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EXECUTIVE SUMMARY 

 

1. BACKGROUND TO THE STUDY WITHIN THE CURRENT SOUTH AFRICAN CONTEXT 

 

The Partners for Possibility (PfP) Leadership Development and Corporate Responsibility 

Investment Programme is an African intervention designed to address one of the most critical 

challenges facing South Africa – a failing education system.  

 

The PfP programme connects business leaders and principals from under-resourced 

communities (URC) in a co-learning, co-action partnership. Eight to ten of these partnerships are 

grouped into a leadership circle and a professional coach guides each of the partnerships during 

a one-year structured, experiential process of formal and informal learning. The leadership circle 

forms a community of practice (CoP) that allows for the emergence of socially constructed 

knowledge, insight and skills. 

 

The PfP programme embodies the spirit and the vision of the 2030 National Development Plan in 

a very practical manner. It is a response to the third scenario of the Dinokeng Scenarios, namely 

“walk together”. The “walk together” scenario calls for people of the various sectors (government, 

business and civil society) to engage constructively, take accountability and share responsibility 

in a way that results in the co-creation of a flourishing South Africa (Collins, 2015). The PfP 

programme has, over a period of seven years, demonstrated a sustainable track record of 

facilitating such complex cross-sectoral partnerships: the business sector, the basic and 

secondary education sectors, and civil society in under-resourced schools and communities. The 

programme has received local as well as international recognition for its contribution and has 

been endorsed by a diverse and distinguished audience. The PfP programme has also been used 

as an extensive case study in the Africanisation of human capacity development within the BCom 

degree for Organisational and Industrial Psychology at the University of South Africa. 

 

The leadership development process of the PfP programme is well-articulated (Partners for 

Possibility, 2017). The purpose of this leadership development methodology is to develop leaders 

who are (Collins, 2015): 

 self-aware (emotional intelligence) 

 resilient 

 able to cope with complexity and ambiguity 

 possess cultural intelligence 

 empathise and connect to people deeply 

 conscious of the social, moral and environmental impact of their organisations 

 

At the time of this report South Africa’s sectors (government, business and civil society) seem 

trapped in a self-protective spiral where campaigns such as #feesmustfall illustrate the unrest of 

the South African psyche. Currently the second Dinokeng scenario, “walk apart”, is partially being 

enacted. “Walk apart” refers to a civil society that loses patience with an ineffective government 

and reacts with violent protest (Collins, 2015). The PfP programme seems to facilitate the “walk 

together” scenario within one of the most challenging sectors of South Africa. At a time where 
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South Africa needs to develop conscious leaders in all sectors of South African society, it is crucial 

to research the impact of the PfP programme, as well as the underlying processes that are active 

in the programme. To identify and integrate these processes in other contexts, it is first necessary 

to have a clear picture of the impact of the PfP programme on the following participants of the 

programme and the effectiveness thereof: 

 

 The schools and specifically the principals who participate in the programme 

 The business leaders who participate in the programme 

 The communities connected to each of these participants: 

o The school community and larger community around the school 

o The business leaders’ team members at their place of work 

 

An impact study of the PfP programme on the school principals participating in the programme 

has been conducted (Hartnack, 2016). This research project therefore focuses on the impact of 

the PfP programme on business leaders and its effectiveness as a leadership development 

programme in the business sector.  

 

The results of this research project are also valuable as they provide feedback to the business 

sector that largely sponsors this programme. The results also provide input for the continuous 

improvement of the programme. The current research project among business leaders consists 

of three phases, as explained below. This report discusses the results from phase one. 

 

2. METHODOLOGY OF THE TRI-PHASE PROJECT 

 

The research project aims to evaluate the perceived effect of the PfP programme on business 

leaders at a qualitative level over three phases.  

 

Firstly, we are interested to see how many business leaders experience the PfP programme as 

beneficial in the development of the leadership qualities they require in the organisations in which 

they work. 

 

Secondly, we are also interested to know about the business leaders’ experiences of the 

programme in order to create a thematic understanding of the qualitative data with regard to the 

impact of the PfP programme on business leaders. 

 

Lastly, we are curious about how the team members at the workplace of the leader, experience 

their leader after he/she has participated in the PfP programme. 

 

The research project follows a qualitative approach. The three objectives above yielded the basis 

for the three research phases of the project. This is discussed below.  
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Phase 1:  Qualitative online survey  

 

Phase one consisted of a short, electronic, qualitative, self-report online survey. The questions 

were designed to explore the experiences of business leaders with regard to: 

 

 the development of leadership qualities relating to influence, interpersonal relationships, 

flexibility of leadership style, decision-making capacity, dealing with complexity, ambiguity 

and diversity. 

 perception of under-resourced communities and South Africa as context 

 exposure to diverse people 

 sense of meaning and contribution 

 active citizenship 

 

The survey contained questions on a dichotomous scale (yes/no), as well as questions on a five-

point Likert scale. A number of questions required participants to provide a narrative description 

of their experience, providing researchers with qualitative data. The survey also provided some 

quantitative data that we used for descriptive purposes. The questions were constructed in such 

a way that the business leader can share both positive and negative experiences. The results 

from this phase will be used to design the semi-structured interview questions for phase 2 and 

phase 3. Business leaders were asked during phase 1 to volunteer to be interviewed. Those who 

indicated an interest will participate in phase 2 of the research project.  

 

Phase 2:  Semi-structured interviews – impact of PfP programme on the business leader, 

as experienced by the business leader 

 

This phase will consist of semi-structured interviews to gain more in-depth insight into the impact 

of the PfP programme on the business leader, as experienced by the business leader. The 

particular questions for the semi-structured interviews will be informed by the information from 

phase 1 – the current research phase. Interviews will be held by skilled professionals volunteering 

from the South African Board for People Practices (SABPP) and the Society for Industrial and 

Organisational Psychologists in South Africa (SIOPSA). 

 

Phase 3:  Semi-structured interviews – impact of PfP programme on the business leader, 

as experienced by the business leader’s team at work 

 

Business leaders who participated in phase 2 will be asked for their permission to interview their 

teams in order to gain insight into the impact of the PfP programme on the business leader as 

experienced by the business leader’s team. Consent from the team members and the particular 

employer of the business leader will also be obtained. The interview questions for this phase will 

only be constructed after phases 1 and 2 have been completed as this phase will be informed by 

the data of the previous phases. The data from phase 3 will be used to do comparisons or 

triangulations between the themes emerging from phase 1, phase 2 and          phase 3. The 

perceptions of business leaders from phase 2 can therefore be compared to the perceptions of 

the team members of these business leaders. 
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The quantitative data from phase 1 is represented in frequency graphs and tables. The qualitative 

data was analysed according to a process of thematic analysis to determine themes or patterns 

within the data (Vaismoradi, Turunen & Bondas, 2013). This process consists of the Six-Phase 

Approach to Thematic Analysis as described by Braun and Clarke (2006).  

 

A purposive voluntary sampling strategy was followed. Only business leaders who completed the 

12-month programme and whose contact details were available, were included. This constituted 

a population size of 294, to which 74 business leaders responded, but one business leader 

indicated that they did not want their survey recorded. Thus only 73 responses are recorded 

resulting in a 25% response ratio. A number of 73 participants provide a rich qualitative data set 

that allows for deeper insight and understanding of the results illustrated by the graphs and tables, 

the themes and sub-themes that emerged from business leaders’ experiences, and the themes 

that need to be more deeply explored in phases 2 and 3. 

 

3. SUMMARY OF DATA 

 

The quantitative findings are summarised in graph and table format in order to provide an 

overview of the results. There were participants who chose not to respond to certain questions. 

These are indicated as N/R (no response): 

 

3.1. Demographic data 

 

The majority of business leaders who participated in the research are between the ages of 46 and 

55 (37%), followed by business leaders older than 55 (26%). One may thus deduce that the 

majority of business leaders who participate in PfP are experienced leaders. Regarding the racial 

and gender division of participants the distribution was as follows: 63% of the business leaders 

participating in the research are white; and 54% are male and 42% are female. Business leader 

from six provinces participated in the research, with the largest footprint in the Western Cape 

(37%), followed closely by Gauteng (36%). The demographic data is illustrated in more detail in 

the full report.  

 
 

3.2. Some highlights from the  data 
 

Executive Summary Table 1 below sets out the seven dichotomous questions that were asked, 

with a summary of the responses received. 
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Executive Summary Table 1: Dichotomous questions (Questions 1-7) 

 

Question 

Yes 

(%) 

No 

(%) 

No Response 

(%) 

1 

Did you find PfP to be a valuable process to 

develop your leadership skills? 88 8 4 

2 

Did your PfP experience improve the way that 

you make business decisions? 73 19 8 

3 

Would you recommend PfP to other business 

leaders who wish to develop their leadership 

skills? 83 7 10 

4 

Did your PfP experience change the way that 

you see under-resourced communities in SA? 81 8 11 

5 

Has PfP made any difference in terms of your 

exposure or friendship with people of other 

backgrounds? 67 19 14 

6 

Was the PfP programme demanding or stressful 

for you? 37 49 14 

7 

Would you recommend PfP as one of the best 

corporate social responsibility programmes? 44 1 55 

 

Further questions were asked to gain a deeper understanding of the leaders’ experiences. The 

questions and responses are summarised in the figures below. 
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The first question to follow the seven questions set out in the Table above was: ”I feel my 

participation in the PfP programme…” The responses are as follows: 

 

 
Executive Summary Figure 1: Question 8.1 of the survey (5-point Likert scale) 

*The percentages of the four highest categories have been inserted 

 

  

67

68

64

64

68

68

63

66

71

16

15

16

15

11

12

14

18

11

3

3

4

5

5

4

8

0

3

14

14

14

14

14

14

14

14

14

0% 50% 100%

... added a sense of contribution and
meaning to my life

… made me feel part of the solution to 
change South Africa for the better

… gave me the opportunity to contribute in 
finding answers to one of South Africa’s 

most significant challenges

… gave me the opportunity to have a 
meaningful impact as an active citizen of 

South Africa

… gave me compassion for government 
officials and others who have to work 

under difficult circumstances, often lacking 
the skills to do this

… gave me an opportunity to cross 
boundaries

… made me more committed to make a 
contribution to South Africa and its citizens

… showed me the importance of investing 
in relationships in order to get work done

… enhanced my understanding of the 
context of our work in South Africa

Agree

Agree Slightly

Do not Disagree or Agree

Disagree

Disagree slightly

No Response
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The second question to follow the seven questions set out in Executive Summary Table 1 above 

was: “My experience of being part of PfP has improved my ability to…” Executive Summary 

Figure 2 below summarises the responses. 

 

 
Executive Summary Figure 2: Question 8.2 of the survey (5-point Likert scale) 

*The percentages of the four highest categories have been inserted 
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14
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0% 50% 100%

… influence others in situations 
where I have no direct control

… work across traditional 
boundaries

… deal with ambiguity

… deal with complexity

… adapt according to the 
situation I am confronted with

… contract for generative, adult-
to-adult relationships

… engage people in a change 
process

Agree

Agree Slightly

Do not Disagree or Agree

Disagree

Disagree slightly

No Repsonse
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The third question to follow the seven questions set out in Executive Summary Table 1 above 

was: “Because of my experience of being a Partner for Possibility I am …” Executive 

Summary Figure 3 below summarises the responses. 

 

 
Executive Summary Figure 3: Question 8.3 of the survey (5-point Likert scale) 

*The percentages of the four highest categories have been inserted 
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12

14
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… less autocratic in my 
leadership style

… more aware of how privileged 
I am

… more willing to engage others 
in decision-making

… a better listener

… less arrogant about my own 
achievements

… better equipped to lead a 
complex and difficult task

… better able to lead in a 
volatile, uncertain, complex and 

ambiguous environment

Agree

Agree Slightly

Do not Disagree or Agree

Disagree

Disagree slightly

No Response
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Through the data, participants of the study indicated that the PfP programme: 

 

 is a valuable process for developing leadership skills  

 changes the way business leaders see under-resourced communities in South Africa  

 improves the way business leaders make decisions  

 ignites active citizenship  

 enhances business leaders’ understanding of the South African context  

 develops a collaborative mind set  

 breaks down diversity barriers (cultural, racial, socioeconomic, gender 

 adds a sense of contribution and meaning to the lives of business leaders  

 improves their ability to facilitate change  

 enhances leaders’ capacity to adapt, deal with ambiguity and work across traditional 

boundaries  

 improves leaders’ capacity to influence without direct control  

 enhances the value placed on relationships and the ability to contract for generative, adult-

to-adult relationships  

 improves listening skills  

 is worth recommending to other business leaders who wish to develop their leadership 

skills  

 

A more detailed discussion on these findings are set out in the full report. 

 

While the majority of business leaders indicate that PfP has developed their ability to deal with 

complexity and volatile environments, these scores are lower than the scores on other areas of 

leadership (such as developing a collaborative mind set). This suggests that while PfP does 

contribute to the development of dealing with complexity, business leaders are not too confident 

about their ability in this area. 

 

A very interesting result is that the results show that only 55% of business leaders feel that the 

programme has made them less autocratic in their leadership style. However, in the narratives a 

very strong theme that permeates the whole data set has emerged indicating that business 

leaders have become less directive in their leadership style and have shifted to a more flexible 

and inclusive leadership style. It is possible that business leaders who choose to participate in 

PfP may already be collaborative by nature. This contradiction found in the data will be further 

investigated in phase 2 of the study.  

 

A further summary of the data is provided below. 
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3.3. Major themes that emerged from the narratives 

 

The major themes that emerged from the qualitative data are summarised below in table format: 
 

Executive Summary Table 2: Major themes that emerged 

  

Themes Sub-themes 

Themes related to the development of leadership skills (these themes represents 88% of participants) 

Question 1:  Did you find PfP to be a valuable process to develop your leadership skills? 

Yes = 88%           No = 8%           No Response = 4% 

1 A shift in leadership style:  

Leader’s view of leadership was broadened and a more flexible approach to leadership was developed 

2 Development of leadership skills: 

The specific leadership skills developed by PfP as defined by the business leaders 

3 Appreciation of different people and contexts: 

The increased appreciation of different cultures and communities the business leaders experienced 

Themes related to leadership skills not being developed (this theme represents 8% of participants) 

Question 1:  Did you find PfP to be a valuable process to develop your leadership skills? 

Yes = 88%           No = 8%           No Response = 4% 

4 Difficulties with principles: 

Business leaders experience that the partnership was not collaborative 

5 Personal impediments: 

Factors related to the expectations, needs and experience of the business leader that hinder the development of leadership skills 

6 Programme related issues: 

Hindrances created by administrative load and financial cost 

Themes related to decision-making capacity of business leaders (these themes represent 73% of participants) 

Question 2: Did your PfP experience improve the way that you make business decisions? 

Yes = 73%           No = 19%           No Response = 8% 

7 Positive changes in decision-making: 

An increased focus on taking the time to facilitate a collaborative approach in order to reach a decision or a solution that has long-

term implications and requires a holistic consideration 
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Themes related to decision-making capacity of business leaders (these themes represent 19% of participants) 

Question 2: Did your PfP experience improve the way that you make business decisions? 

Yes = 73%           No = 19%           No Response = 8% 

8 No change in decision-making: 

Contextual factors related to the organisation and experience of the business leader that inhibit changes in decision-making 

Themes related to recommending PfP as a leadership development programme (these themes represent 83% of participants) 

Question 3: Would you recommend PfP to other business leaders who wish to develop their leadership skills? 

Yes = 83%           No = 7%           No Response = 10% 

9 Reasons to recommend PfP as a leadership development programme: 

Business leaders’ perception as to why PfP can be recommended as a leadership development programme 

Themes related to not recommending PfP as a leadership development programme (these themes represent 7% of participants) 

Question 3: Would you recommend PfP to other business leaders who wish to develop their leadership skills? 

Yes = 83%           No = 7%           No Response = 10% 

10 Reasons not to recommend PfP as a leadership development programme: 

Business leaders’ perception as to why PfP may not be viewed as a leadership development programme 

Themes related to business leaders’ perceptions about under-resourced communities 

(these themes represent 81% of participants) 

Question 4: Did your PfP experience change the way that you see under-resourced communities in SA? 

Yes = 81%           No = 8%           No Response = 11% 

11 Surpassed expectations: 

Business leaders’ preconceived expectations of under-resourced communities (URC) were challenged 

12 “Difficult” realisations and confirmations: 

Difficult realisations participants had about URCs related to the need for, and lack of, resources 

13 Obstacles faced: 

Business leaders’ awareness of the internal and external obstacles faced by URCs 

14 Personal change: 

Business leaders became less judgemental, more empathic towards URCs and more intrinsically motivated to contribute to society in 

a positive way 
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Themes related to business leaders’ perceptions about under-resourced communities 

(these themes represent 8% of participants) 

Question 4: Did your PfP experience change the way that you see under-resourced communities in SA? 

Yes = 81%           No = 8%           No Response = 11% 

15 Views regarding URCs did not change: 

Business leaders who already had previous experience with, exposure to, or knowledge of URCs did not experience a change in 

view. 

Themes related to business leaders’ exposure or friendship with people of other backgrounds 

(these themes represent 67% of participants) 

Question 5: Has PfP made any difference in terms of your exposure or friendship with people of other backgrounds? 

Yes = 67%           No = 19%           No Response = 14% 

16 Changes in views and interactions: 

Business leaders’ views of people with other backgrounds changed and the quality of their interactions has improved 

Themes related to business leaders’ exposure or friendship with people of other backgrounds 

(these themes represent 19% of participants) 

Question 5: Has PfP made any difference in terms of your exposure or friendship with people of other backgrounds? 

Yes = 67%           No = 19%           No Response = 14% 

17 No change in exposure or interaction: 

Business leaders did not experience a change in their exposure and interaction with people of other backgrounds 

Themes related to the demands of the PfP programme as experienced by business leaders 

(these themes represent 37% of participants) 

Question 6: Was the PfP programme demanding or stressful for you? 

Yes = 37%           No = 49%           No Response = 14% 

18 Demanding/ stressful aspects: 

Factors contributing to a stressful or demanding PfP experience 

Themes related to the demands of the PfP programme as experienced by business leaders 

(these themes represent 49% of participants) 

Question 6: Was the PfP programme demanding or stressful for you? 

Yes = 37%           No = 49%           No Response = 14% 
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19 Factors mitigating stress: 

Factors that supported business leaders in their PfP journey and mitigate the demands they experienced in the programme 

Themes related to business leaders’ perception of PfP as a corporate social investment programme 

Question 7: Would you recommend PfP as one of the best corporate social responsibility programmes? 

Yes = 44%           No = 1%           No Response = 55% 

It is not clear why 55% of participants chose not to answer this question. The themes from the total qualitative data set show an 

overwhelming positive perception of PfP as a social responsibility programme. Business leaders describe PfP as a powerful social 

responsibility programme that contributes significantly to the improvement of the education system.  

 

See themes 2, 3, 9, 11, 12, 13, 14 and 16 in section 3.2.2 of the report. 
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4. CONCLUSIONS: PHASE 1 OF THE RESEARCH STUDY 

 

The results align with the PfP leadership process and show that PfP develops the following 

leadership aspects: 

 

 Self-awareness (emotional intelligence) that allows for flexibility in leadership style and 

decision-making practices  

 Resilience 

 Ability to cope with complexity and ambiguity 

 Cultural intelligence (a deep appreciation for the diversity of people and the diversity of 

contexts with regard to resources) 

 Capacity to empathise and connect to people deeply 

 A consciousness of the social, moral and environmental impact of their organisations 

within the South African context 

 

While the majority of responses show that PfP does have a positive impact on business leaders’ 

development, it is important to take cognisance of negative responses as well. The qualitative 

data has shed much light on some of the factors that detract from the value that the business 

leader receives. These factors can be summarised as follow: 
 

Executive Summary Table 3: When is PfP not valuable for business leaders? 

Question Factors to consider from the qualitative data 

Did you find PfP to be a valuable 

process to develop your 

leadership skills? 

Difficulties with principals (theme 2). 

Personal impediments of the business leader (theme 2). 

Programme related issues such as administrative load and the cost 

of the programme (theme 2). 

