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improvisation is a key quality required in 

building the right mindset for innovation. 

improvisation helped the 2018 Fellows to:
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Creating space
for innovation 
to emerge

in March 2018, 17 Fellows from 10 civil society 

organisations working in and around South 

Africa embarked upon the dGMt’s Fellowship for 

organisational innovation.

the Fellowship is a new initiative part of dGMt’s 

strategy to nurture an innovative and inclusive society. 

it is a strategy that is bold, surprising, and in many 

respects, generous. Bold in its vision for a better 

society – rather than for a few individuals; surprising 

in its marriage of innovation and inclusivity; and 

generous in its recognition of the need for nurturing.

it also aims to strongly assert civil society’s position as 

an equal partner alongside business and government.

While economic growth in South Africa is floundering, 

the growth in inequality and exclusion is experiencing 

a boom. Whole sections of our population are drifting 

further and further away from what a well-functioning 

society should be – one where people have, at the 

very least, access to food, quality education, safety 

and employment. 

in South Africa, nearly half of all young people don’t 

obtain a matric qualification, and 50% of children 

aged 3 to 4 do not have access to early learning 

programmes. in 2017/2018, there were over 40 000 

reported cases of rape in the country, although these 

figures are likely to be under-reported. our society is a 

hostile place for many people.

either our expectations need to shift, or the dogma 

that drives the exploitation, bullying and greed 

that is often at the heart of inequality, needs to be 

challenged. it is, to paraphrase Henry Mintzberg, time 

to “rebalance” society.

the notion of rebalancing society is a powerful one. 

What if instead of only looking to government or big 

business for the answers, we turned our attention 

To seize the opportunities for 
south africa to fulfil its potential, 
we need to reignite a vital and 
innovative civil society that is 
able to drive change. DGMT’s 
Fellowship for organisational 
innovation sets out to do just 
this. Carol-ann Foulis, 
innovation Director: innovative 
and inclusive society at DGMT, 
explains the thinking behind this 
programme.
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“what if, instead of only looking to 

government or big business for the 

answers, we turned our attention 

elsewhere: to the thousands of 

small, medium-sized and large 

organisations that are working in 

society, in civil society?”

elsewhere: to the thousands of small, medium-sized 

and large organisations that are working in society, in 

civil society? these organisations are not driven by 

profit – their legal status precludes this. And, much 

like governments, they are interested in supporting 

the public good. to frame it in economic terms, this is 

work that could be seen as carrying significant positive 

externalities. It is work that disproportionately benefits 

society rather than the individual nGo itself.

it is these organisations that the dGMt Fellowship 

sought to support and enhance. organisations 

such as the Rape Crisis trust, which is seeking to 

strengthen the criminal justice system in support of 

rape survivors; SmartStart, which is tackling the issue 

of how to increase access to quality early learning 

programmes; and the Catholic institute of education, 

which aims to provide quality education to young 

South Africans.

Without such organisations that are actively 

addressing violence against women and children, 

access to early childhood development (eCd), and 

quality of education – alongside dozens of other such 

challenges – we would be losing out as a society. 

Research shows, for example, that an investment in 

eCd has compounding returns for society; improving 

the quality of school education will help to close the 

skills gap in a globalised knowledge economy; and 

healing the violence of our society will allow all of us 

– women and men – to bring more of ourselves into 

the light.

Yet, civil society is undervalued. it is often 

misrepresented as doing ‘good work’, but work that 

can be easily dismissed as trivial or marginal, or 

referred to in sentimental terms – rather than work 

that is powerful and essential to the success of 

our country. Civil society is often engaged in work 

that is substantial in its goals and substantial in 

its people. it is work that is driven by community 

activists, fieldworkers, doctors, economists, lawyers, 

anthropologists and accountants. And it is work that 

could appeal to more talented young professionals, if 

it is positioned more favourably.

it is also a sector in need of some revitalisation if it 

is to keep pace with - or even outpace - the world 

around it. our goal at dGMt is to introduce innovation 

to the sector to enable it to achieve this. this has been 

met with some resistance – sometimes from those 

around us; sometimes from ourselves. Yet, as nomvula 

dlamini, director of the Community development 

Resource Association (CdRA), has so eloquently 

asserted: “Civil society is the wellspring of innovation”. 

And this – as we see it – requires those working in the 

sector to possess a certain nimbleness of mind, an 

expansiveness in thinking, and a willingness to pursue 

questions rather than, sometimes outdated, answers.  

these are some of the qualities that we aimed to 

nurture over the 12 months of the Fellowship. the 

stories that follow, by the Fellows themselves and 

the organisations they come from, will reveal more of 

what we did and how it was received.

Above all, we seemed to create a safe space, a 

community of people listening to one another 

while strategising, planning and taking action. And 

interestingly, it was from this safe space, and this 

community, that courage, risk and – dare we say it – 

innovation emerged.

5 Cullen Mackenzie
CaTholiC insTiTUTe oF eDUCaTion 

“I’ve always thought that an innovator was the hero, rallying the world around new 
ideas. What I’ve realized is that they are someone who knows when and how to 

engage, and with whom, in order to change the world.”
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ashley
roman 
aCTivaTe!

ath’enkosi 
sopitshi 
BUMB’inGoMso

the work we are involved in 

at Activate! is ‘life work’. it 

invites me in different ways 

to add value to our country, 

society, communities and 

citizens. i am excited about 

the possibility of our work, 

which is to drive change for 

the common good.

Seeing young people 

transforming their lives 

and being part of that 

change is exciting. i’ve 

grown tremendously as a 

person and in my career. 

Bumb’inGoMSo has given 

me the push i need to 

explore new things. i’ve 

sometimes been thrown in 

the deep-end and forced to 

tackle new challenges.

Meet the 
Fellows
of 2018...
... and find out what 
excites them about 
their work.

