,
appointed
as
government
spokesperson. Also on the team are former
Statistician-General, John Steytler as economic
advisor, and Ettiene Maritz as executive secretary
in the Office of the President, Inge ZaamwaniKamwi as public sector advisor and Penny
Akwenye as policy advisor on implementation
and monitoring. Former Defence Minister,
Philemon Malima is Director-General of the
Namibia Central Intelligence Service (NCIS) and
former Deputy Dean of the University of Namibia
(Unam) Faculty of Law, Yvonne Dausab, is
chairperson of the Law Reform and Development
Commission.
Mathias is a familiar face in Namibia, both to
GSB alumni and the general public. She rose to
the helm of Team Namibia before turning 30,
appointed as CEO in July 2014.
Team Namibia is a member-based non-profit
movement aimed at mobilising Namibian
consumers to buy local, as well as driving the
promotion of the production of quality local
products and services.
“The board of directors are sad to say goodbye
to Daisry so soon in her capacity as CEO, but
believe she leaves to make a greater contribution
to our beautiful country and we wish her success,”
the organisation said in a statement.

Mathias has been a passionate advocate of
developing Namibia as a sought-after brand,
both to international consumers and to
Namibians themselves. “I believe that every
effort from Namibia contributes positively to our
developing economy,” she said during a TEDx
talk earlier in 2015.
“I see Namibia ranking as one of the contenders
on the continent… I believe that Namibia is
special, desirable and competitive, and that [my]
vision is attainable.”

Mathias, who acquired her PDBA from the
GSB in 2011, is passionate about youth
development and advises young people to
make the most of every opportunity. “When
the promotion opportunity comes, you will be
ready and able to rise up and deliver. I assure
you, no experience you have been through will
be wasted.”

Mathias added, however, that the work involved
in building the economy through developing
local entrepreneurship, and support for local
brands, should not be underestimated.

Now, she is ready to step up. “I am really blessed
to be able to make a contribution through the
work that I do… to business growth and poverty
alleviation, all by doing what I love.

“Nation-building is not child’s play. It requires
decades of hard work and commitment. [But]
the challenges we are facing today are not
insurmountable,” she said.

“My desire has always been to use my skills to
help improve the quality of life for other people.”
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This Mandela Day, the Centre for Coaching at the GSB
partnered with Lead SA to facilitate free, one-on-one
coaching sessions for people who wanted to grow their
leadership skills. Here’s what the key players had to say.
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The spirit of leadership

Are you hoping
for success

OR
are you
ensuring it?

THE ORGANISERS

THE COACH

THE COACHEE

Janine Everson and Craig O’Flaherty, directors
of the Centre for Coaching at the GSB

Leslie Rance, Head of Corporate Regulatory
Affairs at British American Tobacco

Jacqui Setoaba, Director at CMD Projects

Coaching can play a key role in developing
emerging leaders. Leadership is a lonely
role. When you are chosen to lead, everyone
around you is telling you what they think you
want to hear.

I decided to participate in this initiative because
Nelson Mandela was a phenomenal leader and
he left us a tremendous legacy, and a big part
of that legacy is a free and democratic society.
I think, as he said in the speech that he gave in
Hyde Park in 2008, “It’s all in your hands now”
– he meant all of that. And I felt compelled to
honour him on Mandela Day. To give a little of
myself to try and help pick up from where he left
off and lead South Africa.

The one thing that leaders are not getting is
true, honest feedback. We hoped this initiative
would help future leaders ask pertinent
questions, like, what am I really doing well?
And, more importantly, what am I not doing and
how can I do this better? Coaching focuses on
what you have to start doing differently and how
you deal with different issues. It is about deep
listening, which is very powerful. People sit and
listen to each other and start thinking differently
about the issues they are facing. When you
feel listened to and heard, you can really put
something out there.
Mandela’s leadership legacy teaches us that
there is power in recognising another person’s
humanity. He connected with people. That’s
the power of leadership and coaching too, you
connect to one human being at a time, so that
you are not just a symbol that deals with tasks
or roles. Coaching shows leaders the power of
connection and what that does to people.
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I believe that coaching is a valuable tool. We
are all capable in a number of respects, but
there are some things we are not capable of.
Mandela was phenomenal, but even he walked
alongside a number of other people. In the
same way, there is a lot that emerging leaders
can do by themselves, but they too need some
support. That’s the role that we were there to
provide, it was to walk alongside young leaders.
Together we can do phenomenal things. As I
shared with a coachee in the session, Mandela
led people that needed to trust and be trusted.
Trust can be defined in three ideas: sincerity do we all have the best interests of South Africa
at heart? Capability and competency – do
we have the ability and skills to make this a
better country?

I heard about the Lead SA coaching initiative on
the radio and thought attending the coaching
sessions on Nelson Mandela Day would be
a great opportunity for me to fine tune my
leadership skills. Who would not want to learn
about modelling the leadership principles of a
charismatic leader like Nelson Mandela?
The coaching session didn’t give me a ‘failure
proof’ recipe on leadership success, but it
allowed me to reflect on my leadership abilities
and character by considering how my life’s
journey thus far influences the way I do and
interpret things. I have a better understanding
now of how I can go about building on my current
skills and leading with greater confidence.
There is an opportunity for us as young people
to move away from situations that make us
dependent on others and start finding and
developing ways that can sustainably improve
our circumstances. I aspire very much to see
the next generation of young people dealing
with things themselves and leaving a legacy
that will empower people to move from where
they are and into a space beyond what we can
even imagine.
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