Did your PfP experience improve 

the way that you make business 

decisions? 

When the business leader perceives that their business context is 

too disconnected from the PfP context. 

When the organisational culture of the business leader is very rigid 

in their decision-making practices. 

When the business leader is exceptionally experienced as a leader 

and has already acquired the decision-making competence that PfP 

develops (theme 8). 

Did your PfP experience change 

the way that you see under-

resourced communities in SA? 

When PfP business leaders already have prior exposure to under-

resourced communities (e.g. he/she grew up in an under resourced 

community), then it seems that PfP does not change the business 

leader’s view with regard to under-resourced communities in SA 

(theme 15). 

Has PfP made any difference in 

terms of your exposure or 

friendship with people of other 

backgrounds? 

When the participant already has a diverse social group. 

Practical considerations such as time limitations that inhibit the time 

spent together with the principal and school community (theme 17). 

Aspects related to the business leader’s personality (theme 17). 

 

The results of phase 1 of this study suggest that some business leaders see leadership 

development as a programme that focuses on business acumen. The qualitative data suggests 

that this influences their perception of PfP’s value as a leadership development programme as 



xvii | P a g e  
 

their expectations do not align with the PfP philosophy. The majority of business leaders, 

however, seem to share PfP’s philosophy of leadership and perceive PfP as developing these 

aspects of leadership. 

 

The last question of the survey asked participants if they had any additional comments. These 

comments consisted of praise for the PfP programme as well as some advice. The positive 

comments ranged from expressions of gratitude for the enormous amount of work done by PfP, 

to acknowledging the contribution it has made to business leaders personally. 

 

The advice given pertained to ways in which PfP could improve operational aspects of the 

programme and monitoring of the sustainability of the impact at schools after formal partnerships 

have ended. There were also several requests that the partnership be a two-year journey as one 

year is too short to build relationships and execute goals. 

 

There are some themes regarding the experiences of business leaders that permeate the entire 

dataset, regardless of the questions asked. These can be summarised as follows: 

 

 A shift towards a greater collaborative, inclusive and consultative leadership style as well 

as decision-making style, where the leader moves from the role of expert to the role of 

facilitator. 

 The belief that the collective gifts and wisdom of team members should be given the 

opportunity to contribute and co-create solutions. 

 An emphasis on the importance of quality relationships. 

 A deep appreciation for the diversity of people as well as a diversity of contexts and the 

challenges associated with contexts that differ from the context of business leaders. 

 A moral consciousness of social justice and the need for active citizenship. 

 A mind set of curiosity and possibility vs judgement and problems 

 Business leaders experience a deep sense of personal meaning as they participate in the 

PfP process. 

 

The greatest shift in business leaders’ perception of leadership is that it is no longer just 

leadership. Leadership is now about co-creating meaning, not just facilitating goal achievement 

in terms of production and the bottom line. Leadership has become a reciprocal concept. 

 

Participants in the study were asked to describe their PfP experience using three words. From 

the three words offered by participants, the following four words were mostly repeated by 

participants to describe the PfP experience:  humbling, impactful, life-changing and rewarding.  
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1. INTRODUCTION AND BACKGROUND 

 

Partners for Possibility (PfP) is the flagship programme of Symphonia for South Africa (a social 

entrepreneurship) and was founded in 2010 by Dr Louise van Rhyn. At the time of this report the 

programme was active in 498 schools across the various provinces of South Africa. The PfP 

programme is an African initiative designed to address one of the most critical challenges facing 

South Africa – a failing education system.  

 

The PfP programme connects business leaders and principals from under-resourced 

communities in a co-learning, co-action partnership. Eight to ten of these partnerships are 

grouped into a leadership circle and a professional coach guides each of the partnerships during 

a one-year structured, experiential process of formal and informal learning. The leadership circles 

form a community of practice (CoP) that allows for the emergence of socially constructed 

knowledge, insight and skills.  

 

PfP embodies the spirit and the vision of the 2030 National Development Plan in a very practical 

manner. It is a response to the third scenario of the Dinokeng Scenarios, namely “walk together”. 

The “walk together” scenario calls for people of the various sectors (government, business and 

civil society) to engage constructively, take accountability and share responsibility that results in 

the co-creation of a flourishing South Africa (Collins, 2015). The PfP programme has, over a 

period of seven years, demonstrated a sustainable track record of facilitating such complex cross-

sectoral partnerships: the business sector, the basic and secondary education sectors, and civil 

society in under-resourced schools and communities. The programme has received local as well 

as international recognition for its contribution and has been endorsed by a diverse and 

distinguished audience. PfP has also been used as an extensive case study in the Africanisation 

of human capacity development within the BCom degree for Organisational and Industrial 

Psychology at the University of South Africa. 

 

The leadership development process of the PfP programme illustrated by figure 1 below is well-

articulated (Collins, 2015):  

 

The PfP World-Class Leadership Development Programme has many aspects. The 

hierarchy of impact shows the impact of these different aspects (e.g. content delivery has 

the least impact on the development of a leader, but is necessary for the overall process). 

 

PfP encapsulates all these aspects in a coherent and carefully-designed process. All 

aspects contribute to the individual PfP’s leadership development journey. 

 

1: Content Delivery – This consists of the books the PfP’s receive, as well as their training, 

which comprises our Time to Think, Learning the Art of Community Building and Flawless 

Consulting courses. The PfPs are initially engaged on the level of the mind, followed by 

experiential learning as they prepare for their PfP journey. 

http://www.pfp4sa.org/index.php/what-we-do/info-pack/time-to-think
http://www.pfp4sa.org/index.php/what-we-do/info-pack/community-building
http://www.pfp4sa.org/index.php/what-we-do/info-pack/flawless-consulting
http://www.pfp4sa.org/index.php/what-we-do/info-pack/flawless-consulting
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2: Experiential Processes – Learning through experiencing. Structured learning processes 

and practices take place to give the PfPs the embodied experience and not just the content 

of the training received. Through this, they gain better insight and personal perspective on 

how to implement the skills learned. 

 

3: Action Learning – This is learning that takes place at a grass-roots level: at the school 

and within the community. Through grappling together with real life challenges, the PfPs 

learn what is needed at the school itself. Together they design actionable objectives 

(Partnership Plan) and timelines that are reviewed every three months. The school’s 

stakeholders are actively engaged in this leadership process. Ongoing monitoring and 

evaluation processes of the PfP programme take place throughout the year and measure 

the progress of the partnership. 

 

4: Coaching – Supporting and guiding the PfPs as individuals, using the PfP process. The 

PfPs are encouraged to apply what has been learned on the courses. This one-on-one 

support is offered by an experienced learning process facilitator and it is customised and 

tailored to meet the personal requirements of the business partners and principals. 

 

5: Learning Community – Community of Practice (CoP) sessions take place every six 

weeks in which the entire leadership circle (LC) – consisting of 8 to 10 Partnerships for 

Possibility – meet at a different school within the LC. This exposes PfPs to different school 

environments and allows for cross-learning, co-learning, co-action and sharing among the 

PfPs, and facilitates alternative ways of learning together. 

 

6: Learning Journey – Is a process of discovery that is unfolding and deepening over time. 

It refines itself and develops naturally: individually, in their partnerships and collectively. 

There is a deepening of insights and learning that takes place throughout the entire one-

year PfP experience. 

 

7: Reflection and Sense-making – As the PfPs move along the journey they are journaling 

and preparing their Portfolio of Evidence (they may also choose to receive NQF6 

accreditation for their PfP participation). This process invites self-reflection and making 

sense and meaning of the learning and leadership experience. Through this immersive 

experience, purpose and meaning starts emerging. 

 

8: Out of Comfort Zone –The PfP Programme is designed to take the PfPs out of their 

comfort zones with real-life engagement with unfamiliar people, schools and communities. 

The PfP programme unearths their willingness to learn and to push themselves beyond 

their own personal boundaries as they commit time and energy, and invest of themselves 

in the process. 

 

9: Meaning and Purpose – Through the on-going reflection and self-awareness, the PfPs 
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find purpose. An emerging and development process is taking place within themselves and 

this leads to ever-deepening self-discovery and development of their latent potential. 

 

 

 

 

 

 

 

 

 

 

 
Figure 8: PfP Leadership Development Methodology Source: Partners for Possibility (2017). 

Leadership Development Methodology. Retrieved 06 March 2017 from 

http://www.pfp4sa.org/index.php/what-we-do/leadership-development-methodology 

 

 

 

 

 

 

Figure 1: Leadership Development Methodology 
Source: Partners for Possibility (2017). Leadership Development Methodology. Retrieved 06 March 2017 from 

http://www.pfp4sa.org/index.php/what-we-do/leadership-development-methodology 

 

The purpose of this leadership development methodology is to develop leaders who are (Collins, 

2015): 

 self-aware (emotional intelligence) 

 resilient 

 able to cope with complexity and ambiguity 

 possess cultural intelligence 

 empathise and connect to people deeply 

 conscious of the social, moral and environmental impact of their organisations 

 

At the time of this report South Africa’s sectors (government, business and civil society) seem 

trapped in a self-protective spiral where campaigns such as #feesmustfall illustrate the unrest of 

the South African psyche. Currently the second Dinokeng scenario, “walk apart”, is partially being 

enacted. “Walk apart” refers to a civil society that loses patience with an ineffective government 

and reacts with violent protest (Collins, 2015). The PfP programme seems to facilitate the “walk 

together” scenario within one of the most challenging sectors of South Africa. It is therefore crucial 

to understand the impact of the PfP programme, as well as the underlying processes that are 

active in the programme. To identify and integrate these processes in other contexts, it is first 

necessary to have a clear picture of the impact of the PfP programme on the following participants 

of the programme and the effectiveness thereof: 

http://www.pfp4sa.org/index.php/what-we-do/leadership-development-methodology
http://www.pfp4sa.org/index.php/what-we-do/leadership-development-methodology
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 The schools and specifically the principals who participate in the programme 

 The business leaders who participate in the programme 

 The communities connected to each of these participants: 

o The school community and larger community around the school 

o The business leaders’ team members at their place of work 

 

It is also necessary to explore the effectiveness of the PfP programme as a leadership 

development programme and as a corporate social investment programme. 

 

PfP realised the need for an external evaluation of the programme’s impact on the school 

principals and the business leaders participating in PfP. In 2016, the impact of PfP on school 

principals was evaluated externally (Sustainable Livelihoods Foundation, 2016). This study 

supported the effectiveness of the change theory of the PfP process and PfP as an effective 

leadership development programme for school principals. 

 

This research project focuses on the impact of the PfP programme on business leaders, as well 

as the effectiveness of PfP as a leadership development programme for business leaders. The 

study is conducted jointly by staff members of the Department of Human Resource Management, 

Department of Industrial and Organisational Psychology, and the Department of Social Work at 

the University of South Africa (Unisa). 

2. METHODOLOGY 

2.1 Qualitative method: tri-phase research project 

 

The research project aims to assess the perceived effect of the PfP programme on business 

leaders at a qualitative level. The research project have three main objectives. Firstly, we want to 

determine whether business leaders experience the PfP programme as beneficial in the 

development of workplace leadership qualities required in their organisations. Secondly, we are 

interested to find out about the business leaders’ experiences of the programme in order to create 

a thematic understanding of the qualitative impact of the PfP programme on business leaders. 

Lastly, we are curious about how the team members experience their leader after he/she has 

participated in the PfP programme. 

 

The research project followed a qualitative method approach and consists of three phases:  

 

Phase 1: Qualitative electronic self-report online survey 

 

Phase one consisted of a short self-report online survey. The questions were designed to explore 

the experiences of business leaders with regard to: 

 

 the development of leadership qualities relating to influence, interpersonal relationships, 

flexibility of leadership style, decision-making capacity, dealing with complexity, ambiguity 
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and diversity 

 perception of under-resourced communities and South Africa as context 

 exposure to people of other backgrounds 

 sense of meaning and contribution 

 active citizenship 

 

The  survey contained questions on a dichotomous scale (yes/no) as well as questions on a 5-

point Likert scale. The questions also required participants to provide a narrative description of 

their experience with regard to the question providing researchers with both quantitative and 

qualitative data. 

 

Quantitative data obtained will be used for descriptive purposes. Narratives were requested and 

the questions were constructed in such a way that the business leader can share both positive 

and negative experiences. The results from this phase will be used to design the semi-structured 

interview questions for phase two and phase three. Business leaders were asked to volunteer to 

be interviewed during Phase 2. Those who consented will participate in phase 2 of the research 

project.  

 

Phase 2:  Semi-structured interview – impact of Partners for Possibility programme on 

the business leader as experienced by the business leader 

 

This phase will consist of semi-structured interviews to gain more in-depth insight into the impact 

of the PfP programme on the business leader as experienced by the business leader. The 

particular questions for the semi-structured interviews will be informed by the information from 

phase 1. Interviews will be held by skilled professionals volunteering from the South African Board 

for People Practices (SABPP) and the Society for Industrial and Organisational Psychologists in 

South Africa (SIOPSA). 

 

Phase 3:  Semi-structured interview – impact of Partners for Possibility programme on 

the business leader as experienced by the business leader’ team at work 

 

Business leaders who participate in phase 2 will be asked for their permission to interview their 

teams in order to gain insight into the impact of the PfP programme on the business leader as 

experienced by the business leader’s team. Consent from the team members and the particular 

employer of the business leader will also be obtained. The interview questions for phase 3 will be 

constructed only after phases 1 and 2 are completed as this phase will be informed by the data 

of the previous two phases. The data from phase 3 will be used to do comparisons or 

triangulations between the themes emerging from phase 1, phase 2 and phase 3. The perceptions 

of business leaders from phase 2 can therefore be compared to the perceptions of the team 

members of these business leaders 
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2.2  Ethical clearance 

 

Ethical clearance was obtained from the Industrial and Organisational Psychology Department at 

Unisa. The reference number for the research project is 2016_CEMS/IOP_081. Any queries with 

regard to the ethical clearance of the project can be directed to the researchers or to the Chair of 

the Ethics Review Committee, Dr S Grobler: grobls@unisa.ac.za. 

 

Participation in the research project is voluntary and the survey in phase 1 was anonymous. 

Electronic informed consent was received from all participants when they completed the online 

survey. Only one participant indicated that they did not wish their responses to be recorded. This 

participant’s response has therefore been excluded from this research report. Participation in 

phase 2 and phase 3 (semi-structured interviews) is also voluntary. Informed consent has already 

been obtained from the business leaders volunteering to participate in phase 2. The business 

leaders provided informed consent by indicating through an electronic survey that they are willing 

to participate in phase two. These business leaders will have the option of also allowing their 

teams to be interviewed in phase 3. Even though the business leader may volunteer their team 

for participation, each team member will be asked for their consent and will have the option not 

to participate. The identity of those who elect to participate or elect not to participate will be kept 

confidential. Further to this, the organisations where the teams are based will also need to provide 

informed consent before the interviews for phase 3 commence. 

 

2.3  Research instrument 

 

Phase 1: 

The research instrument in phase 1 consisted of a self-report electronic online survey. Section A 

of the survey requested biographical information. Section B of the survey (questions 1-7) was 

based on a dichotomous scale (Yes/No) with a free text narrative for each option (Yes/No). 

Section C of the survey (question 8), was based on a 5-point Likert scale. Question 9 asked 

participants what three words best describe their experience of the PfP programme. The survey 

tool is provided in Appendix A. 

 

Phase 2 and phase 3: 

Phase 2 and phase 3 will consist of individual semi-structured interviews. The specific questions 

of the interview schedule for phase 2 will be informed by the themes emerging from phase 1. The 

specific questions of the interview schedule for phase 3 will be informed by the themes emerging 

from both phases 1 and 2. Participants will be interviewed at a time and place convenient for 

them. The interviews will be conducted by suitable volunteers registered with the South African 

Board of People Practices (SABPP) and the Society for Industrial and Organisational Psychology 

in South Africa (SIOPSA). All volunteers will receive a detailed brief and semi-structured interview 

schedule in order to promote consistency in the way that the interviews are conducted. All 

interviews will be voice recorded for quality assurance purposes. The interviews will be 

transcribed from the recordings. The data will then be analysed following the same six-phase 

approach to thematic analysis as described by Braun and Clarke (2006) that was used during 

phase 1. 

mailto:grobls@unisa.ac.za
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2.4  Population and sample size 

 

A purposive voluntary sampling strategy was followed. Only business leaders who completed the 

12-month programme and whose contact details were available, were included. This resulted in 

a population size of 294, of which 73 business leaders responded, resulting in a 25% response 

ratio. In a population size ranging between 200 and 499, a sample is considered representative 

at 32% and is then fit for quantitative statistical analysis (De Vos, Strydom, Fouché and Delport, 

2002). The sample in this phase of the research does therefore not allow for correlations and 

regression statistics. 

 

Nonetheless, some quantitative data was obtained through the research. These are represented 

in the frequency graphs and tables, which provide a valuable snapshot of the participants’ 

experiences. It should be noted that the response ratio limits the generalisation of the quantitative 

findings to only the participants of this survey. The quantitative data can therefore not be 

generalised to the whole population of business leaders who have participated in the PfP 

programme. 

 

A number of 73 participants do, however, provide a rich qualitative data set that allows for deeper 

insight and understanding of the results illustrated by the frequency graphs and tables, the themes 

and sub-themes that emerged from business leaders’ experiences and the themes that need to 

be more deeply explored in phases 2 and 3. The value of the PfP programme is given a level of 

clarity in the rich qualitative data set that would not emerge from quantitative data. 

 

2.5  Data analysis 

 

The quantitative data from phase 1 is represented in frequency graphs and tables. The qualitative 

data was analysed according to a process of thematic analysis to determine themes or patterns 

within the data (Vaismoradi, Turunen & Bondas, 2013). This process consists of a Six-Phase 

Approach to Thematic Analysis as described by Braun and Clarke (2006).  

 

 In the first step the researcher becomes familiar with the data gathered by thoroughly 

reading through it, making notes and considering possible patterns (Braun & Clarke, 2006).  

 In the second phase, the researcher systematically produces a few initial codes by re-

reading the data and utilising the notes made in the previous phase (Braun & Clarke, 2006). 

The data is then organised under appropriate codes (Vaismoradi et al., 2013).   

 The third phase consists of the interpretive analysis of the data (Braun & Clarke, 2006). The 

researcher search for themes – or repeated patterns – within the data by classifying related 

codes into broader categories (Braun & Clarke, 2006; Marks & Yardley, 2004).  

 The fourth phase entails reviewing and refining the themes (Braun & Clarke, 2006). The 

researcher needs to ensure that the data within each individual theme correlates with one 

another, while the different themes have to have clear and distinguishable differences 

(Braun & Clarke, 2006). It is also important to examine whether the themes correlate with 
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the entire data set – in other words, are the themes (or the parts) representative of the whole 

(Thomas & Harden, 2008)?  

 During the next phase, the researcher names and defines each theme according to its 

essence (Braun & Clarke, 2006). The researcher is required to analyse each theme and 

find the narrative within, thereby clearly defining them, and finally providing all themes with 

short and powerful names (Braun & Clarke, 2006; Vaismoradi et al., 2013). 

 Throughout the final phase, the researcher compiles a detailed, coherent and concise report 

(Braun & Clarke, 2006). This report should include vivid and compelling data extracts in 

order to support and provide evidence of any statements made (Braun & Clarke, 2006; 

Brooks et al., 2015; Vaismoradi et al., 2013). 

 

2.6  Measures to insure trustworthiness and authenticity 

 

Measures to insure trustworthiness and authenticity of the data need to be considered as they 

influence the quality of the results as well as the ethical and responsible use of the results. 

 

a) Credibility  

The research design allows the voice of the participants to emerge and to be preserved by 

allowing each phase to be informed by the phases before it, while at the same time using 

structure in order to also preserve the quality of the data collection. 

 

b) Dependability  

All field workers assisting in phases 2 and 3 will be briefed in the same manner and will use 

the same interview structure and recording methodology in order to maintain consistency in 

the collection of data. The researchers will also do quality checks on the data received from 

field workers before using it in the data analysis. 

 

c) Conformability  

Triangulation between the various phases of the research as well as between each 

researcher’s interpretations of the data will be conducted. 