10



Jeanne 
Bodenstein  
rape Crisis
TrUsT

Kabi
Krige 
MalaMUlele
onwarD 

Cullen
Mackenzie 
CaTholiC insTiTUTe
oF eDUCaTion

Marshall
rinquest 
GreYTon
TransiTion Town

Working with the law excites 

me. Using the law to create 

systemic change that 

improves rape survivors’ 

experience of the criminal 

justice system is a privilege. 

i enjoy engaging with 

decision-makers, establishing 

what their interests are and 

using this to achieve the 

change we need.

Seeing a change in people 

– a change in their attitude, 

their abilities and strengths 

– is what excites me.

i get excited about making 

data speak, finding its 

patterns and sharing these 

with my colleagues, so they 

can use the knowledge to 

nudge things in the schools 

and skills centres we work 

with, while simultaneously 

getting a better picture of 

the where, how and what of 

our work.

i am grateful that my 

passion became my job – 

my job feels like a hobby 

as this is who i am. What 

excites me the most is 

working with children and 

seeing the impact play 

out in my community. 

Perspectives are changing 

positively toward our 

environmental challenges.

i am a change-maker.
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naeemah
sadien 
DevelopMenT
aCTion GroUp 

nomsa 
Muthaphuli 
sMarTsTarT

Mbuyiselo
Yanta  
aCTion volUnTeers
aFriCa 

nomxolisi 
Malope-rwodzi 
sMarTsTarT

the ability to create an 

enabling environment for 

participation by building 

the capacity of community-

based partners is what 

excites me, along with 

building and strengthening 

partnerships with 

relevant role-players to 

achieve inclusive forms of 

regeneration.

i am excited that what 

we do at SmartStart can 

change the profile of 

South Africa by ensuring 

all children have access 

to early learning through 

an innovative mechanism 

for scale. i love hearing 

from the field how our 

programme changes the 

lives of both children and 

practitioners.

i am passionate about 

working with young people 

and Action Volunteers 

Africa (AVA) makes it 

possible for me to do so. 

i get exposed to a lot of 

other opportunities, like the 

dGMt Fellowship; it is good 

for my networking as well.

every day my work gives me 

renewed hope for how the 

future might look for South 

Africa – and this helps me 

play my part in creating it.
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prenisha
Chiba  
MalaMUlele
onwarD

Tess
peacock 
TshiKUlUlU soCial
invesTMenTs 

spokazi
Tyiwani 
BUMB’inGoMso 

Tebogo
suping 
aCTivaTe!

there’s no feeling that can 

surpass the joy and peace 

that comes from seeing a 

child living up to their full 

potential. i’m grateful to 

be in a position where i get 

to enable our team to work 

effectively. there’s a human 

element at the core of our 

work and it’s incredibly 

worth it.

no-one can connect the 

dots like tshikululu can; 

no-one can amplify impact 

like tshikululu can. We 

are excellently placed to 

encourage collaboration to 

amplify impact. tshikululu 

hasn’t yet realised this 

potential and this job is a 

great opportunity for me to 

help get it there.

i am responsible for 

creating and building 

communication strategies 

for behaviour change and 

impact for the youth of 

Buffalo City Metro. Knowing 

the ‘why’ behind our work 

makes me want to wake 

up and serve these young 

people with a lot of love

and passion.

What excites me is waking 

up every day to engage 

and empower young people 

from diverse backgrounds 

to take an active role in 

addressing issues that 

affect them, as well as 

collaborating with others to 

craft a positive story of the 

future of South Africa and 

its youth.
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Xolile Charmaine 
Zondi 
TshiKUlUlU soCial
invesTMenTs

Zeenat
hendricks 
rape Crisis
TrUsT

Yolanda
Bomvana 
aCTion volUnTeers 
aFriCa 

Being part of a team of 

social investors who are 

talented, hard-working and 

think about the big picture 

really gets me excited 

about my work. our big goal 

is to help develop pragmatic 

solutions that enable young 

South Africans to compete 

on a global stage. in short, 

Thuma mina!

What excites me are the

possibilities, the oppor-

tunities, the challenges, and 

the progressive impact and 

difference we make in the 

world. Learning new things 

really excites me, too – for 

the future development of my 

organisation, but also for my 

own personal growth.

Seeing the development 

and progress of the youth i 

work with is what motivates  

me. every morning i go 

to work looking forward 

to the day. our vision is 

to give young people a 

brighter future through 

volunteering opportunities, 

and it is exciting to help our 

volunteers find the diamond 

that is within them through 

their work with others.
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For innovation to 
become an instinct we 

need to develop a strong 
sense of self – we need 

to have integrity of body, 
mind and spirit. That’s 

the platform for any 
innovation.
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real challenges,
practical
action

Many of the challenge questions related to the way 

the organisations operate or the way that their 

programmes engage with partners and beneficiaries.

these questions were inevitably refined as the 

Fellowship unfolded – often leading to new questions. 

the Fellows experimented with ideas to address the 

challenges and workshopped these ideas within their 

organisations, reporting back to the group on how 

things had gone.

At the end of the second immersion (see page 21 for 

more about immersions)  they had to reframe the 

question as a goal for their organisation and start 

developing a strategy for how to reach this goal. By 

immersion 3, they had to create a communications 

plan that detailed how they planned to roll out this 

strategy to address their challenge.

Alongside are the final questions that the Fellows 

explored at, and together with, their organisations.

To increase the impact of the Fellowship, we asked Fellows and their 
organisations to formulate a central question - or a challenge question - 
that they would explore over the course of the year as a way of putting
their stake in the ground.

16nomsa Muthaphuli    
sMarTsTarT

“The organisational coaching helped to ensure that learnings 
from the Fellowship get filtered down to the organisation.
It also created further buy-in, bringing more people into the 
challenge question and working towards a common goal.”
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in each immersion, we sought 
to engage Fellows’ heads, 
hearts, and hands – both 
literally and figuratively.

