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Through these two unique programmes, thinking �� � �� �  in joint venture with the University of 

the Free State, created a true learning experience for participants. Through these 

programmes, participants do not only master leadership skills but also think and behave 

differently. A difference that impacts on both the organisation and their followers 

 

 

 

Choosing a leadership development programme is a difficult task and a great responsibility 

 

The key questions that are often asked by executives in dealing with this complex decision are the following: 

 

�  Is this truly a leadership or simply a management development programme with a leadership flavour? 

�  Will the leaders we send on this programme be equipped with new skills and lead better, and how can 

we be reasonably certain of it? 

�  Does it cater for the diverse needs of leaders and for the particular needs of women in leadership 

positions in a special and separate programme?  

�  Can it accommodate leaders with different levels of experience, qualifications and backgrounds? 

�  Is the programme directly applicable to the work environment? 

�  Is enough time allowed for practicing new leadership skills? 

�  Can participants easily fit the reading, preparation and projects into their work schedules? 

�  Is the programme well designed, with the right and current content?  

�  Is the programme formally accredited? 

�  Are the presenters, lecturers or facilitators of a high calibre? 

�  Can we expect consistency on all programmes? 

�  Will people who attended the programme establish a network to support one another and strengthen 

each other as leaders? 

�  Will their leadership behaviour change or will they fall back into their previous behaviours and leadership 

styles? 

�  Will people who have completed other management development or leadership programmes, or even 

possess an MBA, benefit from this programme? 

�  Will this programme make a difference to our organisation and improve the way we lead? 
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Differentiating features of the two programmes 

 

The leadership programmes, ‘Leadership in the connection economy’ and ‘Creating leadership and 

personal capacity in women’, offered by the School of Management of the University of the Free State, have 

been designed by thinking fusion as an answer to the above questions and have the following differentiating 

features: 

 

�  The overall purpose of the programmes is to develop a connection economy leadership culture within an 

organisation. This requires a critical mass of leaders who share a common leadership philosophy and skill 

set, as well as a support network during and after the programme. The programmes are thus presented 

to 20 to 30 leaders within an organisation at a time, to achieve the stated purpose 

�  The programmes are centrally designed which ensures a golden thread throughout, clear linkages and 

interrelatedness as well as cross-referencing. These are generally not the case in programmes with 

multiple designers and presenters 

�  The programmes comprise 15 distinct but highly connected themes. The themes have woven into it 

the South African realities of diversity in its full spectrum, followership as a dominant role within the role 

of a leader, as well as emotional intelligence as a prerequisite for personal wholeness and effective 

leadership 

�  The facilitators, who mostly possess postgraduate qualif ications including PhD’s, have extensive 

leadership and facilitation experience and are intensively trained by the designers. They are all equipped 

with the same set of programme materials to ensure a consistently high and verifiable standard 

�  Their facilitation and teaching standards are monitored at standards set by the University of the Free 

State 

�  Self-discovery and reflection lie at the core of the programmes and are experienced by participants at 

a level that distinguishes the programmes clearly from other programmes 

�  The programmes are presented in-house not only to limit cost, but also to not impact the personal lives 

of participants from a travel and accommodation point of view, unlike residential programmes 

�  Limited logistical support is required from the organisation as all logistics are managed by the 

facilitators 

�  Two facilitators that are diverse in race and/or gender, thereby demonstrating diversity in action, 

present all 15 themes to a particular group. They firstly form a strong bond with the participants, and 

secondly act as master mentors for the duration of the programmes 

�  The spread of the programmes in two-day sessions per month over seven months, allow for the 

absorption and mastering of much more knowledge and skill than can ever be mastered in block-

presented programmes 

�  The programmes are structured around the principle of high performance, and participants are 

therefore required to deliver projects that are directly beneficial to their work throughout the seven 

months as opposed to a single large project at the end of a typical management development 

programme 

�  Outstanding achievers of all organisations are recognised at an annual gala event 
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          Participant quote 

 

“The programme has instilled in me the confidence and the determination to achieve all my 

dreams.” 