 

d) Transferability  

The results of this research study are limited to the context of the PfP programme. The 

details of this programme and the context within which it is executed are clearly described. 

The contexts and conditions where transferability is appropriate will therefore be clear to 

any practitioner or researcher who wishes to use the research results. 

 

e) Authenticity 

The data collection and analysis provide a framework of fairness in which both the voice of 

the business leaders as well as the perceptions of their team members are balanced and 

preserved. Ontological and educative authenticity is achieved by allowing participants to 

reflect on their experiences in both the surveys and interviews. Catalytic authenticity is 
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addressed as participants will receive feedback on the results of the research study in the 

form of a research report that will be made available through the PfP website. 

3. DISCUSSION OF THE FINDINGS 

3.1  Discussion of the quantitative data 

 

The quantitative findings are summarised in graph and table format in order to provide an 

overview of the results. The quantitative data is integrated with the findings of the qualitative data 

as the qualitative data provides the context and depth from which the quantitative data is 

understood.  

 

There were participants who chose not to respond to certain questions. These are indicated as 

N/R (no response): 

3.1.1 Demographic data 

 

The majority of business leaders who participated are between the ages of 46 and 55 (37%), 

followed by business leaders older than 55 (26%). It may be concluded that the majority of 

business leaders who participated in PfP are experienced leaders, Furthermore, 63% of the 

business leaders participating in the research are white; and 54% are male and 42% are female. 

Participants are active in six provinces, with the largest footprint in the Western Cape (37%), 

followed closely by Gauteng (36%). 

 

The distribution of age, race, gender and provinces are illustrated by the graphs below: 

 

 
Figure 2: Age distribution 
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Figure 3: Race distribution 
 

 
Figure 4: Gender distribution 
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Figure 5: Provincial distribution 

 

3.1.2 Summary of the quantitative data 

 

Below follows a summary of the responses to each of the questions of the survey. Questions 1 to 

7 are illustrated in table 1, while questions 8.1 to 8.3 are illustrated in figures 6, 7 and 8. A 

discussion of the quantitative data follows in section 3.1.3. 
 

Table 1: Dichotomous questions (Questions 1-7) 

Question Yes (%) No (%) 

No Response 

(%) 

 

1 

Did you find PfP to be a valuable process to develop 

your leadership skills? 88 8 4 

2 

Did your PfP experience improve the way that you 

make business decisions? 73 19 8 

3 

Would you recommend PfP to other business leaders 

who wish to develop their leadership skills? 83 7 10 

4 

Did your PfP experience change the way that you 

see under-resourced communities in SA? 81 8 11 

5 

Has PfP made any difference in terms of your 

exposure or friendship with people of other 

backgrounds? 67 19 14 

6 

Was the PfP programme demanding or stressful for 

you? 37 49 14 

7 

Would you recommend PfP as one of the best 

corporate social responsibility programmes? 44 1 55 
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Question 8.1: I feel my participation in the PfP programme… 

 
Figure 6: Question 8.1 (5-point Likert scale) 

*The percentages of the four highest categories have been inserted. 
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Question 8.2: My experience of being part of PfP has improved my ability to… 

 
Figure 7: Question 8.2 (5-point Likert scale) 

*The percentages of the four highest categories have been inserted. 
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Question 8.3: Because of my experience of being a Partner for Possibility, I am … 

 

 
Figure 8: Question 8.3 (5-point Likert scale) 

*The percentages of the four highest categories have been inserted. 
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3.1.3 Discussion of the quantitative results 

 

Through the quantitative data, participants of the study indicated that the PfP programme: 

 

 is a valuable process for developing leadership skills  

 changes the way business leaders see under-resourced communities in South Africa  

 improves the way business leaders make decisions  

 ignites active citizenship  

 enhances business leaders’ understanding of the South African context  

 develops a collaborative mind set  

 breaks down diversity barriers (cultural, racial, socioeconomic and gender)  

 adds a sense of contribution and meaning to the lives of business leaders  

 improves their ability to facilitate change  

 enhances leaders’ capacity to adapt, deal with ambiguity and work across traditional 

boundaries  

 improves leaders’ capacity to influence without direct control  

 enhances the value placed on relationships and the ability to contract for generative, adult-

to-adult relationships  

 improves listening skills  

 is worth recommending to other business leaders who wish to develop their leadership skills  

These aspects were all confirmed by the narrative qualitative date as discussed in more detail in 

this report. 

 

While the majority of business leaders indicate that PfP has developed their ability to deal with 

complexity and volatile environments, these scores are lower than the scores on other areas of 

leadership (such as developing a collaborative mind set). This suggests that while PfP does 

contribute to the development of dealing with complexity, business leaders are not too confident 

about their ability in this area. 

 

A very interesting result is that the quantitative results show that only 55% of business leaders 

feel that the programme has made them less autocratic in their leadership style. However, in the 

qualitative data a very strong theme that permeates the whole data set has emerged indicating 

that business leaders have become less directive in their leadership style and have shifted to a 

more flexible and inclusive leadership style (see themes 2, 3, 9, 11, 12, 13, 14 and 16). It is 

possible that business leaders who choose to participate in PfP may already be collaborative by 

nature. This contradiction between the quantitative and qualitative data will be further investigated 

in phase 2 of the study.  

 

3.2  Thematic discussion of the qualitative data set 

 

In this section a background is given of the process followed and how it affected this specific 

study. This is followed by a discussion of the various themes and sub-themes that were identified. 
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3.2.1  The analysis process followed 

 

As discussed above, data analysis of the qualitative section of the survey tool (Appendix A) was 

done using the Six-Phase Approach to Thematic Analysis as described by Braun and Clarke 

(2006). Some brief examples are firstly given of each phase, where after the themes, sub-themes, 

and data extracts are given. Each theme is defined and discussed based on the purpose of this 

research. The themes and sub-themes are thus not necessarily related to any specific theories 

or models, but to the goals of this study.  

 

According to Braun and Clarke (2006), during the first phase, the researcher should become 

familiar with the data. To do this, the responses of all 73 participants were read a number of times, 

recording early thoughts and potential patterns in the data. Thereafter, the questionnaires were 

scrutinised on a question to question basis – for example, all the responses to question one were 

read, followed by all the responses for question two, and so forth. During this process further 

notes were made, thus redefining current and additional probable patterns.  

 

The second phase (Braun & Clarke, 2006) consisted of creating initial codes and collating data 

extracts under each relevant code, based on the notes made during the first phase, and/or any 

thought-provoking features within the data.  During this process of scrutinising the questionnaires 

a number of times, the various themes were either divided into additional themes, or were merged 

into broader themes in order to ensure that the data was accurately portrayed. Where response 

codes were too small, they were merged into a general sub-theme called “Others” as the codes 

separately did not contain sufficient data to warrant their own thematic grouping.  

 

Braun and Clarke (2006) recommend that the third phase should involve the creation of themes. 

To do this, the different data codes were interpreted to enable the researchers to group the data 

into a choice of themes and sub-themes, making sure that each theme was logical while a clear 

distinction between themes is visible. This process was enhanced by the fact that the 

questionnaire was divided into various questions, ensuring that similar topics emerged while 

reading and re-reading the information. Various response codes made up a sub-theme, while 

various sub-themes formed the main theme. For example, under the question “In what way did 

PfP develop your leadership skills?”, the sub-theme “Leadership style development” contains 

three different sub-themes, namely “Decrease in authoritative leadership”, “Changing views about 

leadership”, and “Empowering self and others” (Note that these examples were selected from the 

final list of themes and sub-themes, and not from the preliminary list of themes as it was during 

phase 3). 

 

Braun and Clarke (2006) advise a review of the various themes and sub-themes during the fourth 

phase.  

 

During the fifth phase, each theme is defined and described as a distinct unit, which relates to the 

aims and objectives of the study (Braun & Clarke, 2006). Data extracts that were identified during 

phases 3 and 4 support each theme and sub-theme. 
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The final phase of the thematic analysis requires the researcher to report on the findings of the 

comprehensive data analysis process extracted from all questionnaires (Braun & Clarke, 2006).  

 

The themes and sub-themes are discussed in detail in the next section. 

 

3.2.2  Discussion of the final themes, sub-themes and data extracts 

 

This section is a discussion on the themes and sub-themes extracted from the data. For ease of 

reference the data is structured according to the questions that were asked and the subsequent 

themes and sub-themes that were identified under each question and through perusing the full 

questionnaire. However, note that some of the data extracts that were obtained under certain 

questions were moved to other questions and their themes and/or sub-themes according to best 

fit. Nevertheless, this does not impact on the reporting of the data, as the data is still captured as 

relevant.  

 

Where specific aspects were repeatedly mentioned throughout the themes, it was further 

considered and explained within each relevant context. Data extracts are given in support of the 

nuances within each theme. 

 

3.2.2.1  Question 1: Did you find PfP to be a valuable process in developing your 

leadership skills? 

 

The question above was the first in the survey. If participants answered yes, a follow-up question 

was asked, namely: In what way did PfP develop your leadership skills? If they answered no, the 

question that followed was: Why do you feel that PfP did not develop your leadership skills? Figure 

9 below indicates the number of participants who answered yes or no, as well as the number who 

did not respond to this question. A majority of 88% of participants answered that the PfP 

programme was a valuable process to develop their leadership skills.  

 

 
Figure 9: Participants’ perception of the value of PfP in developing leadership skills.  
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From the data one may conclude that the term “‘leadership skills” is seen not only as a set of skills 

(e.g. empowering others, creating opportunities, conflict management skills, diversity 

management, and so forth), but also relates to a specific leadership style. The detail below will 

further highlight what participants viewed as leadership skills. 

 

A discussion on the results of the data yielded through the question: “In what way did PfP 

develop your leadership skills?”, as well as from the perusal of the full data set, follow below.  

The following three themes were identified:  

 

 Theme 1: A shift in leadership style  

 Theme 2: Development of leadership skills 

 Theme 3: Diversity appreciation 

 

A discussion of each theme follows: 

 

Theme 1: A shift in leadership style  

 

The first theme identified was a shift in leadership style. This theme can be defined as follows: 

Leaders’ view of leadership was broadened and a more flexible approach to leadership was 

developed. Three sub-themes were identified under Theme 1, namely: 

 

 Sub-theme 1.1: Decrease in authoritative leadership style 

 Sub-theme 1.2: Changing views about leadership 

 Sub-theme 1.3: The value of empowering others 

 

All three of these sub-themes are summarised in table 2 and also discussed below. 

 

Table 2: Theme 1 elaborated 

 

Theme 1 Sub-theme Data extracts to illustrate relevant sub-themes 

Shift in 

leadership 

style 

Sub-theme 

1.1: 

Decrease in 

authoritative 

leadership 

style 

Learning to influence people, rather than using authority or power 

– Participant 3 

I am now giving more autonomy to those who report to me – 

Participant 4 

To influence authentically and not lead through power – Participant 

13 

...Hierarchical power has not been necessary for the two of us to 

get numerous things mobilised – Participant 16 

I am less directive and autocratic... I have learned how to influence 

without direct authority and control – Participant 45 
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Changed my almost instructive leadership style to a participatory 

leadership style wherein those who are being led participate in 

decision-making processes – Participant 50 

Trying to play a collaborative leadership role in a completely 

different sphere of life was challenging and added to my learning, 

although I am not sure that I have reached any goals yet – 

Participant 75 

Developed an appreciation for leadership in a community context, 

which is collaborative based and not instructional – Participant 62 

Sub-theme 

1.2: 

Changing 

views of 

leadership 

The programme really made tangible the concepts of leadership 

by collaboration. Understanding that each individual in a 

community or organisation has their own specific strength. Tapping 

into all the strengths, especially those that are different to mine, 

can lead to incredible achievements... For me the most important 

lesson, however, was that real leadership comes from putting my 

own agenda aside. Rather listen to all stakeholders, find 

commonalities of purpose, and allow each member of a team to 

get involved and work together... sometimes it is better to let go of 

total control – you can achieve more this way – Participant 20 

It taught me that leadership and its challenges differ from context 

to context and one cannot just apply a “one size fits all” style... what 

matters most is output and not who or where you are in the 

structure – Participant 24 

Sub-theme 

1.3: The 

value of 

empowering 

others 

I learn to influence authentically... This helped me to facilitate 

people into co-creation and self-sustaining, self-motivating goals 

and results. I'm a better business leader, better consultant and all 

my personal relationships have improved. I have more time and 

flexibility to do what I choose to do. I'm free – Participant 13 

 

...Practice the ability to enable others to grow in confidence and 

decision-making – Participant 67 

 

Sub-theme 1.1: Decrease in authoritative leadership style 

Probably the most important finding relevant to the development of leadership skills was 

participants’ experience of a shift in leadership style away from an autocratic, directive and 

instructive leadership style, to a more participatory and collaborative leadership style. Participants 

stated that it was not so much the hierarchical position that provided their basis of power or 

control, but rather that their leadership was based on an authentic position, through which people 

were influenced and guided – often also by shared decision-making processes. The following 

data extract summarises this well: 

You do not need to be in authority to lead. I had to walk beside the principal – Participant 4 

 

Similar quotes are given under the data extracts of “Sub-theme 1.1: Decrease in authoritative 

leadership style” in the table above. However, one participant indicated a move away from a more 
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democratic leadership style to a more autocratic one. But, this was based on a trust relationship 

between the specific leader and his/her subordinates.  

I was too much focusing on ensuring business decisions would be constituted in a 

democratic process amongst colleagues. I am - funnily enough - now a bit more autocratic. 

This is due to the appreciation I have for the trust my colleagues have in my understanding 

of matters to make the informed decisions if and when it is needed. – Participant 66 

 

Sub-theme 1.2: Changing views of leadership 

The data extracts on this sub-theme are very closely related to sub-theme 1.1 above, which deals 

with the experience of a decrease in authoritative leadership style. Many participants alluded to 

how differently they now view the role of a leader. Comments on this referred to the importance 

of collaboration, and as a leader to ensure that the power of the collective resources of an 

organisation is acknowledged and utilised. It also stressed the importance of acknowledging 

different viewpoints – an aspect that is elaborated on later in this report. Additional aspects that 

were stressed are the importance of “find(ing) commonalities of purpose” (Participant 20, refer to 

full quote in table 4 above); and to recognise that different contexts require different leadership 

styles. Additionally, it was stated that a leader should rather facilitate the process than direct the 

process, for instance, through clearly defining the issue at hand and thereafter allowing a 

discussion on it. Such a process, it was said, enhances ownership of decisions. The following 

quote summarises many of these issues: 

It changed my concept of a leader from one who directs and leads to one who convenes 

the gathering, get the right people into the room and name the issue powerfully to enable 

an engagement of all present. It taught me the importance of recognising and dissolving my 

power... so that the voices of the others can be amplified and ownership resides with the 

group. It also changed my notion of the leader as expert to one of process facilitation... I 

also learnt about the power of the collective voice and made me redefine both my roles and 

responsibilities. – Participant 70 

 

See table 2 above for some additional quotes on this matter. 

 

Sub-theme 1.3: The value of empowering others 

One of the positive outcomes that was repeatedly mentioned when practising a different and more 

collaborative leadership style is the result of people who feel involved and empowered through 

such an approach. The data indicates that leaders became deeply aware of the value of 

empowering others. 

People who feel they are heard and that they are allowed the space to make mistakes, 

volunteer new ideas and work independently, rather than be micro-managed, are more 

productive. – Participant 20 

 

See table 2 above for additional quotes on this matter. 
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Theme 2: Development of leadership skills 

 

The second theme identified related to the development of leadership skills. This theme is defined 

as: The specific leadership skills developed by PfP as defined by the business leaders. 

 

It is important to note that the skills emerging in this theme relate specifically to the question: “In 

what way did PfP develop your leadership skills?”  

Throughout the data set, leaders also mention other skills such as collaboration and contracting 

with stakeholders, which in the PfP philosophy are considered to be leadership skills. Yet in this 

question, leaders did not link those skills to leadership skills. This suggests that leaders 

themselves are not clear as to what they include and exclude under the umbrella term, “leadership 

skills”, and each leader has their own preferences. 

 

Six sub-themes were identified under Theme 2, namely: 

 

 Sub-theme 2.1: Listening skills 

 Sub-theme 2.2: Conflict management skills 

 Sub-theme 2.3: Self-awareness and growth 

 Sub-theme 2.4: Creativity and adjustment 

 Sub-theme 2.5: Application of leadership skills 

 Sub-theme 2.6: Other 

 

All six of these sub-themes are discussed and are also summarised in table 3 below. 

 

Table 3: Theme 2 elaborated 

Theme 2 Sub-theme Data extracts to illustrate relevant sub-themes 

 

Development 

of leadership 

skills 

Sub-theme 

2.1: Listening 

skills 

My listening skills were enhanced in that I had to observe more 

and not take immediate action... – Participant 10 

Having to listen instead of telling – Participant 11 

To really listen to (a) clients’ needs makes a huge difference in 

negotiations – Participant 12 

Listening, not assuming – Participant 21 

Listening being the key factor in gaining the rapport and respect 

of the speaker – Participant 41 

Sub-theme 

2.2: Conflict 

management 

skills 

Observing conflict resolution/ management in the school... I 

supported the principal who was able to shift from being the 

scapegoat to being part of the solution... – Participant 28 

Dealing with conflict and difficult emotional situations effectively 

by applying (the) tools applied in the programme – Participant 

61 

Sub-theme 

2.3: Self-

Broadened my knowledge of self and others – Participant 5 

It made me stand in my female power more – Participant 9 
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awareness 

and growth 

I learnt to say NO more... Understood the value of patience – 

Participant 10 

Helped me to be a more understanding person – Participant 15 

It was a good thing for me to do in terms of development – even 

though I am 58 – Participant 38 

Time to think by Nancy Kline, gave me a sense of understanding 

myself and how others see me – Participant 41 

I have become more self-aware – Participant 45 

Sub-theme 

2.4: 

Creativity 

and 

adjustment 

Takes people out of their comfort zone and learn to operate in 

a different environment – Participant 34 

Imagination to find solutions – Participant 38 

I had to learn to appreciate and develop creative solutions in an 

environment with limited resources – Participant 39 

It made me better appreciate that certain available resources 

should not be taken for granted and, in the event that ordinarily 

available resources become unavailable, there is room to 

improvise and develop alternatives – Participant 49 

...Drivers normally associated with business goals and targets 

being blended with the general goals of education and the need 

for scarce resources – Participant 53 

Sub-theme 

2.5: 

Application of 

leadership 

skills 

No(t) a day goes by that I don't practice or think about 

something I learnt on the courses – Participant 9 

I actively implemented the principles from Peter Block's 6 

Conversations that matter, as well as Nancy Kline's Time to 

Think–- Participant 14 

We... now start every meeting with a positive thought and end 

the meeting acknowledging all the attendees. This has been 

beneficial, especially when we have had a difficult and robust 

meeting – Participant 43 

The formal sessions, such as the contracting course/building 

communities etc. have universal application in corporate life – 

Participant 72 

The Flawless Consulting was also beneficial as it taught me the 

value of negotiating a contract and how to get agreement 

...Time to think, which I really enjoyed and even implemented in 

the workplace to try and develop some of the leadership skills 

of the staff – with mixed success – Participant 74 

Sub-theme 

2.6: Other 

Understanding how to accept improvement of whatever nature 

(as opposed to getting the ideal outcome) – Participant 11 

Stepping into other peoples' perspectives – Participant 14 

...managed to improve my presentation skills – Participant 19 

Understanding community building, dealing with passive 

resistance, creating credibility and identification – Participant 30 
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Courses had applicability in... contracting and communicating – 

Participant 48 

Enhanced problem-solving skills... Improved communication 

skills. Improved stakeholder management skills – Participant 64 

It forced me to focus on some of the more core stuff like taking 

time to think – Participant 74 

The courses (Community Building, Flawless Consulting and 

Time to Think) all added towards my skill set and had real 

application in the work place – Participant 75 

 

The data showed that participants generally experienced an increase in self-awareness and 

growth. Some of the most important skills that were developed related to listening, conflict 

management, adaptability, innovative thinking skills, and contracting with stakeholders. A number 

of other skills were also mentioned, for instance, having more patience, dealing with passive 

resistance, and some more technical aspects such as enhanced presentation skills. For ease of 

reference a selection of important data extracts in this regard are given as examples, while table 

3 above summarises some of the other responses that were given.  