20



three modules were planned over eight months. 

We called them immersions because each was 

designed to take the Fellows on a deep dive into 

new waters, before they would emerge and return 

to their workplaces to experiment and share what 

they had learned. We termed the time back with their 

organisations fieldwork. the intention was not just to 

give the Fellows new knowledge and tools to work on 

their identified challenge question, but to take their 

organisations on the journey, seeding new ways of 

thinking and allowing new possibilities to emerge. 

the themes of each module – The innovator’s 

Mindset, Crafting strategy for impact and 

Communicating for Change – were designed to build 

upon one another. two further themes – leadership 

and Context – ran across all three immersions.

the foundation for all immersions was how to create 

change in complex environments, which is key to the 

work of social innovation. in immersion 1, we explored 

the concept of innovation and the nature of social 

change; in immersion 2, we demystified strategy 

and worked with storytelling as a way to champion 

change in organisations; and finally, in immersion 3, 

we grappled with mental models and communication 

as the crux of behavioural change. 

in each immersion, we sought to engage Fellows’ 

heads, hearts, and hands – both literally and 

figuratively. through readings, case studies, and 

drawing on frameworks from across various sectors, 

we hoped to spark new ideas and new possibilities 

(head). Because our work must be connected to 

our own motivations and passions, each immersion 

ensured there was space – often creative – for 

connecting the central theme of the immersion back 

to Fellows’ purpose (heart). And because we wanted 

the work to live outside of the training room, time was 

spent prototyping and designing how innovations 

would land back into their organisations (hands). 

We wanted the experience to be experiential and 

interactive – not just a one-way process of imparting 

knowledge and skills, but a far more interesting 

journey where people were emboldened to bring all of 

themselves. We took care to challenge the Fellows to 

draw on all of their five senses introducing, for example, 

creative tasks like improvisation, painting and working 

with clay to embed learning via different pathways.

The learning
journey

The DGMT Fellowship programme 
was designed to incorporate 
principles that enable adult 
learning and systems change. 
it allowed for time together and 
time for learning back at the 
organisation, as well as space for 
reflection and recalibration as the 
process unfolded.

spokazi Tyiwani    
BUMB’inGoMso  

“I learned that being me is my superpower.”
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The innovator’s
mindset

innovation can mean different things to different 

people, but it is often seen as a ‘once-off’ product or 

solution - rather than a process.

From the start, we wanted to instil a definition of 

innovation as a way of thinking that strives for 

continuous, sometimes incremental, improvement – 

far more than a product or a service. However, even 

this definition has evolved.

through the Fellowship, we have begun to see how 

innovation is as much about how we do things as 

what we do. Much of this is about allowing for lots 

of iteration and dialogue. often, innovation emerges 

from asking the right questions, rather than seeking 

the perfect answers. 

the process of asking curious and open questions 

is harder than it may initially seem – particularly in a 

sector in which we spend a significant amount of time 

promising our beneficiaries and funders that we have 

the answers. But the right question can allow us to 

challenge assumptions that may be holding us back, 

unlock new insights into the contexts in which we work, 

and identify opportunities for new ways of working.    

in helping emerging leaders to hone these skills, we 

hoped to empower them to influence those around 

them. our Fellows are leaders not because they have 

the answers to all the problems in the sector – they 

don’t – but because they are skilled at bringing people 

along with them to drive the innovation we need.

Many Fellows came to appreciate that innovation

is less about inventing new technologies, and

more about finding better ways of doing things.

A shortcut in a process, an alternative insight, or even 

communicating differently can all – under the right 

circumstances – be considered innovative.

Cullen Mackenzie, from the Catholic institute of 

education, for example, introduced a new system at 

work to let people know when he was available and 

when he was not. this used to be a source of conflict 

and tension at the office. By introducing a simple 

green/red note on his office door, he has been able 

to better manage his time and make it clear to others 

when he is available.

For others, innovation was firstly about surfacing 

their own thinking, and then being able to let go of 

the, often unconscious, assumptions underpinning 

this thinking.

For many of the Fellows, it was the first time that they 

had deliberately thought about innovation – and what 

it means to them and their organisation.

in the first immersion, we 
encouraged the Fellows to think 
expansively, and to explore the 
qualities required to be innovative.

24Kabi Krige    
MalaMUlele onwarD 

“Forcing me to think about the assumptions I have made about myself,
my organisation and other people brought a fresh perspective on how to 
facilitate change. The biggest change: ME! Seeing myself differently.
I’m now a more confident, inquisitive and “yes and....” person.”



Marshall rinquest
GreYTon TransiTion Town

iMMersion

#1
Tools anD aCTiviTies

iDeaTion CarDs

ideation – the formation of new ideas – is a key 

concept in innovation. We used a series of cards to 

introduce the Fellows to different approaches to 

idea generation that they could then use with their 

teams.

the five different approaches we focused on were:

1. PoSitiVe deViAnCe... identify what is already 

working and champion that. 

2. deSiGn tHinKinG... identify the pain points, test 

and evaluate new solutions. 

3. Add/SUBtRACt/extend... tweak the existing 

model by taking away, introducing or expanding 

upon existing elements. 

4. BRiCoLAGe... Repurpose existing elements. 

5. BReAK tHe RULeS... Challenge conventional 

thinking.