 

 

Accreditation 

 

The programmes are accredited at NQF level 7 on the new CHE grid and accrue 60 credits towards the 

Bachelors degree in Management Leadership at the University of the Free State 

 

Assessment 

 

A core philosophy of the programmes is continuous feedback based on self-assessment, as well as 360° 

assessment. Although all the areas covered in the programmes are measured and assessed, no psychometric 

testing takes place.  

Non-registered assessments on personality, leadership style, learning style, emotional intelligence, and decision-

making style among others are undertaken.  

An advantage of these assessments is that they may be used by participants themselves as well as in their teams 

during and after the programme. Furthermore, a questionnaire on personal, leadership and organisational 

wholeness and effectiveness,  forms part of an extensive national and international research venture entitled 

‘Leading Fusion’, is also completed by participants, and feedback is given in the programmes 

 

Candidates 

 

The programmes can accommodate leaders from entry level up to experienced leaders. Although a wide 

spectrum can be accommodated in one group, it is preferable to have the entry level candidates in a separate 

group.  

Multi-organisational groups are formed for the executives. The examples and projects are adjusted according to 

the experience level of the participants.  

The content is very recent, fresh and new, and the programmes are therefore also suitable for leaders that have 

already attended other leadership programmes 

 

Because the programmes develop leadership skill, they are also appropriate for participants who have completed 

an MBA or hold other post-graduate qualifications. Participants at these levels have in fact attended the 

programmes, and considered it more valuable than the management and leadership components of their post-

graduate studies. Although identified future leaders and specialists are accommodated in the programmes, the 

ideal candidate has a number of followers, manages a budget, and is responsible for an annual plan or 

operational strategy 
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Time frames  

 

The programmes are presented over fifteen days, in two-day monthly sessions spread over seven months. The 

philosophy behind the time period between sessions is that the participants need time to practice and master 

what they have learnt, as well as to prepare for the following session within their working environment. It is 

believed that leadership is learnt by practicing it in a real environment 

 

Programme philosophy and outcomes 

 

The overall philosophy of the programmes is that the transformation of an organisation requires the 

transformation of its leaders. This transformation requires understanding and skill of leaders not only in their 

leadership roles but also in followership. The challenges of diversity, mainly race and gender diversity, also 

require specific insight and skill. A core principle of the programmes is that a leader has influence in four different 

zones and therefore needs to master leadership in all four  zones. These zones are personal leadership or 

leading oneself, leading one other individual or one-on-one leadership, leading a team or a group of followers, 

and fourthly also being a follower within a team led by another leader. Because of this principle, four projects have 

been constructed to prepare and measure each participant within each of these zones of influence whilst at the 

same time giving them coaching and mentoring skills through the one-on-one project and through peer mentoring, 

which is also built into the philosophy of the programmes 
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The four projects are entitled: 

�  leader of self project: ‘journal of my personal journey’ 

�  leader of individual follower project: ‘one-on-one success’ 

�  team leader project: ‘re-positioning myself as leader of my team’ 

�  group project: ‘developing the desired leadership culture in our organisation’ 

 

Leadership skills are developed through knowledge, feedback, reflection and practice. Knowledge is gained 

through the reading material, the lecturing and facilitation and through undertaking the four projects. Applying the 

knowledge gained within the four zones of influence through the projects and receiving feedback, establish 

learning through practice. Reflection is built in through a journal of their personal journey that needs to be kept 

over the period of the programme. They are encouraged to keep their journals throughout their careers 

 

The programmes establish high levels of self-insight required for good leadership, build high levels of leadership 

knowledge, establish a sound link between management and leadership skills and activate team leadership. 