 

Sub-theme 2.1: Listening skills  

Practical empathetic listening, appreciation of the viewpoints of others and the patience to 

wait and listen for these valuable viewpoints. – Participant 61 

 

Sub-theme 2.2: Conflict management skills 

It gave me a lot of additional tools to work with... for example, how to approach individuals 

who aren't cooperating, or how to better address the company as a whole. – Participant 30 

 

Sub-theme 2.3: Self-awareness and growth 

I have moved from being a human doing and executor of tasks to a human being...  I am 

becoming a whole person... I have learned that my thinking not only shapes my outcomes, 

but also impacts the people I interact with... that I have the ability to be a winner and not be 

defeated in my approach... The quality of engagement and contracting has become fine-

tuned. I engage now with intent on learning and have become more aware of what I say as 

opposed to rattling off instruction... also to hear from others (if) what I have said made sense 

to them... that it takes many smaller whole communities to make a society function 

adequately and that I impact my community in the way I speak, listen, show up and the way 

I make the community feel... I am on a journey of becoming kinder and more compassionate 

and I am learning humanity on the journey. – Participant 76 

 

Sub-theme 2.4: Creativity and adjustment 

It helped me to think out of the box and figure out ways to bring my business experience 

and apply it in a community with very few resources... I needed to learn to adjust and find 

common ground and that sometimes situations require one to be autocratic. – Participant 6 
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Sub-theme 2.5: Application of skills 

The formal learning opportunities (Flawless Consulting, Community Building) it gave me 

were valuable and definitely had a positive long-term impact on my leadership and 

influencing skills... The Flawless Consulting principals were the most powerful for me. I still 

use them today when I consult. I let the process guide me and am better equipped to: 

differentiate between the presenting vs underlying issue, deal with resistance, give 

feedback, contract outcomes, etc. The process just works every time. – Participant 69 

 

Theme 3: Diversity appreciation 

 

A third theme that was identified is defined as the increased appreciation of different cultures and 

communities the participants experienced.  

 

In general, participants felt that they were taken out of their comfort zones, and that they are now 

more aware of the socioeconomic challenges faced by under-resourced communities in South 

Africa, especially in the education sector. In addition, the importance of social justice was 

mentioned. Many of the business leaders commented that they realised how privileged they were. 

Participants felt that their prejudices and preconceptions (regarding race, culture, age etc.) of 

others were challenged, and one may perhaps summarise that stereotyping was addressed. As 

an example, Participant 37 explained:  

It really opened my eyes to the challenges faced by so many people in SA and sensitised 

me to the difficulties that many of our wage earners face every day... It challenged my 

perceptions very deeply and had me looking at my prejudices and preconceptions in a way 

that I never had done before.  

 

Another example is found in the statement by Participant 21: 

It breaks down barriers between races, ages, societies. 

 

Differences between cultures and racial groups were thus progressively accepted, while 

similarities were also explored and acknowledged. Participants felt that they would not have had 

this appreciation of diversity were it not for the exposure provided by the PfP programme. For 

instance, Participant 75 stated:  

I had direct exposure to communities that I would not normally have through my current 

social and business network. 

 

Participants became aware of how important relationship building was, and that a collaborative 

approach was necessary to achieve desired outcomes. They also realised the importance of a 

give and take relationship, where both parties share in their knowledge, resources and networks. 

For example: 

We relied on our networks, shared our thoughts openly and focused on the possibilities 

rather than the obstacles. We have relied on our influencing skills, our credibility and focus 

to make things happen. – Participant 16 
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Given that most business leaders who worked alongside educators from under-resourced 

communities in the programme are white males (see for instance figures 1, 2 and 3 (age, race 

and gender), one may deduce that these changes resulted despite the diversities present in the 

relationships – an extremely important outcome of the research. 

 

The above comments may be summarised under the following eight sub-themes of Theme 3, 

namely: 

 

 Sub-theme 3.1: Exposure to under-resourced communities(URC) 

 Sub-theme 3.2: Appreciation of challenges in URCs 

 Sub-theme 3.3: Respect for educators dealing with challenging circumstances (teachers 

and principals) 

 Sub-theme 3.4: Acceptance of diversity and finding similarity 

 Sub-theme 3.5: Importance of relationships 

 Sub-theme 3.6: A give and take relationship 

 Sub-theme 3.7: Gratitude 

 Sub-theme 3.8: Collaboration across diversity 

 

A variety of data extracts under each of the sub-themes identified, serve to confirm the discussion 

above. See table 4 below for these details.  

 

Table 4: Theme 3 elaborated 

Theme 3 Sub-theme Data extracts to illustrate relevant sub-themes 

Appreciation 

of other 

people and 

contexts 

Sub-theme 3.1: 

Exposure to 

under-resourced 

communities 

(URC) 

PfP provides access and exposure to communities that we 

are not familiar with. It takes one out of your comfort zone – 

Participant 25 

It exposed me to a side of our society that I would never 

really come into contact with in my normal business life – 

Participant 37 

I met and interacted with people I otherwise would not – 

Participant 63 

Sub-theme 3.2: 

Appreciation of 

challenges in 

URCs 

Experiencing the frustrations of people who have to work 

within a dysfunctional system – Participant 11  

...more aware of the socioeconomic challenges in 

disadvantaged areas in South Africa, which has given me 

greater empathy and understanding and made me realise 

even more the importance of giving my time to make things 

better – Participant 16  

A more realistic understanding of how constrained resources 

are and... to prioritise assignment of scarce resources – 

Participant 19  

I am more aware of social justice and the need to level the 

playing fields in SA – Participant 45 



26 | P a g e  
 

Sub-theme 3.3: 

Respect for 

educators 

dealing with 

challenging 

circumstances 

(teachers and 

principals) 

...How desperately teachers need support from leaders and 

the community... PfP enriched my life and opened my eyes 

to the struggle principals face every day – Participant 12  

I have developed new respect for teachers who work with 

minimal resources and often have to deal with politicians and 

bureaucrats with little sympathy – Participant 19  

I have gained huge insight and understanding of the state of 

the education department and the conditions of work for the 

teachers and the principals which has changed the way I 

think – Participant 21  

Developed an even deeper appreciation for the work done 

by teachers/principals – Participant 32 

Sub-theme 3.4: 

Acceptance of 

diversity and 

finding similarity 

Within these two very different environments you find many 

common challenges especially around hierarchies, status, 

and building collaborative teams – Participant 20  

The diversity in people and the different contexts in which 

this exposure took place have provided me with a much 

deeper cultural appreciation and... enabled me to cultivate 

much healthier relationships in the workplace – Participant 

22  

Assists us to understand different people and their 

challenges and more especially to learn from them – 

Participant 24 

Respect and appreciation of diversity in thinking and 

feeling... improves understanding for working with different 

people – Participant 34 

Awareness of diversity and how to interact with different 

people – Participant 42 

More people within the organisation have... become more 

aware... and... more accepting of other people’s cultures – 

Participant 43 

We are all the same, despite our perceptions of difference – 

Participant 63 

Sub-theme 3.5: 

Importance of 

relationships 

Taking the time to build a relationship – Participant 3 

All my personal relationships have improved – Participant 13 

Relationships matter and this programme has made me 

realise this more than ever – Participant 16 

It reinforced my appreciation for relating on a relational level 

rather than an ideological one – Participant 17 

I am much better at appreciating people (and making an 

effort to do so) – Participant 45 

To really connect deeply with the people I work with and the 

issues they confront in their daily lives – Participant 70 
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I am learning that people matter and that the bottom line is 

not everything – Participant 76 

Sub-theme 3.6: 

A give and take 

relationship 

Trust that what we are learning together is having an impact 

in his sphere of influence just as it was having an impact in 

mine – Participant 4 

I was fortunate enough to be partnered with an incredible 

principal who has actually become a mentor to me – this was 

surprising because when you are a business partner you 

start out thinking that it is your own skills which are the most 

valuable. The programme demonstrates that both partners 

bring invaluable skills to the partnership – Participant 20 

I made some useful connections and I must have benefitted 

personally...I learnt a lot from individual people I crossed 

paths with – Participant 29 

It make such a big difference to society through involvement 

in schools and yet also contributes to the business 

community – Participant 39 

Sub-theme 3.7: 

Gratitude 

It made me really aware of and grateful for the benefits of 

privilege and it opened my eyes to the reality of life for (an) 

ordinary South African – Participant 9 

I did feel more grateful and energised being back in my 

business – Participant 31 

Enhanced positive perspective – Participant 65 

I can now speak with authority and experience on the 

importance and value of working together to make real 

change in this country – Participant 16 

Sub-theme 3.8: 

Collaboration 

across diversity 

It helped me... create an environment of contracting – 

Participant 43 

No organisation operates in a vacuum – we are all a part of 

a bigger system. South African business can and must 

participate in the broader community and look for 

opportunities where ever possible to influence this in a 

positive way – Participant 20 

Collaboration is key in this programme – divided we fall and 

united we are strong – Participant 24 

Learnt how critical it is for business to collaborate with 

external initiatives like this... and consider broader impact 

not just business bottom line – Participant 32 

It revealed interconnectedness of education and business in 

a way which has never been explored before – Participant 

50 
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Taught me the ability to draw on peoples’ participation and 

input to reach a better solution than to try come up with the 

solution myself – Participant 51 

A more collaborative approach was needed when engaging 

with various stakeholders... group dynamics played a major 

role in achieving objectives – Participant 53 

To collaborate across boundaries, and to safeguard that 

collaborative process – Participant 63 

In PfP, it was a collaborative process without a profit motive 

and it reaches more deeply into human behaviour and 

motivations – Participant 72 

 

Nonetheless, six out of 73 Participants (8%) indicated in the negative when asked whether PfP 

developed their leadership skills. Below is a discussion on the results of the data yielded through 

the question: “Why do you feel that PfP did not develop your leadership skills?”, as well as 

from a perusal of the full data set.  

 

The following three themes were identified (for ease of reference, themes are numbered in 

sequence, rather than by topic):  

 

 Theme 4: Difficulties with principals;  

 Theme 5: Personal impediments; and  

 Theme 6: Programme related issues 

 

A discussion of each theme follows. 

 

Theme 4: Difficulties with principals 

 

Theme 4 can be defined as business leaders’ experience that the partnership was not 

collaborative. Only two sub-themes were identified under Theme 4, namely: 

 

 Sub-theme 4.1: Dependence of principal 

 Sub-theme 4.2: Independence of principal 

 

These sub-themes relate to school principals who did not engage in the PfP programme through 

a process of collaboration, as principals were either being too independent, or too dependent on 

the business leader to ensure progress. See table 5 below for the data extracts on these sub-

themes. 
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Table 5: Theme 4 elaborated 

Theme 4 Sub-theme Data extracts to illustrate relevant sub-themes 

Difficulties 

with 

principals 

Sub-theme 

4.1: 

Dependence of 

principal 

Unfortunately, the principal that I had to deal with did not drive 

the process with me. He expected everything to be done from 

my side – Participant 26 

Sub-theme 

4.2: 

Independence 

of principal 

The school I partnered with did not specifically need assistance. 

They were quite well-functioning with good leadership so I felt a 

little redundant – Participant 29 

 

Theme 5: Personal impediments 

 

Additional reasons given by some participants of why they did not acquire new leadership skills, 

related to some personal barriers, based on their own expectations of the programme. Mostly 

these participants did not expect to learn anything, either because of their age, or because they 

felt that this was not the focus of the programme, or because of previous experiences. 

Nonetheless, they still felt that there were positive effects – they still enjoyed their participation 

and felt fulfilled.  

 

Theme 5 is defined as personal impediments with regard to leadership development. The two 

sub-themes for Theme 5 are: 

 

 Sub-theme 5.1: Expectations/ needs 

 Sub-theme 5.2: No new knowledge 

 

Data extracts for these sub-themes are given in table 6 below. 
 

Table 6: Theme 5 elaborated 

Theme 5 Sub-theme Data extracts to illustrate relevant sub-themes 

Personal 

impediments 

Sub-theme 

5.1: 

Expectations/ 

needs 

I did not expect there to be any focus on my own development, 

other than to learn more about the challenges of the education 

system in SA, and how to play a meaningful part... (in) 

improving the opportunities for the children – the leaders of the 

future. So, with this mind set, and with the years of experience 

behind me, I was fulfilled without any personal development – 

Participant 27 

A lot of what we needed to do was contrived. I actually didn't 

want to develop my leadership, go on training…. I wanted to 

make a difference; not go back to school…. I believe we learn 

from everything we do in life. I made some useful connections 

and I must have benefitted personally, but really my goal was 

a philanthropic one, so no, I was not wowed by the PfP 

leadership development process. Perhaps I needed to do more 
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but ultimately the programme focused enough on the wrong 

things that I was put off participating richly. I learnt a lot from 

individual people I crossed paths with – Participant 29 

Sub-theme 

5.2: No new 

knowledge 

I am in my 60s and have been exposed to many, many 

leadership interventions over the past 40 years, and it is 

unlikely that my leadership skills will change at this stage... I 

have retired from active employment, and... no longer lead a 

team. I do, of course realise that leadership, is not only 

practised at work, but in everyday life, however, I cannot say 

that the programme enhanced or developed my leadership 

skills – Participant 27 

Was already using the techniques in the business – Participant 

36 

I did not really learn new things related to leadership for my 

work context. That is not to say I did not enjoy the process – 

Participant 52 

 

Theme 6: Programme related issues 

 

Theme 6 is defined as hindrances created by administrative load and financial cost. Only two sub-

themes relating to the programme were identified, namely: 

 

 Sub-theme 6.1: Administrative load 

 Sub-theme 6.2: Financial cost 

 

Data extracts for these sub-themes are given in table 7 below. 
 

Table 7: Theme 6 elaborated 

Theme 6 Sub-theme Data extracts to illustrate relevant sub-themes 

Programme 

related 

issues 

Sub-theme 6.1: 

Administrative 

load 

… Complete endless forms for something I paid for – 

Participant 29 

Sub-theme 6.2: 

Financial cost 

Too expensive and too much overheads in organisational setup 

to get schools on board – Participant 58 

 

3.2.2.2  Question 2: Did your PfP experience improve the way that you make business 

decisions? 

 

The question above was the second of the survey. When participants answered yes, a follow-up 

question was asked, namely: “In what way did PfP improve the way you make business 

decisions?” If participants replied with a no answer, the question that followed was: “Elaborate 

on why your PfP experience did not improve the way that you make business decisions?” 

Figure 10 below indicates the number of participants who answered yes or no, as well as the 
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number who did not respond to this question. A majority of 73% of participants answered that the 

PfP programme improved the way they made business decisions.  

 
Figure 10: Participants perception of the value PfP holds for improved business decisions  

 
Theme 7: Positive changes in decision-making 

 

From the data one may conclude that the meaning of the term ‘‘improved business decision-

making’’ for participants related mostly to an increased focus on taking the time to facilitate a 

collaborative approach in order to reach a decision or a solution that has a long-term holistic 

consideration of the implications the decision holds for all stakeholders.  

 

The participants’ replies yielded valuable information. As stated above, participants who 

answered yes to the question of whether the PfP experience improved their business decision-

making processes received a follow-up question to elaborate in what way they now make better 

decisions. Studying the replies to this question and the full questionnaire resulted in the following 

five sub-themes that were identified: 

 

 Sub-theme 7.1: Holistic considerations 

 Sub-theme 7.2: Buy-in and participation 

 Sub-theme 7.3: Time-orientation 

 Sub-theme 7.4: Facilitate solution finding 

 Sub-theme 7.5: Other 

 

Sub-theme 7.1 focused on the importance of holistically considering the long-term implications of 

decisions that are taken. The reply of the following participant clearly illustrates this: 

I am no(w) always thinking of the long-term impacts of any decisions I am taking; how is it 

going to be received and how is it going to benefit the greater society and all involved.  The 

focus is not just on the here and the now, but on what will be sustainable – Participant 24 
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Possibly the most important contribution of the PfP programme in this regard is the conclusion 

participants reached that a collaborative decision-making process leads to increased 

commitment, buy-in, and improved decisions (Sub-theme 7.2). The following quote clearly 

illustrates this point:  

By equipping me to harness the power of the collaborative process, and including others in 

the decision-making process, that makes it our decision, rather than just mine. The buy-in 

is greater and this translates into commitment and ownership – Participant 63 

 

For some other comments and detail on how participants’ decision-making was improved, please 

see table 8 below.  
 

Table 8: Theme 7 elaborated 

Theme 7 Sub-theme Data extracts to illustrate relevant sub-themes 

Positive 

changes 

in 

decision-

making 

Sub-theme 7.1: 

Holistic 

considerations 

Taught me to look at issues from all angles before making a 

decision – Participant 3 

All my business decisions now tend to take the impact on the 

broader community into consideration. The impact on me was 

so great, that I left a corporate environment which I felt was too 

sluggish in really understanding this – Participant 20 

I developed a broader perspective inclusive of community 

considerations – Participant 25 

I think I look at the decisions much more holistically now – with 

a far better insight into the possible impact of that decision on 

all stakeholders and not just the bottom line – Participant 37 

Sub-theme 7.2: 

Buy-in and 

participation 

Made my awareness of deep democracy even better/deeper – 

Participant 9 

I give people opportunities to participate, along with the 

mandate to delegate full decision-making power if that's what 

they choose – Participant 13 

 

I learned to consult broadly and inclusively before making 

decisions – collaborative decision-making became my norm – 

Participant 14 

The level of loyalty and buy-in is far greater when I involve team 

members in decisions rather than simply dictating these to them 

– Participant 20 

I ask for a thinking partner to first consult and check my opinion 

and views before I make big decisions – Participant 21 

Taking the team with me when we make a decision. Creating 

space for others to express their point of view – Participant 38 

By taking into consideration more viewpoints and requesting 

input/contributions from those not directly involved in the 



33 | P a g e  
 

process. This raised the quality of decision-making – Participant 

44 

By drawing more on the collective IQ of the team and ensuring 

that all in the circle are heard – Participant 61 

Since being on the PfP programme the team I work with has 

claimed a greater ownership of our programmes (which we 

developed together) and have become more accountable to 

each other and the organisation... taught me new ways to 

innovate and harvest the power of the collective to make better 

decisions with greater commitment – Participant 70 

Sub-theme 7.3: 

Time-

orientation 

Sometimes taking a bit more time is OK, to enable you to come 

up with the better decision – Participant 3 

I now provide a thinking space during our meeting(s) with 

tremendous results – Participant 4 

I am not so hurried to come up with the final decisions, rather 

make many little decisions to progress what I aim to achieve – 

Participant 5 

Sub-theme 7.4: 

Facilitate 

solution finding 

Helped me to become much more customer focused and to let 

the client develop the solution – Participant 15 

Use visualisation of solution – Participant 34 

To enable individuals to develop their own solutions. To 

broaden my approach to problem-solving – Participant 53 

I have learned to make allowances for mistakes and see it as a 

building block to greater growth as opposed to failure... I have 

become more reflective in the way in which I approach a solution 

to a problem and in that way able to make better decisions 

based on fact rather than emotions – Participant 76 

Sub-theme 7.5: 

Other 

Develop empathy for principals and different kinds of leaders 

that I normally deal with... It increased my empathy, which filters 

into my decisions – Participant 9 

Having gained more experience and more confidence helped as 

well as the problem-solving aspects of courses attended; helped 

to be more confident in making the right decisions – Participant 

40 

The development of... attention to details and processes – 

Participant 50 

Improved situational awareness to enable better decisions – 

Participant 57 

 

Theme 8: No change in decision-making 

 

However, 14 of the 73 participants (19%) also indicated that the PfP programme did not enhance 

their decision-making processes – these participants were asked to explain their reasons why 

they did not benefit in this way.  
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Theme 8 can be defined as contextual factors related to the organisation and experience of the 

business leader that inhibits changes in decision-making. Three sub-themes were identified: 

 

 Sub-theme 8.1: Disconnect with business context 

 Sub-theme 8.2: No new information 

 Sub-theme 8.3: Organisational culture 

 

The first of these sub-themes (Sub-theme 8.1: Disconnect with business context) referred mostly 

to the differences in environments – explaining that decision-making in the corporate environment 

differs substantially from that in the education environment. This was explained by one 

respondent as follows: 

This (is) a completely different environment to business and did not impact on the way I 

make business decisions – Participant 54 

 

Additionally, participants commented on the fact that the programme did not change or 

contributed new ideas or skills that impacted on them in this regard. The importance of an 

organisational culture conducive to change was also expressed. Table 9 below elaborates more 

on the responses of the participants.  
 