Fellows found this tool particularly useful and 

practical. For many, it was easy to introduce in their 

organisations and they were able to test it out with 

their teams.

assUMpTions: GeTTinG oUT oF The BoX

to think outside the box, we first need to get to know ‘the box’. this exercise required the Fellows to identify their 

assumptions about the organisations and systems in which they work, and to place them in a box. they were then 

asked to remove certain assumptions in order to see how their challenge question changed once these assumptions 

were out of the way. We used actual boxes, which made it very tangible.

this exercise allowed the Fellows to think about how holding on to certain assumptions can impact their 

understanding of context and their ability to be effective. Because we often believe so strongly in our assumptions, 

this exercise also brought up emotions and reactions from amongst the Fellows – providing some insight into what it 

might take to get others to let go of their assumptions.

aDapTive CYCle

the adaptive cycle (taken from Holling and Gunderson) 

highlights the resilience of systems. it also depicts 

how living systems behave and change, cycling 

through five stages:

1. GRoWtH

2. ConSeRVAtion

3. BReAKdoWn

4. BReAKtHRoUGH

5. ReoRGAniSAtion

this framework allowed the Fellows to better 

understand the context in which they work, and to 

determine whether innovation would be possible.

They identified the phase that their own sector and 

organisation was in, and also tried to understand where 

they, personally, felt most comfortable and challenged. 

during the Fellowship, we often referred back to this 

model. it helped to remind the Fellows that when they 

felt stuck, they could return to the cycle and try to 

identify a path through that particular phase.

“Coming on this programme helped me think in terms of intentional 
innovation. First understand the box, and then think out of the box. It’s 

tempting to assume a situation is a certain way and then to respond 
accordingly, but now I think differently. For instance, investigating social 

problems and working jointly on solutions with beneficiaries may be a 
better solution than deciding in advance what should happen.”  
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innovation
insights from civil 
society leaders 

During each immersion, we invited inspiring people to come and 
talk about different topics relevant to that immersion. noMvUla 
DlaMini, Director and practitioner at the Community Development 
resource association (CDra), and DaviD harrison, Ceo of DGMT – 
both of whom are innovators in civil society – shared their thoughts 
on the theme of ‘The innovator’s Mindset’ during immersion 1. 

Yolanda Bomvana 
aCTion volUnTeers aFriCa

“I used to think that innovation is only about big ideas. Now I know that big ideas 
start small. As a result, I am able to risk something new in the organisation.”
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nomvula dlamini struck a powerful chord when 

she reminded the Fellows of the important role 

civil society played in achieving freedom and 

democracy in South Africa. these organisations 

were at the forefront of leading societal change.

“every initiative was connected to the 

struggle for liberation and it gave purpose 

and direction,” she said, adding that, come 

the 1990s, civil society organisations played 

a role in the democratic transition because 

they were the ones collecting information and 

hard evidence, which was needed to support 

critical engagements, arguments and policy.   

democracy led to a time of reflection for civil 

society, on how to reposition itself in this new 

context, and with limited resources. “Many nGos 

closed their doors and today funding is much 

harder to come by – and it comes with stringent 

reporting requirements. donors are interested 

in your financial management, and you have to 

demonstrate impact,” she noted.

in this ever-changing and uncertain context, 

dlamini feels it is important to always bear the 

following points in mind: “Firstly, remember 

that your organisations are social progress 

organisations and need to be a wellspring 

of innovation. We cannot employ the same 

approaches and methodologies to keep doing 

things in the same way.” Secondly, “we have to 

be the site of cultural creativity in terms of ideas, 

knowledge, processes, approaches and practices. 

We are connected directly to the people, and we 

have the most free space in terms of developing 

some of the responses that are required.” 

She urged the Fellows to ask themselves: is 

my organisation producing new ideas or just 

doing the same things over and over again? “As 

emerging leaders, you have to ask yourselves: Am 

i contributing to the production of new ideas and 

knowledge creation in my organisation?”

She added: “Also, if you are in civil society, you 

have to contribute towards the development 

of human potential. Civil society is the site of 

transformative processes. Ask yourselves if the 

work you do allows you to experience personal 

transformation, and if it contributes to the 

transformation of others in the organisation, in 

the community and in society.”

Finally, dlamini urged the Fellows to dispel the 

myth that people who work in the social sector 

are not professionals. She left them with these 

questions to inspire them on their journeys: 

“How can we learn to see, understand and act 

in an interconnected, interdependent world? 

As civil society we can no longer just act on our 

own – we’ve got to recognise the interconnection 

with other sectors – but how do we retain our 

autonomy? How do we learn to confront and to 

cooperate at the same time?”

iMMersion

#1
Civil soCieTY 
orGanisaTions are a 
wellsprinG oF innovaTion
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As actors in civil society, the dGMt Fellows 

have immense power as innovators. According 

to dr david Harrison, civil society is seeing an 

emergence of a new wave of possibility that rests 

on young innovators. the dGMt Fellows are a key 

part of this “second wave of public innovators 

since democracy”. 

A medical doctor with a Master’s in Public Policy 

from the University of California Berkeley, dr 

Harrison headed up loveLife, a national HiV 

prevention programme, before joining the dG 

Murray trust in 2010. “Many of us were in our 20s 

in the 1990s at the time of democracy; when i 

think back on the work i was involved in, in the 

health sector, it was young people who were 

doing all of the thinking, planning and shaping. it 

was probably the same in other sectors.”

He said that his career has taught him that there 

are three powers that individuals in civil society 

possess as innovators for change: how to be, 

what to do, and how to think. According to dr 

Harrison, these elements form the three pillars of 

what it takes to be a strategic leader. 

When discussing how to be, he drew on the 

example set for him by his parents – both 

teachers and social activists who began a feeding 

scheme in KwaZulu-natal when they realised 

many of the children were malnourished. His 

father also started a school and a technical 

college for the community. dr Harrison explained, 

“the basic attributes i saw in my parents is that 

they were mission-driven; they had humility and 

they were fearless.” 

“Having a mission is vitally important – you need 

a strong sense of what you want to achieve. it 

provides integrity and direction to your effort. 