Behaviour and performance are taken to higher levels during the programmes 

 

Construct and themes 
 

The goal of the programmes is to develop personal and leadership capacities in individuals so that they 

individually and collectively re-frame the context within which they lead i.e. in all four zones of influence, and as 

such positively impact the leadership culture of the organisation. To achieve this goal, fifteen themes are grouped 

into four clear and sequential development units. The first unit deals with the context of the new working 

environment, namely the connection economy, and its leadership requirements. Thereafter four themes are 

devoted to understanding leadership at a mainly cognitive level including the role and responsibilities of a leader 

and the importance of applying leadership power correctly through themes such as the art of leadership, to lead is 

to follow and the skills of power. As self-knowledge, personal capacity and skill are pre-requisites for good 

leadership, a further four themes such as being the leader and personal wholeness, are devoted to the 

development of the self. A value-add CD-based theme on skilful information gathering and computer skills is also 

included in this section. With the foundation soundly in place, the last six themes are dedicated to leadership 

application i.e. engaging the context, and include themes such as giving direction, leading people, planting and 

growing a new culture, leading teams to high performance and leading and facilitating change and transformation.  
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This construct is illustrated in the schematic below: 

 

           programme structure 

 

self

engaging cognition

context

leadership in the
connection
economy

� empowered communication

� leading people

� giving direction

� leading teams to high performance

� planting and growing a new culture

� leading and facilitating change

and transformation

� the changing face of the place of work

� the art of leading

� to lead is to follow

� in the company of women 
and valuing diversity

� the skills of power
� being the leader
� personal wholeness

� skilful information gathering and interpretation (CD)
� for leaders only

��
 
Leadership development programme content 
�
Setting the scene 

 

To enhance learning, ensure an understanding of the philosophy and process and to optimise integration of all 

learning aspects, as well as to distribute materials and measuring instruments, a five hour launch session is 

scheduled three weeks before the first two-day session. This session is further used to undertake administrative 

activities, have the participants and facilitators get to know one another and more importantly, to commence with 

the first introduction to leadership. 

 

The session is ideally combined with a breakfast or lunch which includes senior management members to set the 

scene as well as to support and understand the learning their team members will be going through. 
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Theme 1: The changing face of the place of work  

This session introduces the participants to the world of work as it is defined today as well as some technology 

trends and developments that impact on leadership. The current South African environment is juxtaposed against 

the South Africa of pre 1994 and how it impacts on leaders and organisations and the abilities required of leaders. 

Global trends to be aware of is also dealt with as well as its impact on the leader of the day. Furthermore an 

understanding is gained of the connection economy its leadership demands and how the organisation shapes up 

against these demands. This is further enhanced by understanding the role of women in the connection economy. 

Not only are these trends shared and interpreted but they are also sensitised on the gathering and interpreting of 

such information within their role as leaders for the benefit of the organisation as well as to distinguish themselves 

as leaders.  

 

Theme 2: The art of leading 

To have an impact as leader one needs to firstly understand what leadership really is, which traits, attributes and 

behaviours are required and the mark of a good leader, display emotional intelligence through personal mastery 

and know one’s own leadership style as well as which styles require further development, aspects that are dealt 

with in detail in this theme. Furthermore the art of leading in concert with the practice of management and the 

science of both is explored practically and demystified. As a final accomplishment the task of leadership is 

discovered. 

 

Theme 3: To lead is to follow 

 

By gaining an understanding of the importance of followership for leaders, debating their own views on 

followership, and being challenged on how one establishes an effective leader-follower relationship, they 

commence the journey of responsible followership towards authentic leadership in the connection economy. This 

is enriched with knowledge on what the effective follower looks like, understanding the rules of good followership, 

building strategies to promote effective followership and finally to discover how good a follower they are through 

evaluating their own followership behaviour. This is linked to a personal transformation tool. 

 

Theme 4: In the company of women and valuing diversity 

 

The visible and invisible differences between people are explored in this most valuable theme. Gender, race, 

culture, age, personality type, learning style, disability and many other factors bring richness and diversity to the 

place of work. Whilst these are complex challenges for leaders, the intrinsic value of diversity is unlocked 

sensitively and unavoidably plain to get participants to a point of personally committing to dealing with diversity 

positively. 

 

Special attention is given to women in the workplace, their distinguishing qualities, barriers that hamper them and 

strategies to optimise their leadership roles. Each person also learns from their own personal journey how their 

qualities were carved and personality moulded. 
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Theme 5: The skills of power 

 

Power distinguishes the leader role from the follower role, yet it is often feared or viewed negatively. In this 

session understanding is established on what power is, the importance, role and sources of power are 

established and how to generate and use power successfully is understood. Most importantly each participant 

establishes their personal brand, values and vision as skills of power and uses it as anchors in being authentic. 