Table 9: Theme 8 elaborated 

Theme 8 Sub-theme Data extracts to illustrate relevant sub-themes 

No change 

in 

decision-

making 

Sub-theme 8.1: 

Disconnect with 

business context 

I just don't feel it has enhanced any of the strategic decisions 

I make in any given day – Participant 10 

My role does not allow mandate for business decisions – 

Participant 17 

Simply because I see no inter-connectedness between PfP 

and the strategic and/or operational business decisions I 

need to take on a daily basis – Participant 22 

As I am self-employed as a coach, there was limited benefit 

to making business decisions – Participant 28 

It didn't teach me much relevant to my role; at least none that 

I am conscious of – Participant 29 

My relationship with my principal and the associated 

engagement and training experiences seemed quite 

disconnected from my work. It was in many ways a more 

personal experience – Participant 52 

Sub-theme 8.2: 

No new 

information 

I already had many of the skills – Participant 7 

These are skills I obtained over 40 years as I come from a 

family of multi businesses and I had to start in the family at 

the age of seven years... I felt that I transfer more skills to the 

principal and his team than receive skills – Participant 8 

I run my business now for over 10 years... I do not think PfP 

improves my business decisions. Human behaviour is 
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dictated by values. I do not think my values changed in my 

business since doing PfP – Participant 31 

I cannot consciously say that my decisions have improved, I 

think they are simply differently made, possibly think about 

them more, negotiate better, but then again I also know that 

many decisions are made the same way as in the past – 

Participant 73 

PfP did not change the way I run my business in any 

significant way – Participant 58 

The PfP process added to my skill-set as far as leadership in 

the business is concerned and probably added soft skills in 

negotiating the business world, but I cannot pinpoint any 

defined improvement in making business decisions – 

Participant 75 

Sub-theme 8.3: 

Organisational 

culture 

The organisational culture wasn't "ready" to embark on new 

ways to engage. Too few were sold on the idea – Participant 

36 

 

3.2.2.3  Question 3: Would you recommend PfP to other business leaders who wish to 

develop their leadership skills? 

 

Participants were asked whether they would recommend the PfP programme to other leaders as 

a way of improving their leadership skills – the vast majority (83%) replied in the affirmative.  

 

 
Figure 11: Participants’ perception of the value of PfP as a leadership development 

programme 
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Theme 9: Reasons to recommend PfP as a leadership development programme 

 

Participants who answered yes were asked why they would recommend the programme, while 

those who answered no were also asked why they would not. Participants, who answered that 

they would recommend the programme, gave reasons that could be summarised into six sub-

themes, as given below.  

 

 Sub-theme 9.1: Meaningful 

 Sub-theme 9.2: Networking 

 Sub-theme 9.3: Change in leadership skill set 

 Sub-theme 9.4: Changed outlook of SA 

 Sub-theme 9.5: Experiential learning 

 Sub-theme 9.6: Cross-sectoral collaboration 

The vast majority of replies related to the meaningfulness (Sub-theme 9.1: Meaningful) of the 

programme. A selection of replies is given below that illustrates the point: 

It gave me an opportunity to contribute to solving the problem instead of just complaining 

about the problems... It is very gratifying to see how my partner has grown over the course 

of our partnership – Participant 19 

 

I have done many leadership and personal development programmes... and almost 

without exception I have been motivated by the programme and for a week or so 

thereafter, but quickly slipped back into the old way of doing things. PfP is different – it 

takes you out of your comfort zone and places you face to face with the harsh realities of 

our divided society. It asks questions that we may not want to answer and it changes 

perceptions. I do not believe that one can participate in the PfP programme and not be 

changed permanently as a result. It is not a rehash of all the old management stuff – it is 

face to face, coalface stuff that demands personal change – Participant 37 

 

Comments were also made on the networking benefits (Sub-theme 9.2), and of leadership skills 

(Sub-theme 9.3) that are improved. The following quotes relate to the former (Sub-theme 9.2: 

Networking benefits): 

Networking opportunities with other business leaders – Participant 3 

 

You make valuable business connections – Participant 21 

 

The following quotes both relate to the latter (Sub-theme 9.3: Change in leadership skill set): 

It is innovative, reflective, action and co-learning driven and useful for leading in multiple 

stakeholders and agendas, in uncertainty, unpredictable contexts and across traditional 

boundaries – Participant 5 

 

The environment is one that is overwhelming as you do not have control over it, and the 

resources to meet the needs are not available. The process teaches you to work with what 
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you have and through participation of the community a difference can be made... in PfP 

you learn to lead through influence and relationships – Participant 51 

 

This programme strips you as a business leader off all the trappings we, in a business 

environment, feel count. Things like our status in our hierarchies, all of the benefits... It's 

a very different experience to work in an environment where we are all equals, regardless 

of our education or status. It teaches that, what really counts is a willingness to care about 

our colleagues. That when you listen to each person's story and work together to come up 

with solutions you really can achieve some extraordinary things – Participant 20 

 

Sub-theme 9.4 focused on how the programme contributes to a changed outlook of SA – many 

participants commented on this benefit.  

It is a programme that brings us as leaders in touch with the realities of life in South Africa 

as it really is... So many of us sit in our little air conditioned offices and write a cheque or 

complain about the government. This programme forces us to engage with one of the 

fundamental issues our country faces, namely the education system. It forces us to face 

the realities of poor resources, inadequate skills and a demanding yet unsupportive and  

incapable audience – Participant 74 

 

Participants pointed out that they would recommend PfP as a leadership development programme 

because of the experiential nature of the learning that takes place (Sub-theme 9.5: Experiential 

learning): 

The experiential aspect of the training is priceless – Participant 4 

 

It is a powerful experiential learning in how to lead change in the SA context – Participant 

28 

 

Another important reason to recommend PfP as a leadership development programme is related 

to the aspect of cross-sectoral collaboration (Sub-theme 9.6): 

Because business leadership in South Africa cannot be disconnected from the real 

socioeconomic realities of our country. Because an investment into people always 

surprises you on the up-side. Because education matters – period. And because positive 

change can be brought about through active citizenship – Participant 22 

 

For some of the other comments made, please see table 10 below. 

 

Table 10: Theme 9 elaborated 

Theme 9 Sub-theme Data extracts to illustrate relevant sub-themes 

Reasons to 

recommend 

PfP as a 

leadership 

development 

programme 

Sub-theme 9.1: 

Meaningful 

 

One is adding so much to the community but also learning 

such valuable new skills, in all my work career I was never 

involved in such a worthwhile initiative – Participant 15 

Last night I was at a celebration of thanks that the school I 

work with hosted to thank all their donors. Many of the donors 

spoke to me about how visible the change in the school has 
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been since our partnership began. The principal talks 

constantly about how the partnership inspires and energises 

him and the donors I spoke to could see a difference in the 

attitudes and energy in the school. Matric results are up at the 

school, dropout rates are down... – Participant 16 

Working with a principal and their community this way is 

completely different to just funding development projects or 

spending one or two days a year working in struggling 

communities. This programme helps and supports the 

development of relationships with members of communities so 

that you become a part of them. When you become part of a 

community you want to work harder to see it benefit from your 

skills and the network you have access to – Participant 20 

Being involved adds meaning to one's life. The impact is in 

multiples – the children, the principal, the parents and the 

community. Improving education in our country is one of the 

key pillars that will alleviate poverty and all other related social 

challenges... – Participant 24 

Because it combines leadership development with positive 

social impact where it's most needed – Participant 30 

This programme is one of its kind and one that works and 

makes a difference – Participant 40 

It is a great way to develop your leadership skills AND make a 

difference at the same time – Participant 45 

Whilst I did not feel I benefited much, I do acknowledge that it 

might be of benefit to others – Participant 58 

It is a lot about giving back and not just about development – 

Participant 72 

As a business leader you gain knowledge but more so the 

experience of sharing what you know and who you are to 

make a difference – Participant 73 

Sub-theme 9.2: 

Networking 

Networking opportunities with other business leaders – 

Participant 3 

We are moving into different times, where purpose is 

becoming more and more important. Even if you not thinking 

in terms of your own potential or own purpose, unless you get 

with the programme you will fail to attract the kind of young 

talent that IS focused on purpose and the greater good – 

Participant 9 

You make valuable business connections  – Participant 21 

Meet some incredible people – principals and business people 

– Participant 48 

Sub-theme 9.3: 

Change in 

You think you know leadership but you don't until you step out 

of your comfort zone and help those less fortunate than 
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leadership 

skills set  

 

yourself in circumstances you have not encountered before – 

Participant 6 

It re-connects us with our inner essence as leaders. As 

business leaders this improves our bottom line, staff morale, 

productivity and ability to execute. It also gives us great 

support and the ability to navigate uncertainty, better – 

Participant 13 

Leadership development out of the classroom and into the real 

world – Participant 14 

The amount of insights and knowledge a leader would get that 

helps them grow as an individual is immeasurable – 

Participant 43 

PfP has its way of creating different and often more realistic 

scenarios for leadership and decision-making – Participant 49 

For me, it was life changing! I recognised that I contributed to 

the existing story of poverty and powerlessness and was able 

to shift that quite deeply in my practice as a leader – 

Participant 70 

Their skills will be improved and thus their businesses would 

be placed at an advantage – Participant 50 

I know it's about growing you on a leadership level, but it is 

also about growing you in so many other areas, compassion, 

empathy, planning, thinking on your feet, adapting and 

changing as a situation requires all of which are core 

leadership skills – Participant 74 

Sub-theme 9.4: 

Change 

outlook of SA 

You broaden your understanding of the issues in the country 

– Participant 3 

Active citizenship. To learn more about township life and to 

understand the real issues facing education in SA – 

Participant 10 

I think many business leaders are out of touch with the 

everyday realities most South Africans face... Education is 

one of the key things that needs to change to improve our 

country. For businesses to survive the country needs to 

develop. First-hand experience.... can only help business 

leaders make better decisions in the SA context – Participant 

16 

The South African society needs better educated people in 

order to get the growth trajectory it needs to rise above the 

poverty, unemployment and inequality conundrum we are in. 

– Participant 43 

In the business world, people are often sheltered from the 

socioeconomic realities of South Africa... to make business 
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decisions, there needs be an appreciation of the social 

context. Everything is inter-related – Participant 62 

I learnt that my ideas about South Africa could be challenged 

– Participant 63 

Sub-theme 9.5: 

Experiential 

learning 

The experiential aspect of the training is priceless – 

Participant 4 

It is a good programme and the opportunity of working from 

grass root level up is a great opportunity to build skills – 

Participant 8 

Growth is a result of experience as opposed to knowledge. It 

is like a full-time personal development programme that 

benefits more than one party – Participant 17 

This programme puts you in direct contact with markets that 

you could never understand without participating in this way – 

Participant 20 

It is a powerful experiential learning in how to lead change in 

the SA context – Participant 28 

As well as being a practical application of leadership skills it 

takes you out of your normal environment and can test your 

application of them in different problem-solving and goal 

setting scenarios. A good mix of reading, workshops and 

group sessions together with specific stakeholder 

engagement. Takes leadership skills training into the real 

world outside of your normal domain – Participant 53 

Sub-theme 9.6: 

Cross-sectoral 

collaboration 

My primary reason would be to help other business leaders to 

get a proper sense of the challenges we face as a country and 

to realise that the solutions to these lie to a large extent with 

concerned citizens – Participant 11 

That they/us/the community can fundamentally change the 

way we do things... without them keeping it captive and 

powerless – Participant 13 

It is absolutely imperative that South African businesses 

engage with our education system. We have to influence this 

in a positive way. These are all our future clients and our future 

employees – Participant 20 

Important programme particularly for corporate executives. 

Can be used to enhance Corporate Social Responsibility 

goals – Participant 65 

Education is key to the development of youth, the economy 

and the nation. The education system in SA is failing our 

children. PfP is a constructive way of building communities 

and community of practice. More and more it is found that 

parents and educators are lacking in their abilities and 
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capacities to sustain a failing education system – Participant 

68 

The leadership component is a personal mastery process of 

understanding the interrelatedness and our dependence on 

each other to bring about changes – Participant 70 

 

Theme 10: Reasons not to recommend PfP as a leadership development programme 

 

Five of the 73 participants (7%) commented that they would not recommend PfP as a leadership 

development programme as it allows for limited leadership development opportunities. 

Nonetheless, according to these participants, the programme lends itself to self-growth, mentoring 

or coaching skills, team building, and gaining a better perspective on the broader issues South 

Africa is dealing with. These participants’ narratives echo the narratives of the participants who 

felt that PfP should be recommended as a leadership development programme, but interestingly 

the comments from these participants suggest a definition of leadership that excludes the capacity 

to coach and build teams as leadership competencies. These nuances in how some business 

leaders define leadership also emerged in their comments relating to the improvement of 

decision-making skills. In these responses participants did not provide clarity as to what they 

regard as missing from the PfP programme as it relates to leadership development. The 

participants who answered no to this question also answered no to question 1: Do you find PfP 

to be a valuable programme to develop your leadership skills? Business leaders’ perceptions and 

definitions of leadership and leadership skill need to be explored in phase 2 of the research study. 

Table 11 below outlines the responses from these participants. 
 

Table 11: Theme 10 elaborated 

Theme 10 Sub-theme Data extracts to illustrate relevant sub-themes 

Reasons not 

to 

recommend 

PfP as a 

leadership 

development 

programme 

Sub-theme 

10.1: Limited 

development 

in leadership 

skills 

I would recommend PfP... not... to develop business decision 

skills. It would be to make a difference in your community... – 

Participant 26 

I do believe that some of the candidates who were much 

younger, and/or not employed by a major corporate... could well 

have benefitted from the leadership development aspect of the 

programme. While there is definitely a leadership aspect to the 

role of mentoring and leading the school principal to doing a 

better job, I do not see PfP as a leadership development school 

as such. I see it more as an NGO making a difference to the 

struggling education system – Participant 27 

Purely as a leadership development process it does not derive 

the returns for the money invested, compared to other 

programmes – Participant 29 

Not for leadership skills. I think giving, making a contribution to 

society is not leadership skill. Leading yourself, improving 

yourself, that's more self-improvement. Leadership skills is 

being able to lead more people – Participant 31 
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I would recommend it – just not as a leadership development 

programme for someone with a particular focus on this. I would 

recommend it for coaching, for team building, for CSI and 

volunteerism and for gaining great perspective on the 

challenges in different parts of the city, different sectors, etc. – 

Participant 52 

 

3.2.2.4  Question 4: Did your PfP experience change the way that you see under-resourced 

communities in SA? 

 

The next question that was asked related to participants’ views of under-resourced communities 

(URC) in South Africa. The vast majority of participants (81%) indicated that the PfP experience 

changed the way they view URC in South Africa (see figure 12 below).  

 

 
Figure 12: Participants’ views on how their perspectives of URC in SA changed because 

of the programme 

 

If participants answered yes to the question of whether the PfP programme changed the way they 

see URC, they were then asked “In what way did the PfP programme make a difference?” 

Reasons given for the change experienced in their views of URC could be summarised into four 

main themes, all of which are discussed below: 

 

 Theme 11: Surpassed expectations 

 Theme 12: “Difficult” realisations and confirmations 

 Theme 13: Obstacles faced 

 Theme 14: Personal change 
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Theme 11: Surpassed expectations 

 

Theme 11 related to comments that the experience surpassed all expectations. Four sub-themes 

could be identified in this regard: 

 

 Sub-theme 11.1: Commitment 

 Sub-theme 11.2: Skilled educators 

 Sub-theme 11.3: Resourcefulness 

 Sub-theme 11.4: Breaking stereotypes 

 

Participants commented on how committed principals were (Sub-theme 11.1), stating that many 

principals work diligently to succeed in providing quality education amid very difficult 

circumstances. For instance, Participant 20 commented: 

(There are) individuals who have dedicated their whole lives to the upliftment of their 

communities. They do this with very little support from government and for very little 

personal reward. 

 

In addition, participants were surprised by the skills (Sub-theme 11.2) of many of the educators: 

I found that the quality of teachers was far higher than I had expected. I also found that their 

passion and dedication was higher than I expected – Participant 43 

 

Participants also commented on the resourcefulness (Sub-theme 11.3) of educators and 

communities, amid very little resources and within a very difficult environment. The following reply 

aptly summarises the point: 

Under-resourced communities have bought into the brand of their powerlessness to change 

anything in their lives. Yet we learnt through the programme that communities have many 

gifts and resources that are not related to money and finances and that it is this recognition 

of their abundance rather than their poverty that gives them the power to change their story 

from one of hopelessness to one of possibilities – Participant 70 

 

A strong sub-theme that emerged from the data related to how the experience had broken 

stereotypes that were held by business leaders before they became involved in PfP. One 

participant explained: 

I have been surprised that I was welcome and that it was very easy to relate to the people 

in the community and school – Participant 17 

 

Table 12 gives a summary of some other reasons why participants’ views of URC in SA were 

changed. 
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Table 12: Theme 11 elaborated 

Theme 11 Sub-theme Data extracts to illustrate relevant sub-themes 

Surpassed 

expectations 

Sub-theme 11.1: 

Commitment 

There are some incredibly passionate people out there, 

trying to make a difference for our children – Participant 3 

People want to assist and engage they just need the tools 

and direction to become involved. Parents will get involved 

they are seen as to be part of the team – Participant 10 

I was completely unaware of the positive energy and effort 

that people were putting into areas like education. And that 

it was not their fault – Participant 13 

It provided me with real-life examples of committed school 

principals who go beyond the call of duty, which was 

contrary to my initial preconceived view – Participant 22 

I have met principals who are quietly working in an almost 

impossible environment and achieving remarkable results 

in these situations – Participant 37 

In awe of some of them (principals) and their passion and 

commitment – Participant 48 

I was so inspired by the high quality individuals who are 

trying their best to work within the constraints of a very 

difficult system... – Participant 52 

There are good people out there that want to make a 

difference and build a better South Africa and care enough 

to do something about it every day – Participant 61 

How commitment some of the educators and despite all 

these conditions – Participant 65  

Sub-theme 11.2: 

Skilled educators 

Even though these communities are under-resourced 

financially there are many, many highly skilled individuals – 

Participant 20 

There is so much untapped potential. The education 

system fails... – Participant 31 

I appreciate the amount of human talent and capital much 

more – These are not defined by cash – Participant 39 

There are many hidden gems within these communities i.e. 

dedicated teachers, excelling learners, and there is an 

explicit need to acknowledge and assist them to perform 

even better – Participant 44 

Good network of skilled, passionate people – Participant 48 

Sub-theme 11.3: 

Resourcefulness 

I have learnt how resourceful people in disadvantaged 

communities have to be to make their lives worth living – 

Participant 16 

I met principals who were feeling overwhelmed and 

hopeless at the start of the programme. They grew in self-
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confidence and demonstrated good leadership in very 

difficult situations. This illustrated the truth that solutions to 

under-resourced communities lie within those communities 

– Participant 28 

I became aware of how little resources these communities 

have and how they are still able to keep going – Participant 

42 

I now see the gifts and resourcefulness of these 

communities rather than the problems and deficiencies – 

Participant 45 

...that relatively small things can make a huge difference – 

Participant 48 

Community members have much more influence and 

power than originally thought... by being pro-active and not 

just waiting for Government to do something – Participant 

51 

The amazing thing is seeing outstanding individuals rising 

above their circumstances and exercising choices. The 

leadership circles brought it home how even with limited 

resources one can make a huge success of most things – 

Participant 72 

Surprised at the relative ease of access to resources from 

the community to help under-resourced schools vs the 

struggle for average "resourced" schools – Participant 75 

Sub-theme 11.4: 

Breaking 

stereotypes 

I have been surprised that I was welcome and that it was 

very easy to relate to the people in the community and 

school – Participant 17 

Improve(d) the comfort level moving in the communities – 

Participant 34 

I always appreciated that there was good in people 

everywhere but I had not really realised how there was a 

lack of thanks in these communities. There are people 

doing awesome things and they get no credit – Participant 

38 

I have never been to a school where the pupils are so well-

behaved and so smart... I took about 60 people into that 

school – many from the UK. They were shocked by how 

professional things were – Participant 38 

 

Theme 12: “Difficult” realisations and confirmations 

 

Theme 12 is defined as the more difficult realisations participants had about URC – these 

realisations mostly related to the need for, and lack of, resources. See table 13 below for some 

comments on this matter.  
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Table 13: Theme 12 elaborated 

Theme 12 Sub-theme Data extracts to illustrate relevant sub-themes 

“Difficult” 

realisations 

and 

confirmations 

Sub-theme 

12.1: Dire 

needs/ lack 

of resources 

Cannot believe how much they have to deal with, and do it with 

so little support or resources – Participant 3 

I was never aware of the challenges of principals, who are 

basically running educational organisations much the same 

way commercial organisations have to be run – Participant 9 

Better understanding of the very real and challenging 

circumstances / dysfunctional communities within under-

resourced schools have to function. Drugs and crimes are very 

real challenges – Participant 19 

(It) provided me with tangible and irrefutable evidence of the 

enormous challenges under-resourced schools face in 

delivering quality education – Participant 22 

Fully exposed just to how bad the situation is. I am massively 

frustrated by the inefficiency and corruption that is rife in our 

country and saw just how these communities bear the burden 

of this – Participant 37 

I noticed the challenges children from disadvantaged 

communities... (and) educators from these schools face. I 

noticed the gaps existing between these schools and those that 

are fully resourced. I noticed the amount of work that needs to 

be done and what role the private sector could play to alleviate 

the situation – Participant 65 

I became conscious, in a heartfelt way, about the challenges 

faced by under-resourced schools – Participant 69 

While I was aware of the significant shortfalls that exist in 

quality education in South Africa, I became scared at realising 

the enormity of that shortfall. And the key issue is not the 

availability of resources or the offer thereof – it is the wrong or 

inappropriate application of the resources – Participant 75 

 

Theme 13: Obstacles faced 

 

Participants also came to understand the obstacles URC faced (Theme 13). These obstacles may 

be summarised into two sub-themes, which relate to the internal (Sub-theme 13.1), as well as the 

external environment (Sub-theme 13.2).  