Humility means that you don’t let your ego get in 

the way of what needs to be done. Being fearless 

is not foolishness – it is finding the strength to 

speak up and to try new things.”

dr Harrison shared the story of his parents’ 

activism to demonstrate that innovation 

ultimately becomes an instinct; it becomes a

part of who we are. His parents had a can-do 

attitude that was integral to their lives and their 

social activism.

“they constantly saw a challenge and then 

wondered, ‘How do we solve it? How do we make 

it happen? And, how do we build on what we’re 

doing?’ it was part of who they were.”

essentially, identity is a core aspect of being an 

innovator. “For innovation to become an instinct 

we need to develop a strong sense of self – we 

need to have integrity of body, mind and spirit. 

that’s the platform for any innovation.”

He added that, “if you have a strong sense of 

The Three powers we 
possess as innovaTors 
For ChanGe
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iMMersion

#1

self, a strong sense of mission, humility and 

fearlessness – then you’ll be a radical innovator.”

When it comes to what to do, dr Harrison 

advised the Fellows to always look, listen and 

learn. “don’t come with ready-made solutions. 

immerse yourself in the issue you are trying to 

influence – that’s what good innovation is, it 

emerges from observation.”

And doing requires “very deliberate and systemic 

action”. For this, he encouraged the Fellows “to 

keep beating your wings like a butterfly”.

this is one of dr Harrison’s favourite metaphors 

based on the work of theoretical meteorologist 

edward Lorenz, who famously stated, “a butterfly 

flapping its wings in Brazil can produce a tornado 

in texas.” dr Harrison explained, “this metaphor 

is useful as often we feel so small compared to 

the challenges we face. But what we can do is 

keep flapping our wings with deliberate small 

actions that make a difference – and constantly 

seek ways to make change, and then amplify that 

change in different ways.”

When it comes to how to think, dr Harrison 

believes it’s important to think simply. “it’s a 

very tough skill,” he said. “if you can express the 

power of an idea simply, it has a greater chance 

of creating influence and inspiring people.”

Also, when thinking about innovation, he 

suggested that it is equally important to 

think about influence as much as ideas. “in 

innovation-speak, there’s such a celebration of 

great ideas, but not enough emphasis on looking 

at ideas in context to see if they can bring about 

change. How we understand whether ideas can 

work in a social space – or not – really depends 

on whether they can influence the power 

differentials in society.”

Finally, he recommended that the Fellows 

practice “thinking on the edge”. He shared, “this 

is important because it’s easy to get bogged 

down with everything we confront. thinking on 

the edge requires asking, ‘What can i do next to 

make things a little bit better?’ that is the edge, 

the frontier.” He describes the edge as often 

being a bit chaotic, but it is where the zone of 

possibility lies. 

“there is always an opportunity to be seized if 

your thinking is – what can i do next?”

“Don’t come with ready-made 

solutions. immerse yourself 

in the issue you are trying to 

influence – that’s what good 

innovation is, it emerges from 

observation.”

prenisha Chiba  
MalaMUlele onwarD

“Innovation lies within the organisation’s most valued assets: its people. Once trained and mobilised, 
an organisation’s people have the potential to unlock vast opportunities. It changes their mindset from 

being dependent on donor funding to becoming self-sustaining and independent social innovators.”
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strategy
for impact

Some of the core tools that were used – such as 

the Strategy Canvas – were aimed at enabling 

conversations in which strategy could be defined and 

refined, as well as connected to the beating heart of 

the organisation: its mission.

Strategy is as much about design as it is about 

the people who make the strategy ‘happen’. For 

the Fellows, this meant stepping into a new role 

as strategic champion of change within their 

organisations – often operating beyond their formal 

title to bring to life the vitality and heart of their 

organisation’s mission and strategy. 

Sonja Giese, director of innovation edge, introduced 

the Fellows to three practices that could enable this 

kind of dynamic design:

1. Put a stake in the ground i.e. decide on your 

position or first step, and put this forward. This 

allows you to get buy-in on what is non-negotiable 

while still giving you scope to experiment. it’s also 

an excellent tool for managing expectations.

2. Work in design sprints. inspired by the technology 

sector, this is a useful tool to move away from 

waterfall-style sequenced development and 

testing, to cycled development and testing. in 

other words, move away from this:

       to this:

For each sprint, it’s important to have a clear objective 

that is usually linked to testing an assumption. this 

allows safe experimentation in small increments. it 

also makes it possible to disentangle cause-and-effect 

more easily.

3. Celebrate success and ‘find out’ from failure. This 

is about being open to the unexpected. the only 

way to create space for the unexpected is to invite 

fresh and diverse perspectives, and to create space 

for experimentation. And experimentation is – by 

its nature – a combination of success and failure. 

The second immersion took as its 
theme, the crafting of strategy. 
strategy was turned on its head 
– away from a dry and static 
document that lives in a drawer 
to an ongoing story that gets told 
and re-told as the innovation takes 
shape, as learning takes place, and 
as listening deepens.

DesiGn

iMpleMenT

TesT

DeploY

sprinT
#1

discover

develop

test

design
sprinT

#2

discover

develop

test

design sprinT
#3

discover

develop

test

design

32Tess peacock
TshiKUlUlU soCial invesTMenTs 

“The Fellowship gave us the time to reflect on our organisation blockages, in particular by asking, ‘What limits 
you, your team and your organisation when it comes to having an innovative culture?’ We mapped all the things 
that we think limit us, as well as all the things that we think liberate us. We reflected on our organisation, we 
read and learnt and, practically, began to design new interventions and areas in need of iteration.”
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Tools anD aCTiviTies

The sTraTeGY Canvas

the Strategy Canvas is a simple but powerful 

visualisation tool that helps organisations to develop 

an action framework for their strategy. the core 

elements are:

1. GoALS... Where are we going?

2. APPRoACH... What will get us there?

3. oBjeCtiVeS... What milestones do we need 

to reach?