 

Theme 6: Being the leader 

 

By discovering one’s fundamental best self and mastering being that best self more often one can become an 

exceptional person and leader. Being this fundamental leader that is authentic, inspirational and able to lead 

change and transformation requires being anchored – a tough but worthwhile discovery process. Fundamental 

leadership is the latest thinking in leadership development and is dealt with thoroughly apart from authentic, 

transformational and inspirational leadership. 

 

Fundamental leadership is only truly mastered if one’s behaviour is ethical and if one can impact the environment 

to be ethical too. Ethics and integrity are the challenges of the modern day leader, and therefore the session is 

concluded with an integrity strategy. 

 

Theme 7: Personal wholeness 

 

Leaders, particularly women in leadership roles, experience role overload, poor work-life balance and 

deteriorating personal wholeness. This stark realisation is achieved through feedback on their group’s own 

personal wholeness profile captured and assessed electronically in advance. These insights are amplified with 

some valuable relevant content and the desired state is contextualised to encourage participants to redirect 

themselves towards personal wholeness. 

 

Theme 8: Skilful information gathering and interpretation 

 

Leaders are people that need to master ever changing technologies, communicate electronically, and deal with an 

overload of information while at the same time seeking more but relevant information. They furthermore need to 

master their own life planning, book airplane tickets, arrange meetings and design presentations electronically- 

skills that can and should be mastered. This CD-based theme assists the participant to master these skills at their 

own pace from their current point of knowledge and ability. 

 

Theme 9: For leaders only 

 

The programme then moves to a high but lighter note with a theme in which participants discover the 

requirements of having a visible and social impact as a leader. This includes tips and advice on dress, decorum, 

etiquette, social and executive behaviour to guide participants on the programme to using the primacy effect to 

their benefit. 
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Theme 10: Empowered communication 

 

True personal communication, persuasion and public speaking that connects, conveys meaning and inspires, are 

hallmarks of exceptional leaders. Essential skills of communication including effective listening and emotional 

control are also dealt with. This theme does not only focus on the aforementioned but also on storytelling as a 

differentiating communication skill of leaders in the connection economy. A strong focus of this theme and the 

final measure of the programme is whether participants truly master the art of persuasion. 

 

Theme 11: Leading people 

 

High performance organisations are made up of high performance teams as essential building blocks. Such 

unusual teams in turn require high performance individuals. To establish the critical linkages between individual, 

team and organisational performance requires a leader with an understanding of among others leading adaptive 

work, giving constructive feedback, undertaking mentoring and coaching, understanding how to develop high-

performance and undertake performance development as an important leadership skill. This complex structure of 

skills is dealt with in a very challenging session. 

 

Theme 12: Giving direction 

 

The unique thinking �� � �� �  strategy framework is used to reflect on the organisation’s strategy, the role of the 

various levels of leadership in the realisation of the strategy and the leadership challenges in the organisation to 

turn strategy into high-performance. Essential to this is a clear grasp and application of decision-making at 

different levels of leadership and it is therefore dealt with comprehensively.    

 

Theme 13: Leading teams to high performance 

 

High performance organisations require high performance teams. Both can only be established if high 

performance organisations and how people behave in them are understood. Furthermore knowledge of groups 

and teams and of team performance is required. Once this is mastered the challenge of establishing virtuoso 

teams can be undertaken. 

 

Theme 14: Planting and growing a new culture 

 

The thinking �� � �� �  model on planting and growing a new culture is used as foundation for the understanding of 

the concept of corporate culture, the role thereof, its components, and how one could use it to change 

performance and stimulate creativity and innovation. The participants also gain an understanding of their role in 

developing the corporate culture. 