 

Internally, challenges relate to aspects such as the challenge of changing mind sets and 

circumstances to address the root problems, rather than merely focusing on the current realities; 

in other words to ensure sustainable change. One participant expressed this as follows: 

The challenge we face is that the under-resourced community are more inclined to address 

the current reality rather than the cause. This is a common human trait. Attending to the 
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underlying mind set is the more difficult but the more transformational strategy – Participant 

7 

 

External challenges mostly relate to politics and the state of the South African education system, 

while the lack of parental involvement was also mentioned. As participant 53 stated: 

The poor governance, lack of administrative will at department level and general 

mismanagement of education at a macro level was unforgivable. Most disturbing was the 

general apathy of parents with regard to their children's education – Participant 53 

 

The table below (Table 14) further elaborates on some of the comments from participants 

regarding this theme.  

 

Table 14: Theme 13 elaborated 

Theme 13 Sub-theme Data extracts to illustrate relevant sub-themes 

Obstacles 

faced 

Sub-theme 

13.1: Internal 

There are lots of good doers who try to help, but these efforts are 

not sustainable or dovetailed to maximise on the resources 

spent... They are reliant on what they get they often do not know 

how to ask for what they need – Participant 21 

Made me understand the serious challenges that we have in this 

country, and how these challenges are not easy to correct. The 

forces that are in play are so numerous that it is not merely a case 

of throwing more money at the problem. The PfP programme really 

can only give the principal some additional skills with which to 

tackle these forces – Participant 27 

There is going to have to be a huge amount of handholding 

required to uplift communities from a mind set of poverty to one of 

abundance and ability to define own destiny and prosperity – 

Participant 58 

There is a lot of wastage. The attitude of users is disillusioning and 

it has made me aware and mindful to bring this to the attention of 

those I interact with – Participant 68 

Sub-theme 

13.1: 

External 

Politics should not be allowed to stand  in the way of committed 

teachers – Participant 12 

Better insight as to how the system is run, and how schools can 

still fail even though they have amazing individuals at the helm – 

Participant 30 

I could not believe the challenges that these principals had to face, 

more with the government education departments than with the 

unions, which was surprising to me considering the amount of 

media noise in the papers regarding the unions – Participant 43 

Locked in a system where the stakeholders aren't as interested in 

the learners as they are involved in the political aspect of 

education. So there is no accountability to pupils or parents and 
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the system only encourages below mediocrity which fails the 

learners and discourages the educators – Participant 54 

Practical issues such as language and time play a bigger role than 

I had previously seen. The style of management from the 

education department has a long road to travel to becoming 

supportive and actually helping the schools, rather than an 

authoritative demanding approach – Participant 61 

 

 

Theme 14: Personal change 

 

The last theme (Theme 14) that was identified from the question regarding in what way the PfP 

programme changed the participants’ view of URC relates to the personal change participants 

experienced in this regard. Participants came to the understanding that they cannot continue to 

“live in (a) bubble” (Participant 14), but had to become involved in creating change and positive 

outcomes. Participants felt less judgemental, and more accountable. They also understood the 

challenges, and why people “react the way they do” (Participant 34).  

 

This theme can be summarised as: Business leaders’ became less judgemental, more empathic 

towards URCs, and more intrinsically motivated to contribute to society in a positive way. 

Participant 74 explained it as follows: 

I have always been involved in under-resourced communities but from a church perspective, 

we go out, we provide, we share the gospel, we leave. This programme required that I 

engage over a longer period of time, that I understand fully, that I engage at different levels 

... that I fully understand the context in order to find a solution that will enable the community 

to grow – Participant 74 

 

The personal changes participants experienced may be summarised into three sub-themes as 

elaborated upon in table 15. 

 Sub-theme 14.1: Activation/mobilisation 

 Sub-theme 14.2: Understanding 

 Sub-theme 14.3: Meaningfulness 
 

Table 15: Theme 14 elaborated 

Theme 14 Sub-theme Data extracts to illustrate relevant sub-themes 

Personal 

change 

Sub-theme 

14.1: 

Activation/ 

mobilisation 

It opened up awareness that we are all able to make a 

contribution even when it appears that the traditional resources 

are scarce. Our humanity is a wonderful resource and often 

what enables traditional resource mobilisation – Participant 5 

I saw that I could no longer live in my bubble; there's a need for 

me to take my privilege and use it for the greater good – 

Participant 14 

I have seen the enormous value of taking the time to work within 

communities and spend time supporting people without the 
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networks that people born to advantage communities take for 

granted – Participant 16 

I've learnt that I have a great deal to learn from these 

communities around collaboration, tenacity and sacrifice – 20 

I am less judgemental and take more accountability for my role 

in society – Participant 62 

It made me more determined to contribute towards a better 

South Africa for the next generation, despite the height of the 

mountain we need to climb – Participant 75 

Sub-theme 

14.2: 

Understanding 

It's easier to pass judgement when you are on the other side... 

only when you... stand on the shore with those poorer 

communities do you realise that you need to change the way 

you think about and see the world – Participant 6 

I am of the opinion that there are certain widely held beliefs/mind 

sets that are responsible for most of our dilemmas – Participant 

7 

Real understanding comes through listening, sharing ideas, 

challenging old prejudices and paradigms... I have understood 

my privilege more and this has been humbling – Participant 16 

It validated a lot of what I assumed, but did not understand. I 

have a lot more hope now, but the challenge is huge and real – 

Participant 21 

I never understood what our principals and teachers had to go 

through to ensure that our education was possible. Now I can 

be able to put myself into their shoes and not just understand 

but make a difference – Participant 24 

Better understanding where people come from and why they 

react the way they do – Participant 34 

I often felt that people needed to help themselves better and not 

wait on others (especially government) for their every need. I 

however realised that situations of absolute lack of resources is 

a reality – Participant 49 

There are far more social problems than we realise. We live in 

different worlds and need to understand each other if we really 

want to see change from all sides of the social / political 

spectrum – Participant 60 

I have become more enlightened and see how the injustices are 

practiced and perpetuated – Participant 68 

Sub-theme 

14.3: 

Meaningfulness 

Wow.... I am no longer a born and bred South African who feels 

like a foreigner in the larger South Africa!!!! And I am non- 

white!!!! I have seen that poverty is rife and needs are great and 

people have the same basic needs of shelter love acceptance 

food forgiveness etc... I have seen communities work together 

and pull together in the most dire situations of having nothing. I 
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have seen love and understanding and kindness and 

compassion in these communities that I have yet to witness in 

middle income communities. I have learned that bricks and 

mortar are not the building blocks to leadership and success – 

Participant 76 

 

Theme 15: Views regarding URCs did not change 

 

However, some views of URC did not change. When participants answered that their views of 

URC did not change, a follow-up question was asked, namely: “Why did the PfP experience not 

change you view of under-resourced communities?” Table 16 below summarises these 

comments, which mostly relate to the fact that these participants already had previous experience 

to, or knowledge of, URC.  
 

Table 16: Theme 15 elaborated 

Theme 15 Sub-theme Data extracts to illustrate relevant sub-themes 

Views 

regarding 

URCs did 

not 

change 

Sub-theme 

15.1: 

Previous 

exposure/ 

knowledge 

I saw nothing different from what I knew before – Participant 7 

My view did not change. I have always been aware of the huge 

disparities in the country. What this did do however was to 

reinforce my understanding – Participant 11 

Rooted in a very long lasting system of unequal distribution of 

knowledge, power and resources... PfP is an inclusive 

participatory approach, the main reason I signed up, I was aware 

of what is needed and what can work best – Participant 66 

I am a product of an under-resourced community – Participant 67 

They are what they are. It was not a surprise, it's a normal part of 

South Africa – Participant 72 

 

3.2.2.5 Question 5: Has PfP made any difference in terms of your exposure or friendship 

with people of other backgrounds? 

 

A question was also posed to participants of the PfP programme in terms of the influence their 

exposure through the programme had on their friendship with other backgrounds. Again the 

positive responses were in the majority (49 of 73 participants answered yes); while 14 participants 

indicated that it did not make a difference. This is illustrated in the figure below. 
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Figure 13: The contribution of the PfP programme in making a difference in terms of 

exposure to, or friendship with people from other backgrounds  

 

Theme 16: Changes in views and interactions 

 

Participants who answered yes were asked to elaborate on the following question: “In what way 

did the PfP programme make a difference?” Their answers related to the changed views of and 

interactions with people of other races (Theme 16: Changes in views and interactions), with the 

following sub-themes that were identified: 

 

 Sub-theme 16.1: Comfort in liaisons  

 Sub-theme 16.2: Friends with diversity 

 Sub-theme 16.3: Hope 

 Sub-theme 16.4: Ripple effect 

 Sub-theme 16.5: United front 

 

In these sub-themes, mention was made of being “more comfortable heading into communities 

that I (they) would have previously shied away from” (Participant 3; Sub-theme 16.1). The 

following replies aptly summarise the huge potential for diversity appreciation (as also earlier in 

the report) that seems to be a recurring theme throughout the data set (Sub-theme 16.2: Friends 

with diversity): 

 

Enabled me to be more sensitive to some of the immediate barriers in trust that exist, but 

also how to overcome them and successfully build relationships that will stand the test of 

time – Participant 22 

 

I found I could connect with people from other backgrounds, despite my preconceived 

notions of how different we were, and couldn't possibly have anything in common. We did, 

and friendship was easy – Participant 63 
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Other replies related to the creation of hope for South Africa (Sub-theme 16.3), the ripple-effect 

such positive change may hold (Sub-theme 16.4), and the importance of having a united front 

(Sub-theme 16.5). These aspects are expanded upon in table 17 below.  
 

Table 17: Theme 16 elaborated 

Theme 16 Sub-theme Data extracts to illustrate relevant sub-themes 

Changes in 

views and 

interactions 

Sub-theme 

16.1: 

Comfort in 

liaisons 

I am always made welcome in a way that is very personal and 

authentic. We can make jokes about our different races and 

backgrounds because we know that we respect each other.   The 

staff has visited my home and I have visited theirs. We have 

partied. We are people together with a pride in what we are doing 

together. There is so much joy and love as well – Participant 38 

Gained trust of community in being able to assist – Participant 58 

Sub-theme 

16.2: Friends 

with diversity 

I have... friends across races. I've learnt 11 official languages – 

Participant 13 

"somewhat"... I've become aware of how homogeneous my 

social group is, and am actively working to change that. Not there 

yet – Participant 14 

I am a staunch Christian. My partner is a Muslim and so are 

several of his leadership team. I have become more tolerant of 

different beliefs and cultures – Participant 19 

Well, you build real, lasting relationships with teachers who you 

work with... When your initiatives come together it really binds 

you to these people – Participant 20 

A deep level of trust was built and people were able to be 

vulnerable. We will continue meeting next year – Participant 28 

Connection with people of diverse ethnic, religious and 

socioeconomic groups – Participant 29 

I now have a very personal friendship with my PfP partner and 

her whole family – the first real meaningful relationship I have had 

with a black lady – Participant 37 

...Often restricted to colleagues at work. My interaction and 

association with such people and communities has been 

broadened by PfP – Participant 49 

Sub-theme 

16.3: Hope 

I'm less afraid of the future, of "them" (whoever "they" may have 

been), of crime. I have more hope – Participant 13 

It gives hope and inspiration for the quality of the people who live 

and work in the townships It gives hope to education and to a 

prosperous future for South Africa – Participant 21 

 

PfP gave me hope for a flourishing South – Participant 63 

I'm inviting others to make friends across races, too – Participant 

13 
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Sub-theme 

16.4: Ripple 

effect 

My family is involved and we have all benefited. I have also had 

the opportunity to meet some outstanding students who we have 

been able to help financially – Participant 37 

 

I was also able to use my influence to secure one of the children 

in the school I partnered with, a Chef internship. Academically, 

he was weak and his passion was to become a Chef. To my 

knowledge, he has graduated and is climbing the ranks in his 

career – Participant 69 

 

I get reports of their stories of change all the time and although 

all of them are not earth shattering at least a new story is being 

written by the people themselves – Participant 70 

 

I would not have befriended let alone know anyone in the squatter 

settlement called Kayamandi... I thought that I would engage my 

principal and the two of us would grow and learn! Wow....what an 

impactful change. My family has been touched....my selfish son 

in his teens... changed and said that he would provide chess 

lessons to my principal’s school in 2017... My friendship circle 

have attended the celebration event as well as extended 

themselves to provide of their gifts to the school. We had an 

holistic building workshop for the teachers which made a huge 

difference to the way my church and friends view the school now 

we don't drive like the wind when passing Kayamandi primary... 

but instead feel a sense of belonging and ownership of the school 

and community – Participant 76 

 

Sub-theme 

16.5: United 

front 

Brought people of varying backgrounds together to focus on 

education and in so doing most people would have grown with 

the experience of the process – Participant 53 

 

It created more opportunities in working together and getting to 

really know each other – Participant 73 

 

Theme 17: No change in exposure or interaction 

 

Fourteen participants (of 73) also indicated that the PfP did not make a difference in their 

perceptions of other races. These participants were asked: “Why do you feel the PfP programme 

did not make a difference in terms of your exposure or friendships with people from other races?” 

Answers related mostly to people who have already had been exposed to other races (Sub-theme 

17.1); or to the practicalities of real-life preventing participants from expanding on these 

friendships (Sub-theme 17.2). See table 18 below for some clarification on these two sub-themes.  
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Table 18: Theme 17 elaborated 
Theme 17 Sub-theme Data extracts to illustrate relevant sub-themes 

No change 

in 

exposure 

or 

interaction 

Sub-theme 

17.1: Already 

has a wide 

diversity of 

friends 

I was already open to friendships with people from other races and 

involved in community work – Participant 6 

I have been engaged with people of other races in the past, I have 

black and Indian friends and I have had them stay in my home 

before this programme – Participant 7 

My business is very much focused on people from disadvantaged 

communities – Participant 11 

I had already worked as a social worker in underprivileged 

communities and my rapport was already established – Participant 

36 

I already have a very diverse set of friends across the colour line 

as well as social status – Participant 43 

Not explicitly, because coming from a disadvantaged background 

myself, I am always in touch with the grassroots communities. On 

my job level as a senior manager, I consistently interact across all 

racial divides – Participant 44 

I had a high level of exposure given my work already. Also, I think 

friendship is a strong word to describe any of the relationships 

developed except that with my principal – Participant 52 

I have changed my way of interacting with any human being 

(listening, appreciation), not specifically people from other races – 

Participant 66 

Sub-theme 

17.2: Not 

practical 

Theoretically, I want to say it did. Practically, I must admit that I still 

move in the same circles – Participant 42 

The time was too short and we were very focused on the task at 

hand – it did not really permit for social interaction – Participant 60 

 

I suppose because we lead such busy and hectic lives – there is 

just so little time, that there really isn't an opportunity to engage 

further and build proper relationships and deeper more meaningful 

friendships. Maybe I just wasn't intentional enough about it – 

Participant 74 

 

Because that is how I live my life – Participant 67 

 

3.2.2.6 Question 6: Was the PfP programme demanding or stressful for you? 

 

Participants were asked whether they experienced the PfP programme as stressful. Of the 73 

participants, 49% indicated that they did not experience it as stressful, while 37% indicated that 

they did experience it as stressful. Eleven participants did not reply to this question.  
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Figure 14: Stressful nature of the PfP programme 

 

Theme 18: Demanding/ stressful aspects 

 

Had participants answered that the PfP programme was stressful or demanding, a follow-up 

question was asked to determine in what way it was experienced as demanding or stressful. 

Theme 18: Demanding/ stressful aspects are defined as factors contributing to a stressful or 

demanding PfP experience. Theme 18 was divided into the following sub-themes: 

 

 Sub-theme 18.1: Time commitment 

 Sub-theme 18.2: Comfort zone 

 Sub-theme 18.3: Principals/ programme expectations 

 Sub-theme 18.4: Personal aspects 

 

Sub-theme 18.1 relates to the time demands of the programme on business leaders and the 

impact this has on them. 

Never stressful however it was demanding in terms of the time that one needs to allocate 

to the programme. This I feel has to be better managed as I feel that one can commit to 

many hours off work to experience that many of the other chapter members do not attend 

which is demoralising... even in the facilitation certain members were allowed to talk around 

issues and end up taking 3 to 4 times longer to discuss an issue or not even answer the 

question correctly – Participant 10 

 

Sub-theme 18.2 yielded some interesting responses. Participants acknowledged that they were 

taken out of their comfort zones: 

I wouldn't call it demanding or stressful at all. Discomforting yes! I have been placed to work 

with a principal in which area I would never interact in. I have been exposed to challenges 

which the school kids and community face as a day to day existence which I have never 

lived. So OUT OF MY CONFORT ZONE! for sure – Participant 76 
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Sub-theme 18.3 relating to the principals and/or programme expectations, offered some valuable 

food for thought on the importance of expectations, and clearly outlining the aims of the 

programme. Some business leaders experienced their principals as not being committed, or 

expecting the business leaders to change things – often through offering money and other 

resources to the schools. For instance: 

Mostly though, I think it's being put on the spot in so far as building new relationships, finding 

common ground and always fighting off the expectation of coming with a pot of money to 

donate to the school, that has made the programme demanding – Participant 22 

 

The last theme (Sub-theme 18.4: Personal aspects) indicated (among others) that business 

leaders at times experienced stress as they had a sense of failure, or expectations that they have 

as to the impact they think they should make. The business leaders’ personal circumstances also 

had the potential to create stress as they participated in the programme: 

It was extremely stressful to be exposed to the realities of an inner city school, and to realise 

that I was not there to "fix things". My job was to partner with (my principal) and be her 

thinking partner, not to wave my magic wand and "sort things out" – Participant 14 

Stressful due to the lack of achievement. Demanding and stressful due to the sense of 

failure in not being able to make a bigger difference  – Participant 75 

 

Table 19 below sheds more light on the themes identified and briefly discussed above. 
 