4. tACtiCS... How will we take the steps to get 

us there?

each element of the canvas must ultimately be 

connected back to the mission of the organisation. this 

means finding a way for strategy to be a living process, 

which draws on, and reinforces, the beating heart of 

the organisation (its mission) to ensure the ongoing 

vitality of an organisation’s work and impact.

this was the core tool for this immersion. it gave the 

Fellows a framework and blueprint that they could 

apply and develop throughout the week, and back at 

their organisations as they worked towards solving 

their challenge questions. importantly, it showed them 

how to approach, plan and communicate strategy in a 

simple, but effective way. 

BeinG a sTraTeGiC ChaMpion

the concept of the Strategic Champion is based on 

Mantere’s definition of “individuals going beyond 

their operative responsibilities in strategic issues”.

this perfectly captured one of the roles of the Fellows 

during the course of the Fellowship: as someone who 

goes beyond their formal job title to work with the 

organisational leader to introduce and lead change. 

We introduced the concept so that Fellows had a way 

of defining their role and work within the Fellowship.

Linked to this, we included exercises that encouraged 

them to identify their personal strengths and practices 

so that they could use them in championing change.

33 Zeenat hendricks 
rape Crisis TrUsT

“Since the Fellowship, innovation has definitely taken on a different meaning for me, and 
hopefully for my organisation as well. Now, innovation means conversations, strategies, 

behaviour, looking at things differently and evaluating your status in order to always 
be improving the status quo. It also means being willing to network and collaborate 

with stakeholders, partners and donors. Even being a part of this Fellowship has, in my 
opinion, been an innovative move from the leadership of Rape Crisis.



The space
inbetween

An explicit goal of the Fellowship was the 

professional and personal development of young 

people working in civil society, to empower them 

to take the lead in identifying opportunities 

and generating new ideas, as well as designing 

and implementing innovative approaches and 

solutions to organisational challenges. 

Coaching was used to support the Fellows, and 

their organisation, in this process.

each Fellow received one-on-one coaching 

following each immersion, which created a 

space for personal and professional reflection. 

in addition, the Fellows were coached together 

with their senior manager or management team 

between the immersions. this team coaching 

helped to embed the Fellows’ innovation work in 

the life of their organisations through developing 

a shared understanding of, and commitment to, 

the outcomes of the programme.

Five coaches were selected to work with the 

Fellows and their organisations. the coaches 

were given an open brief to provide coaching 

support, using their own approaches and 

methodologies. in essence, coaching is a 

facilitated process of learning in which ‘coachees’ 

– in this case, the Fellows – are offered new ways 

of perceiving themselves, others and the world. 

Skilful questioning by the coach opens new 

avenues for exploring the self and others. in this 

modern world of perpetual and often disruptive 

change, effective living and personal and 

professional success depends on the capacity to 

observe, reflect and learn. 

The Fellowship was designed to 
include one-on-one coaching 
and mentoring of the Fellows, 
as well as organisational 
coaching for the senior 
management team of each 
participating organisation. 
GeTTi MerCorio, who was part 
of the coaching team, walks 
us through the process – and 
explains why this was such a 
crucial element to the success 
of the Fellowship.
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this includes accepting that multiple 

perspectives are vital in approaching complex 

problems. Learning to invite and welcome 

different opinions, approaches and theories 

creates the possibility of innovative and 

sustainable solutions that are acceptable to 

diverse groups – even those with widely diverging 

theoretical or ideological starting points. Key to 

this is the capacity to distinguish between fact 

and opinion – to see the distinctions between 

true assertions and our subjective assessments, 

which frequently masquerade in our minds as 

facts, truths and the ‘way things are’.

Using these new distinctions enables us to 

become more conscious and intentional; to 

develop more effective ways of being in the 

world. the focus is on learning about ourselves, 

identifying habitual barriers – which are often 

long-held negative self-assessments – and 

enrolling new language and moods to become 

a more effective observer and learner. the work 

of the coach is to provide a safe relationship in 

which to introduce challenging conversations 

through which the ‘coachee’ is able to shift 

from a fixed mindset to a growth mindset. this 

establishes the foundation for compassionate 

observation, continuous learning and an 

expansion of consciousness.

The Fellows displayed increasing confidence and 

creativity in weaving their innovation story into the 

warp and weft of the organisational fabric as the 

programme unfolded. the coaching aspect was 

enormously valuable, effectively creating a bridge 

from the learning in the immersions to the day-to-

day lives of the host organisations. Unlike training 

programmes, after which participants return 

to their busy work lives with little opportunity 

to implement what was learned, the coaching 

sessions created a powerful opportunity, as Bob 

dylan sang, for “bringing it all back home”.

iMMersion

#2

“in this modern world of 

perpetual and often disruptive 

change, effective living and 

personal and professional 

success depends on the 

capacity to observe, reflect and 

learn. This includes accepting 

that multiple perspectives are 

vital in approaching complex 

problems. learning to invite 

and welcome different opinions, 

approaches and theories creates 

the possibility of innovative and 

sustainable solutions that are 

acceptable to diverse groups – 

even those with widely diverging 

theoretical or ideological 

starting points.”

35 ashley roman   
aCTivaTe!

“I really valued learning how I could support myself in the absence of a coach. Learning how to check in with 
myself felt empowering, and it was helpful to know that the other Fellows were also available as support 

mechanisms. Being in the woods is scary; hearing others sharing the same sentiments is reassuring.” 
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Communicating
for change

the starting point of behaviour change is the ability 

to gain a deeper understanding of how other people 

see the world. From there we can find a key concept 

or idea that speaks powerfully into their lived 

experiences and aspirations so that change becomes 

more possible. doing this requires that we are first 

able to identify the mental models we may be trapped 

in, as well as those that shape the way other people 

see the world. this can be challenging. As the Fellows 

learned from neuroscientist Beau Lotto, human brains 

are designed to make assumptions about the world. 

to change, we have to activate new ‘zones of 

possibility’ – or new mental models – so we can see 

and act differently. the Fellows were provided with 

some of the theory underpinning this – such as 

nudge theory and cognitive dissonance – and learned 

hands-on how to craft and deliver powerful messages 

in the media. 