 

Theme 15: Leading and facilitating change and transformation 

 

Change is a complex phenomenon and even more complex to lead. Participants are therefore introduced to the 

dynamics of change, get to understand the psychology of change and the resistance towards it as well as how to 

deal with resistance. Change strategy and the complexities of transforming organisations are dealt with against 

the backdrop of the change curve and the emotions brought about by change. 
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� � � � �
Methodologies 

 

To accommodate the full spectrum of learning preferences, as well as to ensure that learning and application are 

optimised, a variety of methodologies is applied which include: 

 

�  Teaching of theory and scientific foundation knowledge 

�  Pre-reading and pre-work 

�  Many self-assessments and assessments by others 

�  Practical individual and group activities 

�  Four well structured projects with clear milestones and outcomes 

�  Activities to undertake within own team 

�  Coaching of one individual for the duration of the programme 

�  Peer mentoring for at least the duration of the programme 

�  Individual and group presentations on a number of subjects and projects 

�  Facilitation 

�  Co-learning through sharing of experiences 

�  Application in own working environment 

 

                                    Participant quote 

 

“This programme has taught me that I am all that I need, and what I do with my talents is 

really up to me. I have the power to be what I want to be.” 

 

 

Networking 

 

The twenty to thirty participants attending a programme would at best only know one another superficially, if at all. 

An immediate organisation-wide network is formed which is expanded on and strengthened through follow-up 

groups. Groups or individuals of one organisation are however free to network with participants from other 

organisations. Special networking groups are put together on request 

 

Adaptability 

 

As these programmes are carefully designed and structured to address leadership development needs in a 

planned fashion, it is not desirable to tamper with the structure or sequence. This design is a major differentiator 

of the programme to other available programmes, which tend to be flexed around the preferences of presenters. It 

is however easy and ideal to customise examples and the projects to the needs of the organisation and even add 

to the reading should this be considered necessary. In certain instances the facilitators are matched to the 

specific needs of an organisation 
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Assessment processes 

 

The four projects are evaluated when presented by either individuals or groups, in hard as well as soft copy. A 

number of smaller milestones need to be reached throughout the programmes to deliver on the four projects, and 

performance against these milestones is monitored. Accreditation is granted if all projects have been successfully 

completed backed up by a complete portfolio of evidence 

 

                        Participant quote 

 

“A truly remarkable and unique programme that touches on all the essential aspects that are 

challenging to leaders. The programme has been brilliantly designed to enable the 

participant to experience personal growth as we go through each of the themes. I have learnt 

that emotional intelligence and knowing my capabilities are the keys to my future success. I 

have found my uniqueness and through this I will become a better leader and a better 

follower.” 

 
 

 

thinking fusion 

 

thinking �� � �� �  with Dr René Uys and Harry van der Merwe as directors, is a company that prides itself in the 

unique way it fuses thinking and practice to capture and generate energy through which change and 

transformation are facilitated 

 

These practitioners deeply steeped in leadership, strategy, transformation, communication and culture, have 

developed thinking models on the fusion of thinking and practice within these fields. They not only facilitate 

management teams and guide companies through transformation but have also created development 

programmes with their thinking models as core elements. To learn more about their uniqueness, philosophy and 

work visit www.thinkingfusion.co.za  

 

University of the Free State 

School of Management 

 

A dream was realised with the establishment of the School of Management in 1999. Prof Helena van Zyl is the 

current director of the School of Management 

 

The School of Management offers a fully accredited MBA degree (Masters in Business Administration), a distance 

education BML degree (Bachelor in Management Leadership), generic certificate programmes such as the MDP 

(Management Development Programme) and MPP (Management Preparation Programme), tailor-made MDP’s 

for several companies, a Postgraduate Diploma in Tax Strategy and Management, and in-house customised short 

learning programmes 
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Further information and registration 

 

We trust that the above convinced you to consider either the ‘Leadership in the connection economy’ or the 

‘Creating leadership and personal capacity in women’ programme for leadership development in your 

organisation 

 

For more information, a personal presentation, or to register a group on the programmes, please contact the 

programme designers of thinking �� � �� � : 

 

Dr René Uys on 082 888 9702 (rene@thinkingfusion.co.za) or 

Harry van der Merwe on 082 655 4027 (harry@thinkingfusion.co.za) 

or Mr Danie Jacobs at the School of Management, University of the Free State 

(051) 401 2874 (jacobsdf.ekw@mail.uovs.ac.za) 

 

 