Table 19: Theme 18 elaborated 
 

Theme 18 Sub-theme Data extracts to illustrate relevant sub-themes 

Demanding/ 

Stressful 

aspects 

Sub-theme 

18.1: Time 

commitment 

The time commitment was difficult but doable – Participant 5 

Never stressful however it was demanding in terms of the time 

that one needs to allocate to the programme. This I feel has to 

be better managed as I feel that one can commit to many hours 

off work to experience that many of the other Chapter members 

do not attend which is demoralising... even in the facilitation 

certain members were allowed to talk around issues and end up 

taking 3 to 4 times longer to discuss an issue or not even answer 

the question correctly – Participant 10 

I struggled to balance my time... I felt a huge responsibility but 

my energy was difficult to manage and to stay on track. The 

programme is rather intense. I would have appreciated less 

frequent contact time spread over a longer term i.e. once a month 

for 2 years (making it easier to manage) – Participant 17 

Finding time out of an already overcrowded diary is an obvious 

cause of stress – Participant 22 

The programme is demanding in terms of time and thinking 

process that goes into it... but not a little is it stressful. It is exciting 

– Participant 24 
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Time that's my limited resource and it's not always abundant just 

for the school. Still have a business to run, life to lead – 

Participant 31 

Extra time I didn't have but was so passionate about the cause 

that I didn't mind putting in extra time – Participant 32 

Really struggled with time to balance with work schedule. Want 

to make a bigger difference, quicker – Participant 48 

I underestimated the time required, especially to follow up on 

tasks and decisions – Participant 57 

Any programme that takes you out of your comfort zone is 

demanding and stressful – Participant 22 

...experiencing discomfort in some situations, however,... not 

entirely negative – Participant 34 

...being taken right out of my comfort zone was at times stressful.  

But it was all good – we are still working together and will 

continue to do so – Participant 37 

It is always stressful to want to bring about change – Participant 

45 

Sub-theme 
18.2: 
Comfort zone 

It was extremely stressful to be exposed to the realities of an 

inner city school, and to realise that I was not there to "fix things". 

My job was to partner with Martha and be her thinking partner, 

not to wave my magic wand and "sort things out" - Participant 14 

Any programme that takes you out of your comfort zone is 

demanding and stressful - Participant 22 

...experiencing discomfort in some situations, however..not 

entirely negative - Participant 34 

...being taken right out of my comfort zone was at times stressful.    

But it was all good - we are still working together and will continue 

to do so - Participant 37 

It is always stressful to want to bring about change - Participant 

45 

Sub-theme 

18.3: 

Principals/ 

programme 

expectations 

My principal was not on board with the programme from the start 

and it was very challenging getting him to realise that I was there 

as a partner and not a boss – Participant 6 

I was partnered with a principal who shared in our first encounter 

that his main goal was to get out of education. So his 

engagement in the process was under false pretences – 

Participant 7 

After two years of the programme (and lots of hard work not only 

by me but also members of my work team) I had to accept that 

the school principal was herself not committed to the programme 

– Participant 11 

I had to drive most of the initiatives – Participant 26 
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It was stressful only because there were expectations in the 

programme that I did not believe were important to me or the 

goals of the programme so I felt my time was being wasted – 

Participant 29 

There was a general lack of follow through – Participant 57 

In the programme you are making a contribution and giving of 

your time while still holding a full-time job. This is done in a 

voluntary capacity. At times I found that the partner was not 

mindful that there was a time limit to our interactions. Also, taking 

time off from work to do the training was a challenge.  The partner 

became dependent on me and saw me as a crutch and letting go 

became a problem – Participant 68 

Demanding on ability to deliver on the expectations created by 

the programme with our education partners. Stressful as I did not 

have the capacity to act as the leading partner – I expected and 

would have valued more initiative from the school leadership – 

Participant 75 

Sub-theme 

18.4: 

Personal 

aspects 

It was hugely demanding, not only from a time perspective but 

more from a value-add perspective, i.e. I constantly wondered if 

I'm actually adding value, and that's quite stressful – Participant 

30 

Compiling the portfolio of evidence was the most challenging part 

for me, reflecting and expressing my experience and emotions 

regarding the journey – Participant 51 

It was demanding in that there was always something that one 

could do – I would suggest it was stressful in that I felt I could do 

more but did not. There is so much to do maybe one year is too 

short ... – Participant 60 

I have a challenging travel schedule – Participant 67 

I like giving 100% of myself when I do something and because 

this was a very tough year work-wise that became very difficult 

to do. The frequent re-scheduling of meetings and inability to be 

involved on a weekly/ monthly basis left me feeling guilty and that 

created stress for me – Participant 74 

 

Theme 19: Factors mitigating stress 

 

Mostly, participants did not find the programme stressful (36 of 73 participants). These 

participants had a follow-up question to determine what contributed to the fact that they did not 

experience the programme as demanding or stressful.  

 

Theme 19: Factors mitigating stress are defined as factors that supported business leaders in 

their PfP journey and mitigate the demands they experienced in the programme. Seven sub-

themes were identified from theme 19 (factors mitigating stress), namely: 
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 Sub-theme 19.1: Mutual leniency/ accommodating 

These included, for instance, having respect and understanding for both partners’ time schedules 

(e.g. “You give as much as you can – as every little bit helps. Sometimes, when things got busy 

at work, I apologised to my principal and said I needed the time to focus at work. She was very 

understanding, and never made me feel guilty” – Participant 3); to reasonable deadlines, and 

allowing a natural progression of the process. 

 

 Sub-theme 19.2: Already exposed/ not new 

Participants indicated that they had the necessary knowledge and experience to deal with this 

kind of programme and exposure. 

 

 Sub-theme 19.3: Received support 

Participants indicated that they received sufficient support in their circles, facilitators and the like. 

For instance: 

This was not a programme about achieving a particular score. Each and every workshop 

was actually energising, challenging my ways of thinking. Can't say I didn't, at times, feel 

entirely inadequate and incapable but somehow the structure of the programme supports 

you through this all the way to the point where you simply focus on the learning instead of 

the proving that you have learnt – Participant 20 

 

 Sub-theme 19.4: Time availability 

 Sub-theme 19.5: Meaningful 

 Sub-theme 19.6: Programme set up and clear expectations 

 Sub-theme 19.7: Achievement 

 

The four themes above related to the facts that some participants had the necessary time 

available, or could manage their available time skilfully; that the programme was meaningful (a 

recurring theme throughout the dataset); that the programme was well organised with clear 

expectations, and that participants had a sense of achievement. More details on these themes 

are summarised in table 20 below.  
 

Table 20: Theme 19 elaborated 

Theme 19 Sub-theme Data extracts to illustrate relevant sub-themes 

Factors 

mitigating 

stress 

 

Sub-theme 

19.1: Mutual 

leniency/ 

accommodating 

The deadlines were not ever set in stone – Participant 10 

I was never assessed, critiqued or analysed. It was a natural 

progression... – Participant 13 

There wasn't too much pressure – Participant 42 

I had the ability to control and influence the schedule of 

appointments with the principal – Participant 52 

Sub-theme 

19.2: Already 

exposed/not 

new 

As a coach I have been exposed to most of the process in prior 

contexts – Participant 7 

I also had about a dozen years’ experience as a school governor 

and chairman in the UK. Many of the issues were the same. The 
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new issues were things we just needed to think about and work 

through – Participant 38 

I have both a township background, as well as senior corporate 

experience and that combination made it easier to resonate with 

the demands of the programme. I was not flustered by the 

experience – Participant 44 

I was... prepared for what I saw within the education 

infrastructure of SA through a previous programme I had 

experienced – Rally to Read – Participant 53 

I have been involved in charities before – Participant 71 

Sub-theme 

19.3: Received 

support 

It was really well-supported by Mercury. The circle really works 

in terms of support, shared experiences as well as inspiration 

and ideas – Participant 9 

Fantastic programme with step by step mentoring – Participant 

12 

We had a syndicate group, so felt supported. And a backup in 

the form of a coach if we needed one. We were guided when 

needed. I felt safe... The thinking partnership with the school 

principal has been most supportive in my broader life – 

Participant 13 

The process facilitator was enthusiastic and supportive, we all 

worked well together as a team which made the journey an 

adventure more than stressful – Participant 51 

Sub-theme 

19.4: Time 

availability 

As a retired person I have plenty of spare time on my hands but 

in any event it was such an enjoyable experience – Participant 

15 

I had the necessary time available and managed the process 

through realistic planning – Participant 25 

I had the time and resource capacity – Participant 36 

I could allocate the time accordingly. It did not take over my 

working day – Participant 40 

Time management and dealing with people is part of my 

everyday life – Participant 53 

Being owner of my own business and able to manage my own 

time – Participant 58 

Sub-theme 

19.5: 

Meaningful 

I was happy to be able to work in my community. Collaboration 

is one of my strengths so I enjoyed being able to use skills that 

I use without thinking to benefit the school. I really enjoyed my 

relationship with the principal and the school. Although at times 

I have given up a lot of my time it has always felt worthwhile so 

I have done it without begrudging it – Participant 16 

I was making a difference. I was doing what I enjoy doing –

teaching, mentoring, coaching. The contribution that I made was 
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soaked up like rain drops by parched land. I felt the experience 

gave me meaning – Participant 19 

Thoroughly enjoyed the meetings and gained so much from the 

interaction. I always learned more and we laughed and shared 

– which was really special – Participant 21 

I always wanted to meet with other people and learn more – 

Participant 23 

It was what I wanted to do, I had the experience and also made 

sufficient time available to my partnership. It also allowed me to 

"dust off" some tools I had not used for some time – Participant 

27 

It was interesting, stimulating and engaging. It generated 

pleasure in my weekly schedule – Participant 72 

The joy of involvement and planning prevented stress – 

Participant 73 

Sub-theme 

19.6: 

Programme set 

up and clear 

expectations 

There was structure and we knew what it was. The expectations 

of what I had to do, were clear from day 1 – Participant 13 

Our objectives were clear. All we debated was how to get there. 

Then it was pure execution – Participant 38 

Initially it was stressful but as I started to engage with the 

principal and set up objectives that we need to achieve it 

became very enjoyable as we had a vision we could all aspire 

to – Participant 43 

PfP schedules or programmes did not demand that we adjust 

our original schedule very much. PfP programme were 

accommodative – Participant 50 

Well-structured and planned out for the year – Participant 56 

Sub-theme 

19.7: 

Achievement 

Targets were achieved on time - Participant 65 

 

The fact that I saw improvements and changes, both amongst 

my partner and his school as with myself – Participant 66 

 

3.2.2.7 Any other comments? 

 

Participants were invited to make any comments they wished to. These comments were divided 

into Theme 20: Positive comments; and Theme 21: Advice. Valuable inputs were given by 

participants, which may be considered when improving the programme. 

 

Theme 20: Positive comments 

 

As stated, Theme 20 dealt with the positive comments that were made about the PfP programme. 

These related from expressions of gratitude for the enormous work done by PfP, to 

acknowledging the personal contributions. Table 21 below gives an indication of some of the 
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positive comments that were made. The sub-themes emerging from these comments have 

already been integrated in Themes 1 to 19. 
 

Table 21: Theme 20 elaborated 

Theme 20 Data extracts to illustrate relevant sub-themes 

Positive 

comments 

It was a privilege to be (and remain) part of this amazing and ongoing leadership 

and life development experience – Participant 5 

This is a phenomenal programme. I only wish I was able to have more of an impact 

with my principal – Participant 6 

Just a thank you for providing people who need help and people who want to help 

with a programme that impacts thousands – Participant 9 

I'm delighted that this level of research is being done! – Participant 14 

The work PfP is doing is just so important – Participant 15 

PfP is an absolutely necessary programme for any business leader if you want to 

truly understand the context we find ourselves operating in – Participant 20 

PfP can bring change and solutions to a lot of people – Participant 23 

South Africa needs more partners for possibility – we need to stop blaming the 

system for once and (take) charge of our situation – Participant 24 

I don't think that anyone who has not personally experienced PfP (as a business 

partner or principal) will ever fully understand the profound impact it can have on 

our society – Participant 37 

The PfP model has the potential to achieve true transformation and enhanced 

opportunities in the education sector – Participant 49 

I really enjoyed the year. As I say, it was more of a personal experience for me 

than a business/ leadership one. ...   I found the programme brilliant to be part of 

but after the end of the programme it was hard to remain a vital part of the 

community – Participant 52 

The best thing about PfP is its ability to bring together people from diverse 

backgrounds, all committed to creating a beautiful country – Participant 63 

It takes a special kind of person to be involved in such a programme. Commitment, 

dedication, and hard work are required – Participant 68 

A must for all public servants to attend to learn the honour and responsibility of 

leadership – Participant 76 

 

Theme 21: Advice 

 

In addition, advice was given on how the programme may be improved, covering a number of 

topics such as length of the programme, funding issues, time allocations, and facilitator resources, 

to name but a few. The sub-themes that emerge from the advice have already been integrated in 

Themes 1 to 19. Table 22 below provides more detail on the comments made by participants in 

this regard. 
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Table 22: Theme 21 elaborated 

Theme 21 Data extracts to illustrate relevant sub-themes 

Advice I believe that the screening of participants needs more attention – Participant 7 

The time allocation and the facilitator play a critical role in the success of the 

programme, the stronger the facilitator the better the results from the programme, 

with the obvious buy in from the business leader – Participant 10 

The business partner should be involved for at least 2 years – Participant 12 

Funding model is restrictive in rolling it out at a faster pace – Participant 51 

Facilitator resources could become a constraint to the expansion of the 

programme – Participant 53 

The programme needs to have a follow-up system to measure how the 

involvement will continue once the relationship has been established after the 

years’ engagement – Participant 54 

Much of the problems in education are about the lack of leadership. The principal 

plays a pivotal role but more attention should be with the SMT. This is where 

strategy is translated into actions – Participant 57 

I think this should have been longer – the introduction phase was too long – the 

doing phase too short – Participant 60 

Would like to see publicised info in the form of a book on the work done so far – 

Participant 65 

The meaning (definition) of (social) impact seems to be assumed to be understood 

by everyone equally. It would be advisable to clearly define what the intended 

impact is that PfP aims to achieve and how. It seems that (referring to my point 1 

above), being less autocratic is assumed to yield a positive impact as a business 

leader. I am not questioning the validity or non-validity of that premise, yet there 

are a whole lot of others factors (to begin with the opinions of colleagues) that 

should be taken into account before any conclusion can be made about impact or 

not – Participant 66 

PfP will develop further as it gets access to funding and can demonstrate academic 

progress in the partner schools – Participant 72 

The programme needs more structured leadership at operational level to achieve 

better outcomes/ better defined objectives. The 1-year cycle is too short in the 

current format – Participant 75 
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3.2.3 Integrative summary of quantitative and qualitative data 

 

The table below represents a visual integration of how the quantitative and qualitative data relate 

to each other. It is important to interpret the quantitative data within the context of the qualitative 

data as the qualitative data provides insight and additional information with regard to the 

quantitative data.
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Table 23: Integrative summary of qualitative and quantitative data 

Theme Sub-themes 

Themes related to the development of leadership skills (these themes represents 88% of participants) 

Question 1: Did you find PfP to be a valuable process to develop your leadership skills? 

Yes = 88%           No = 8%           No Response = 4% 

1 A shift in leadership style:  

Leaders’ view of leadership was broadened and a more flexible approach to 

leadership was developed. 

1.1 Decrease in authoritative leadership style 

1.2 Changing views about leadership 

1.3 The value of empowering others 

 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

2 Development of leadership skills: 

The specific leadership skills developed by PfP as defined by the business 

leaders 

 

2.1 Listening skills 

2.2 Conflict management skills 

2.3 Self-awareness and growth 

2.4 Creativity and adjustment 
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 2.5 Application of leadership skills 

2.6 Other 

 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

3 Appreciation of different people and contexts: 

The increased appreciation of different cultures and communities the business 

leaders experienced 

 

 

3.1 Exposure to under-resourced communities(URC) 

 

3.2 Appreciation of challenges in URCs 

3.3 Respect for educators dealing with challenging 

circumstances (teachers and principals) 

3.4 Acceptance of diversity and finding similarities 

3.5 Importance of relationships 

3.6 A give and take relationship 

3.7 Gratitude 

3.8 Collaboration across diversity 
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 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Themes related to leadership skills not being developed (this theme represents 8% of participants) 

Question 1: Did you find PfP to be a valuable process to develop your leadership skills? 

Yes = 88%           No = 8%           No Response = 4% 

4 Difficulties with principles: 

Business leaders’ experience that the partnership was not collaborative 

4.1 Dependence of principal 

4.2 Independence of principal 
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5 Personal impediments: 

Factors related to the expectations, needs and experience of the business 

leader that hinder the development of leadership skills 

 

5.1 Expectations/ needs 

5.2 No new knowledge 

6 Programme related issues: 

Hindrances created by administrative load and financial cost 

6.1 Administrative load 

6.2 Financial cost 

Themes related to decision-making capacity of business leaders (these themes represent 73% of participants) 

Question 2: Did your PfP experience improve the way that you make business decisions? 

Yes = 73%           No = 19%           No Response = 8% 

7 Positive changes in decision-making: 

An increased focus on taking the time to facilitate a collaborative approach in 

order to reach a decision or a solution that has long-term implications and 

requires a holistic consideration. 

 

 

 

7.1 Holistic considerations 

7.2 Buy-in and participation 

7.3 Time orientation 

7.4 Facilitate solution finding 

7.5 Other 

 Other quantitative data supported by this theme: 
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Themes related to decision-making capacity of business leaders (these themes represent 19% of participants) 

Question 2: Did your PfP experience improve the way that you make business decisions? 

Yes = 73%           No = 19%           No Response = 8% 

8 No change in decision-making: 

Contextual factors related to the organisation and experience of the 

business leader that inhibits changes in decision-making. 

8.1 Disconnect with business context 

8.2 No new information 

8.3 Organisational culture 

Themes related to recommending PfP as a leadership development programme (these themes represent 83% of participants) 

Question 3: Would you recommend PfP to other business leaders who wish to develop their leadership skills? 

Yes = 83%           No = 7%           No Response = 10% 

9 Reasons to recommend PfP as a leadership development 

programme: 

Business leaders’ perception as to why PfP can be recommended as a 

leadership development programme 

 

 

9.1 Meaningful 

9.2 Networking 

9.3 Change in leadership skill set 

9.4 Changed outlook of SA 

9.5 Experiential learning 

9.6 Cross-sectoral collaboration 
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 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Themes related to not recommending PfP as a leadership development programme (these themes represent 7% of participants) 

Question 3: Would you recommend PfP to other business leaders who wish to develop their leadership skills? 

Yes = 83%           No = 7%           No Response = 10% 

10 Reasons not to recommend PfP as a leadership development 

programme: 

10.1 Limited development in leadership skills 
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Business leaders’ perception as to why PfP may not be viewed as a 

leadership development programme 

Themes related to business leaders’ perceptions about under-resourced communities  

(these themes represent 81% of participants) 

Question 4: Did your PfP experience change the way that you see under-resourced communities in SA? 

Yes = 81%           No = 8%           No Response = 11% 

11 Surpassed expectations: 

Business leaders’ preconceived expectations of under-resourced 

communities (URC) were challenged 

 

 

11.1 Commitment 

11.2 Skilled educators 

11.3 Resourcefulness 

11.4 Breaking stereotypes 

 Other quantitative data supported by this theme: 
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12 “Difficult” realisations and confirmations: 

Difficult realisations participants had about URCs related to the need for, and 

lack of resources 

12.1 Dire needs/lack of resources 

Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

13 Obstacles faced: 

Business leaders’ awareness of the internal and external obstacles 

faced by URCs 

 

13.1 Internal challenges 

13.2 External challenges 

 Other quantitative data supported by this theme: 
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14 Personal change: 

Business leaders became less judgemental, more empathic towards 

URCs and more intrinsically motivated to contribute to society in a 

positive way 

14.1 Activation/mobilisation 

14.2 Understanding 

14.3 Meaningfulness 

 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Themes related to business leaders’ perceptions about under-resourced communities 

(these themes represent 8% of participants) 

Question 4: Did your PfP experience change the way that you see under-resourced communities in SA? 