Fellows were left with the idea that communication is 

a series of conversations, not a once-off event – an 

infinite game where the rules may change and the 

objective is to keep the game in play as you move 

towards change.

Sharing the journey with colleagues once they were 

back in the office after each immersion was sometimes 

challenging for the Fellows, but they found that using 

their newfound listening and communication skills 

helped significantly. Many Fellows came to appreciate 

that good listening and communication skills are at the 

heart of building great relationships – and that this is 

key to being a great leader.

developing as a leader is not only about focusing on 

the self, but being able to relate more effectively to 

others, helping them to make important decisions 

and reach solutions. As Zeenat Hendricks of the Rape 

Crisis trust remarked, she had a new appreciation for 

why it was important to “take time to listen to others 

and their experience, and to understand why there 

might be resistance to an issue.”

Most innovation is driven through 
changing the behaviours of 
people in complex systems – and 
effective communication sits at 
the heart of what drives behaviour 
change. Yet communications 
often remains an underutilised 
tool in the work of civil society. 
in immersion 3, we turned our 
attention to encouraging the 
Fellows to find – and use – key 
messages to create the change 
they want to see in the world.

ath’enkosi sopithsi  
BUMB’inGoMso

“From the first immersion, I learned to listen 
better and not react to everything.”
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Tools anD aCTiviTies

Core MessaGinG MaTriX

this framework allowed the Fellows to evaluate 

multiple viewpoints and find common ground on 

which to build messages that resonate with, and 

inspire action from targeted audiences.

We used this tool to illustrate that effective 

communication starts with understanding your 

audience and crafting a message that speaks to their 

beliefs and values.

the Fellows identified audiences, conducted 

interviews to uncover their core beliefs and tried 

to find overlaps in those beliefs to target in their 

messaging. once they had identified commonalities 

with their audiences, the Fellows could develop a 

framework or language for communicating their 

innovation with them. 

CoMBininG CoMMUniCaTion 
sKills: visUal, oral anD 
wriTTen

We provided the Fellows with various tools and 

practices for communicating change. they rotated 

through a series of workshops focusing on three 

forms of communication:

1. VeRBAL

2. WRitten

3. ViSUAL deSiGn

We emphasised the need for different mediums for 

different audiences, as well as taking the time to 

understand the audience. this was a great skill-

building exercise for the Fellows. they completed a 

practical exercise for each form of communication, 

including simulated media interviews and writing 

personal narratives.

39 naeemah sadien    
DevelopMenT aCTion GroUp 

“What stood out the most for me regarding communication and my 
understanding thereof is ‘branding’ and what an effective form of 

communication it is. Know yourself, know your audience, and you’ll 
essentially know how to communicate smartly what it is that you do.”
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it’s hard to change, 
but collaboration and 

not being afraid to 
‘not know’ helps.
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harnessing the energy 
of organisational 
change

tshikululu is a provider of  social investment solutions 

to the private sector. in 2017, it managed social 

investment that benefited 10 million South Africans. 

the organisation has grown considerably over the past 

20 years, but one of its biggest challenges remains 

innovation. tshikululu sent two participants on the 

Fellowship, tess Peacock and xolile Charmaine Zondi. 

the challenge question they were mandated to explore 

was: how can we inculcate a culture of innovation 

internally to be more innovative externally?

“We knew it was a new initiative and very experimental. 

So, we had limited expectations. We had no idea how 

it would translate into practical terms,” admits tracey 

Henry, Ceo of tshikululu. At the time of the Fellowship, 

the company was struggling with a lack of integration 

between policy and operations. the tshikululu 

participants were tasked with looking specifically at 

how this could be improved. 

“After the first immersion, it was noticeable how 

they had a different kind of thinking,” Tracey adds. 

“there was also increased energy. After the second 

immersion, through collective discussions and 

coaching, the benefits to the company became 

more tangible to discern.” these included new ideas, 

initiating fresh discussions and offering useful 

perspectives on issues of organisational strategy.

The classic Greek philosopher 
socrates said the secret to change 
was not to focus all of your energy 
on fighting the old, but also on 
building the new. For the leaders at 
the various organisations that sent 
young employees to participate 
in the Fellowship, there was the 
hope that these young people 
would not only develop leadership 
qualities and skills, but that 
they would breathe new life into 
their organisations: challenging 
structures, policies and cultures 
that, in some instances, had 
been in place for decades. we 
spoke to leaders from three of 
the participating organisations 
for their perspectives on how 
the Fellows are using what they 
learned to bring about both short-
term and longer-term change in 
their organisations. 

FroM The orGanisaTions

Xolile Charmaine Zondi    
TshiKUlUlU soCial invesTMenTs

“The Fellowship gave me an opportunity to interrogate my organisation’s understanding
of innovation and to look at our processes and practices through a strategic lens.

Overall I got to increase my basket of leadership tools and dig deep into my relationship with my work. 
I was grateful for the opportunity to confirm my love for development and to learn from peers.”
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“our Fellows came back with valuable suggestions 

about our organisational structure and how to break 

down the silos between different units, as well as how 

to build a culture of innovation in the business.”

tracey says that while some of the changes were 

immediately visible, she believes others will be longer 

term and take time to implement.