Yes = 81%           No = 8%           No Response = 11% 

15 Views regarding URCs did not change: 

Business leaders who already had previous experience with, exposure 

to or knowledge of URCs did not experience a change in view. 

15.1 Previous exposure or knowledge 
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Themes related to business leaders’ exposure or friendship with people of other backgrounds 

(these themes represent 67% of participants) 

Question 5: Has PfP made any difference in terms of your exposure or friendship with people of other backgrounds? 

Yes = 67%           No = 19%           No Response = 14% 

16 Changes in views and interactions: 

Business leaders’ views of people from other backgrounds changed 

and the quality of their interactions have improved  

16.1 Comfort in liaisons 

16.2 Friends with diversity 

16.3 Hope 

16.4 Ripple effect 

 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Themes related to business leaders’ exposure or friendship with people of other backgrounds 

(these themes represent 19% of participants) 

Question 5: Has PfP made any difference in terms of your exposure or friendship with people of other backgrounds? 

Yes = 67%           No = 19%           No Response = 14% 

17 No change in exposure or interaction: 17.1 Already has a wide diversity of friends 
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Business leaders did not experience a change in their exposure and 

interaction with people of other backgrounds 

17.2 Not practical 

Themes related to the demands of the PfP programme as experienced by business leaders 

(these themes represent 37% of participants) 

Question 6: Was the PfP programme demanding or stressful for you? 

Yes = 37%           No = 49%           No Response = 14% 

18 Demanding/ Stressful aspects: 

Factors contributing to a stressful or demanding PfP experience 

 

 

18.1 Time commitment 

18.2 Comfort zone 

18.3 Principals/ programme expectations 

18.4 Personal aspects 

 Other quantitative data supported by this theme: 

 

 

 

 

Themes related to the demands of the PfP programme as experienced by business leaders 

(these themes represent 49% of participants) 

Question 6: Was the PfP programme demanding or stressful for you? 

Yes = 37%           No = 49%           No Response = 14% 

19 Factors mitigating stress: 

Factors that supported business leaders in their PfP journey and 

mitigate the demands they experienced in the programme 

 

 

19.1 Mutual leniency/ accommodating 

19.2 Already exposed/ not new 

19.3 Received support 

19.4 Time availability 

19.5 Meaningful 

19.6 Programme set up and clear expectations 

19.7 Achievement 
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 Other quantitative data supported by this theme: 

 

 

 

 

 

 

 

 

 

 

Themes related to business leaders’ perception of PfP as a corporate social investment programme 

Question 7: Would you recommend PfP as one of the best corporate social responsibility programmes? 

Yes = 44%           No = 1%           No Response = 55% 
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It is not clear why 55% of participants chose not to answer this question. The themes from the total qualitative data set show an 

overwhelming positive perception of PfP as a social responsibility programme. Business leaders describe PfP as a powerful social 

responsibility programme that contributes significantly to the improvement of the education system.  

See Themes 2, 3, 9, 11, 12, 13, 14 and 16 in section 3.2.2 of the report. 

 

Other quantitative data supported by this theme: 
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4 LIMITATIONS OF THE STUDY 

 

The response ratio of the quantitative data given the population size does not allow for inferential 

statistics to be conducted. It also limits the results of the quantitative data to the participants who 

responded to the survey and cannot be regarded as representative of the population. 

Nonetheless, the study followed a qualitative design, and as such the narratives that were yielded 

are seen as very valuable. 

5. CONCLUSIONS AND RECOMMENDATIONS 

 

The results (both quantitative and qualitative) align with the PfP leadership process and show that 

PfP develops the following leadership aspects: 

 Self-awareness (emotional intelligence) that allows for flexibility in leadership style and 

decision-making practices  

 Resilience 

 Ability to cope with complexity and ambiguity 

 Cultural intelligence (a deep appreciation for diversity of people and the diversity of contexts 

with regard to resources) 

 Capacity to empathise and connect to people deeply 

 A consciousness of the social, moral and environmental impact of their organisations within 

the South African context 

 

While the majority of responses show that PfP does have a positive impact on business leaders’ 

development, it is important to take cognisance of negative responses as well. The qualitative 

data has shed much light on some of the factors that detract from the value that a business leader 

receives. These factors can be summarised as follow: 

 

Table 24: When is PfP not valuable for business leaders? 

Question Factors to consider from the qualitative data 

Did you find PfP to be a valuable 

process in developing your 

leadership skills? 

Difficulties with principals (Theme 2). 

Personal impediments of the business leader (Theme 2). 

Programme related issues such as administrative load and the cost 

of the programme (Theme 2). 

Did your PfP experience improve 

the way that you make business 

decisions? 

When the business leader perceives that his/her business context 

is too disconnected from the PfP context. 

When the organisational culture of the business leader is very rigid 

in their decision-making practices. 

When the business leader is exceptionally experienced as a leader 

and has already acquired the decision-making competence that PfP 

develops (Theme 8). 

Did your PfP experience change 

the way that you see under-

resourced communities in SA? 

When PfP business leaders already have prior exposure to under-

resourced communities (e.g. he/she grew up in an under-resourced 

community), then it seems that PfP does not change the business 
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leader’s view with regard to under-resourced communities in SA 

(Theme 15). 

Has PfP made any difference in 

terms of your exposure or 

friendship with people of other 

backgrounds? 

When the participant already has a diverse social group. 

Practical considerations such as time limitations that inhibit the time 

spent together with the principal and school community (Theme 17). 

Aspects related to the business leader’s personality (Theme 17). 

 

The results of phase 1 of this study suggest that some business leaders see leadership 

development as a programme that focuses on business acumen. The qualitative data suggests 

that this influences their perception of PfP’s value as a leadership development programme as 

their expectations do not align with the PfP philosophy. The majority of business leaders, 

however, seem to share PfP’s philosophy of leadership and perceive PfP as developing these 

aspects of leadership. 

 

The last question of the survey asked participants if they had any additional comments. These 

comments consisted of praise for the PfP programme as well as some advice. The positive 

comments ranged from expressions of gratitude for the amount of work done by PfP, to 

acknowledging the contribution it has made to business leaders personally. 

 

The advice given pertained to ways in which PfP could improve operational aspects of the 

programme and monitoring of the sustainability of the impact at schools after formal partnerships 

have ended. There were also several requests that the partnership be a two-year journey as one 

year is too short to build relationships and execute goals. 

 

There are some themes regarding the experiences of business leaders that permeate the entire 

dataset, regardless of the questions asked. These can be summarised as follows: 

 

 A shift towards a greater collaborative, inclusive and consultative leadership style as well 

as decision-making style, where the leader moves from the role of expert to the role of 

facilitator. 

 The belief that the collective gifts and wisdom of team members should be given the 

opportunity to contribute and co-create solutions. 

 An emphasis on the importance of quality relationships. 

 A deep appreciation for the diversity of people as well as the diversity of contexts and the 

challenges associated with contexts that differ from the context of business leaders. 

 A moral consciousness of social justice and the need for active citizenship. 

 A mind set of curiosity and possibility vs judgement and problems. 

 Business leaders experience a deep sense of personal meaning as they participate in the 

PfP process. 

 

The greatest shift in business leaders’ perception of leadership is that it is no longer just 

leadership. Leadership is now about co-creating meaning, not just facilitating goal achievement 

in terms of production and the bottom line. Leadership has become a reciprocal concept. 
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Participants in the study were asked to describe their PfP experience using three words. From 

these, the four  words that participants repeated most often to describe the PfP experience were 

humbling, life-changing, rewarding and impactful. . 

5.1  Exploring further themes in phase 2 

 

The following need to be further explored in phase 2: 

 Business leaders’ definition and conceptualisation of leadership. The qualitative data 

indicates some ambivalence with regard to business leader’s perception of leadership and 

what they include and exclude as leadership skills. 

 Expectations that may not have been met by the PfP programme. 

 Possible unintended outcomes of the PfP programme. 

 The discrepancy between the quantitative and qualitative data with regard to business 

leaders’ perception of PfP as a social responsibility programme. 
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7.  APPENDICES 

Appendix A: Survey tool 

 

Section A: 

The following data will be used only for biographical purposes during the research: 

 

1. I agree to the recording of the electronic survey: 

Yes No 

 

2. Age: 

25-35 

36-45 

46-55 

56> 

 

3. Gender: 

Male Female 

 

4. Race: 

African 

Indian 

Coloured 

White 

Asian 

 

5. Occupation: _________________________________ 

 

6. Province:  

Gauteng 

Limpopo 

Free State 

Eastern Cape 

Western Cape 

Northern Cape 

KwaZulu-Natal 

North West 

Mpumalanga 

 

7. Leadership circle e.g. LCCT01 (If you do not know your LC, please indicate with an X): 

_______________________________  

 

8. Process facilitator: _________________________________________ 
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Section B 

Please select yes or no to the following questions. Also answer the question that follows your 

selection. 

 

1. Did you find PfP to be a valuable process in developing your leadership skills? 

 

o Yes 

     Follow up Q1 Yes: In what way did PfP develop your leadership skills?  

o No 

      Follow up Q1 No: Why do you feel that PfP did not develop your leadership skills?  

 

2. Did your PfP experience improve the way that you make business decisions? 

 

o Yes 

Follow up Q2 Yes: In what way did PfP improve the way you make business decisions? 

o No 

Follow up Q2 No: Elaborate on why your PfP experience did not improve the way that you 

make business decisions? 

 

3. Would you recommend PfP to other business leaders who wish to develop their 

leadership skills? 

 

o Yes 

Follow up Q3 Yes: Why would you recommend PfP? 

o No 

Follow up Q3 No: Why would you not recommend PfP? 

 

4. Did your PfP experience change the way that you see under-resourced communities 

in SA? 

 

o Yes 

Follow up Q4 Yes: How did your view change? 

o No 

Follow up Q4b No: Why did the PfP experience not change you view of under-resourced 

communities? 

 

5. Has PfP made any difference in terms of your exposure or friendship with people of 

other backgrounds? 

 

o Yes 

Follow up Q5 Yes: In what way did the PfP programme make a difference? 

o No 

Follow up Q5 No: Why do you feel the PfP programme did not make a difference in terms 

of your exposure or friendships with people from other races? 
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6. Was the PfP programme demanding or stressful for you? 

 

o Yes 

Follow up Q6 Yes: In what way was the PfP programme demanding or stressful? 

o No 

Follow up Q6 No: What contributed to the fact that you did not experience the programme 

as demanding or stressful?  

 

7. Would you recommend PfP as one of the best corporate social responsibility 

programmes? 

o Yes 

Follow up Q7 Yes: Why would you recommend the programme? 

o No 

Follow up Q7 No: Why would you not recommend the programme? 

 

8.  Answer the following questions by indicating the answer that best describes how 

you feel. There is no correct or incorrect answer. The answers should reflect your 

personal view on the matter. 

 

8.1 I feel that my participation in the PfP programme …. 

 Disagree Disagree 

slightly 

Do not 

disagree 

or agree 

Agree 

slightly 

Agree 

… added a sense of 

contribution and meaning to 

my life 

     

… made me feel part of the 

solution to change South 

Africa for the better 

     

… gave me the opportunity 

to contribute and assist in 

finding answers to one of 

South Africa’s most 

significant challenges  

     

… gave me the opportunity 

to have a meaningful impact 

as an active citizen of South 

Africa 

     

… gave me compassion for 

government officials and 

others who have to work 

under difficult circumstances, 

often lacking the skills to do 

so 
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… gave me an opportunity to 

cross boundaries  

     

… made me more committed 

to making a contribution to 

South Africa and its citizens  

     

… showed me the 

importance of investing in 

relationships in order to get 

work done 

     

… enhanced my 

understanding of the context 

of our work in South Africa  

     

 

 8.2 My experience of being part of PfP has improved my ability to 

 Disagree Disagree 

slightly 

Do not 

disagree 

or agree 

Agree 

slightly 

Agree 

… influence others in 

situations where I have no 

direct control 

     

… work across traditional 

boundaries  

     

… deal with ambiguity       

… deal with complexity       

… adapt according to the 

situation I am confronted with 

     

… contract for generative, 

adult-to-adult relationships 

     

… engage people in a 

change process 

     

 

8.3 Because of my experience of being a Partner for Possibility I am … 

 Disagree Disagree 

slightly 

Do not 

disagree 

or agree 

Agree 

slightly 

Agree 

… less autocratic in my 

leadership style 

     

… more aware of how 

privileged I am  

     

… more willing to engage 

others in decision-making 

     

… a better listener 
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… less arrogant about my 

own achievements 

     

… better equipped to lead a 

complex and difficult task 

     

… better able to lead in a 

volatile, uncertain, complex 

and ambiguous environment 

     

 

9. If you had to describe the PfP programme in three (3) words, what would those words 

be? 
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Appendix B: Participant Information Sheet: Phase 1 

 

PARTICIPANT INFORMATION SHEET 

 

2016/10/01 

 

Title: The impact of the Partners for Possibility programme on business leaders 

 

Dear Prospective Participant 

 

My name is Ms Jenny Venter and I am a lecturer in the Department of Industrial and 

Organisational Psychology at the University of South Africa. I have funding from the University of 

South Africa to explore the experience of business leaders who have completed a 12month cycle 

as a partner for possibility in the Partners for Possibility programme. I am inviting you to participate 

in a study entitled “The impact of the Partners for Possibility programme on business leaders”. 

 

WHAT IS THE AIM/PURPOSE OF THE STUDY? 

 

The aim of this study is to understand the experience of business leaders who have participated 

for a minimum of 12 months in the Partners for Possibility programme in the capacity of a partner 

to a school principal. 

 

I am conducting this research to find out how the Partners for Possibility programme has impacted 

you on a personal and professional level. 

 

WHY AM I BEING INVITED TO PARTICIPATE? 

 

Symphonia for South Africa has sent out this invitation for participation in the above mentioned 

research study on behalf of the research team of Unisa. You have been selected to participate, 

because you are one of the 306 business leaders who have completed a 12-month partnership 

with a school principal of an under-resourced school. The impact of the Partners for Possibilities 

programme has been well-recorded for principals, but Symphonia for South Africa needs to 

understand the way in which the programme has impacted you as a business leader. We would 

like to provide an opportunity for your voice to be heard. This information is invaluable to the 

continuous improvement and growth of the Partners for Possibility programme. 

 

WHAT IS THE NATURE OF MY PARTICIPATION IN THIS STUDY / WHAT DOES THE 

RESEARCH INVOLVE? 

 

The research study consists of three phases.  

 

Phase 1: A short electronic questionnaire that will ask you questions about your experience of 

the Partners for Possibility programme. This survey will take no more 20 minutes to complete. 
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Phase 2: Once phase 1 is completed, phase 2 will commence. We would like to conduct a one 

on one interview with the business leaders who agree to be interviewed. The interview will be 

audio recorded to ensure quality qualitative data analysis. The interview will take no more than 

an hour. The interview can be conducted at a venue that suits you as the participant with the 

request that the venue allows for quality recording (no high noise levels such as coffee shops or 

open plan offices) and would not be prone to interruptions. 

 

Phase 3: Once phase 2 is completed, phase 3 will commence. We would like to conduct one on 

one interviews with the team members of the business leaders at work. The purpose of these 

interviews will be to explore the team members’ perception of the impact of the Partners for 

Possibility programme on the business leader. Team members will be interviewed after consent 

has been received by the business leader, the employer of the team members and the team 

members themselves. The burden to obtain consent will fall within the duties of the research team. 

The business leader will not be burdened with this task. The interviews will be audio recorded to 

ensure quality qualitative data analysis. The interview will take no more than an hour per team 

member. The interview can be conducted at a venue acceptable to the employer and team 

member with the request that the venue allows for quality recording (no high noise levels such as 

coffee shops or open plan offices) and would not be prone to interruptions. 

 

All data obtained will be hosted by the Unisa research team and kept secure. All data received 

will be treated as confidential. 

 

CAN I WITHDRAW FROM THIS STUDY? 

 

Being in this study is voluntary and you are under no obligation to consent to participation. You 

also do not have to consent to all three phases. If you do decide to take part, you will be given 

this information sheet to keep and will be asked to sign a written consent form. You are free to 

withdraw at any time and without giving a reason. The only exception to withdrawal is if you have 

already submitted the electronic survey in phase 1. You may withdraw your consent for your team 

members to be interviewed at any time prior to the interviews taking place. If interviews have 

already taken place and you wish to withdraw consent, the data from such interviews will be 

destroyed. The surveys do not contain any identifiable information and it would not be possible to 

determine which survey is yours in order to remove it.  

 

WHAT ARE THE POTENTIAL BENEFITS OF TAKING PART IN THIS STUDY? 

 

This research study will contribute to the improvement and growth of the Partners for Possibility 

programme. The participation of business leaders as partners for possibility is an integral part of 

the programme and its success. It is therefore critical to understand the impact that the 

programme has on business leaders. As business leaders share their experiences of the 

programme, they may become aware, or experience a renewed sense of what they have learned 

in their PfP journey. 
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WHAT IS THE ANTICIPATED INCONVENIENCE OF TAKING PART IN THIS STUDY? 

 

The only potential inconvenience of taking part in this study is the time that you will invest in this 

research study, depending on the phases that you choose to participate in. 

 

WILL WHAT I SAY BE KEPT CONFIDENTIAL? 

 

Phase 1: Your name will not be recorded anywhere and no one will be able to connect you to the 

answers you give. 

 

Phases 2 and 3: Your feedback during the interview will be given a fictitious code number or a 

pseudonym and you will be referred to in this way in the data, any publications, or other research 

reporting methods such as conference proceedings. 

 

All data are hosted by the research team of Unisa. No organisation or institution other than the 

Unisa research team will have access to your data, including Symphonia for South Africa. An 

independent research report will be made available to Symphonia for South Africa and all partners 

of Symphonia for South Africa, detailing the results of the research study, but no individual 

participants will be identifiable in such a report or in any other publication of the results. 

 

Your answers may be reviewed by people responsible for making sure that research is done 

properly, including the interviewers, transcriber, statistician, and members of the Research Ethics 

Committee. Otherwise, records that identify you will be available only to the Unisa research team 

working on the study, unless you give permission for other people to see the records. 

 

HOW WILL INFORMATION BE STORED AND ULTIMATELY DESTROYED? 

 

Electronic copies of your answers will be stored by the researcher for a period of five years on a 

password protected computer. Future use of the stored data will be subject to further Research 

Ethics review and approval if applicable. Information that has no further research purpose will be 

permanently deleted from the computer(s) on which it is stored, including any backups. 

 

WILL I RECEIVE PAYMENT OR ANY INCENTIVES FOR PARTICIPATING IN THIS STUDY? 

 

No payment or incentives will be provided for participating in this research study. No cost needs 

to be incurred by the participant in the participation of the research study. 

 

HAS THE STUDY RECEIVED ETHICAL APPROVAL? 

 

This study has received written approval from the Research Ethics Committee of the Department 

of Industrial and Organisational Psychology, Unisa. A copy of the approval letter can be obtained 

from the researcher if you so wish. 

 

HOW WILL I BE INFORMED OF THE FINDINGS/RESULTS? 
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If you would like to be informed of the final research findings, please contact Ms Jenny Venter or 

Ms Maggie Holtzhausen on 012 429 2337 or 012 429 4700 or e-mail ventejm@unisa.ac.za. The 

findings will also be accessible from Symphonia for South Africa.  

 

Should you require any further information or want to contact the researcher about any aspect of 

this study, please contact Ms Jenny Venter on 012 429 2337 or e-mail ventejm@unisa.ac.za. 

 

Should you have concerns about the way in which the research has been conducted, you may 

contact the Research Ethics Committee of the Department of Industrial and Organisational 

Psychology on 012 429 8003 or e-mail camphm@unisa.ac.za. 

 

Thank you for taking time to read this information sheet and for participating in this study. 

 

Mrs M Holtzhausen 

Ms J Venter 
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