This sentiment was affirmed by Adi Kumar, Executive 

director of the development Action Group (dAG), 

an nGo with over 30 years’ experience working 

with communities throughout South Africa. the 

organisation has been involved in over 80 projects 

benefiting over 100 000 households in the Cape 

Metropolitan region. 

As an NGO, resources and staff are stretched and DAG 

has undergone a long process of transition over the 

past few years. their challenge question was: how 

might we capture and communicate our organisation’s 

change to reflect its innovation? DAG Fellow, Project 

Officer Naeemah Sadien, immersed herself in the 

process and came back with strong challenges to the 

way communication processes are followed. 

 

“We saw quite a dramatic change in performance and 

functioning, right from the start,” comments Adi. “over 

the past eight months, naeemah has become more 

outspoken and confident, challenging assumptions 

within the organisation.”

Adi says naeemah also started to ask important 

questions about how the communications strategy 

was set up and implemented within the organisation, 

leading to a rethinking of roles and responsibilities in 

this area. 

Apart from these immediate short-term outcomes, 

Adi also referred to longer-term changes at dAG due 

to Naeemah’s influence. “I would say there is a general 

cultural shift at the organisation in terms of how we 

operate. For instance, we are now thinking of doing our 

reporting differently, by employing a less dry and more 

narrative approach. the thinking is that this will also be 

better received by the Board.” 

interestingly, he says that naeemah has become a 

source of inspiration to others, sharing what she has 

learned on the Fellowship programme.

“i would say there is a general 

cultural shift at the organisation in 

terms of how we operate.”
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“we saw a dramatic change in 

performance and functioning, 

right from the start.”

Challenging existing assumptions and introducing 

innovative ideas was a key feature that Cullen 

Mackenzie, the Knowledge and Research Manager 

at the Catholic institute of education (Cie), brought 

back to his organisation. As director janice Seland 

notes, the institute is characterised by older teams 

and more traditional and established ways of working. 

established in 1985, the institute is involved in 

providing quality teaching and learning in 335 Catholic 

schools in South Africa, reaching more than 170 000 

learners. it also supports over 2 000 learners in 40 

under-resourced schools ensuring they have access to 

quality education in independent schools in rural and 

township settings.

Cullen was working with a very practical challenge 

question: what might happen if we included parents 

more in our programming?

this question helped to move Cie towards a new 

strategy. “traditionally, we were focused on schools 

and learners. Cullen’s contribution moved our thinking 

towards a new programme that involves parents more 

– and which will soon be introduced to schools,” says 

janice. 

All three organisations agreed that the Fellowship has 

had some impact on their work. For tshikululu’s tracey 

Henry, the advantages of having two participants 

on the programme maximised the impact for the 

organisation. “And then there is the obvious benefit of 

developing talent at your organisation – giving young 

people a wonderful opportunity to tap into different 

networks and ignite alternative ways of thinking.”  

Adi Kumar agrees that having more than one 

participant would have magnified the impact of 

the programme’s learning. “the advantages of the 

programme are very definitely mutual – both for the 

individual and the organisation,” he says. 

But not all aspects of the programme were smooth 

sailing. At each immersion, the Fellows shared some 

of their difficulties in introducing new ideas and 

approaches – and drew strength from each other on 

how to move forward effectively. For organisational 

leaders, it was also challenging to incorporate various 

aspects of the programme – such as the coaching 

sessions – into already crammed diaries, and to 

create the space in stretched organisations for trying 

new things. 

“it’s important to acknowledge the courage displayed 

by both the Fellows and their leaders, which was such 

an important component in making the programme 

work,” notes janet jobson, deputy Ceo of dGMt.  

Tebogo suping 
aCTivaTe!

“For all of us on this journey, what stands before us is the continued quest to stand for 
what we believe in; to relentlessly pursue our vision of creating a better tomorrow, and a 

deep knowing that henceforth we will not and do not have to do this alone.”

47



leading with 
courage

leaDinG wiTh CoUraGe Means leaDinG ChanGe 

Nomxolisi’s story

i have always thought of leadership as similar to 

management i.e if i had people i managed, i was a 

leader. i have now come to realise that leadership isn’t 

always there when one takes on a management role. 

Although i have managed teams for some time now, 

i don’t think i have always led. Leadership seemed 

scary to me. the leaders i had around me had a lot of 

influence and opinions (which they seemed to form 

quickly) and they led change. i had concluded that 

i didn’t possess those attributes. i simply needed 

to manage tasks and deliverables, and maintain the 

status quo. Yet, i always felt that something was 

missing and admired others who ‘led’ better i.e. were 

able to wear their hearts on their sleeves. i was scared 

of how vulnerable it might make me to do the same. i 

was scared my contributions would be rejected.

this thinking went on for years, until about four months 

ago, when i was really depleted and not doing well 

at all. during a routine one-on-one with my manager 

(who happens to be a great leader), she asked how i 

was and commented on my defensive body language. 

i completely broke down and managed to have one 

of my most honest conversations yet. i told her how 

afraid i was, how i sometimes felt that i fell short, how i 

wasn’t coping with my workload. i couldn’t believe how 

much lighter i felt afterwards. 

What surprised me most was that i didn’t feel weak 

and exposed; i felt that i had asserted myself honestly, 

and that a veil had lifted. i realised that my veil of 

false strength was what had lifted, and i admired 

my manager’s ability to achieve that. She led the 

conversation with courage, gave feedback, listened 

and said what needed to be said. She did it by being 

During the Fellowship, we got 
to sit at the feet of many great 
leaders who shared their secrets 
on how to influence the sector. we 
are more inspired and equipped to 
pursue our truth in the workplace 
with bravery and authenticity. But 
what does this look like? and how 
did we do it? Graduating Fellows, 
nomxolisi malope-rwodzi 
and Jeanne BoDensTein, share 
two personal stories that might 
benefit others seeking to be brave 
and authentic in their workplaces. 

FroM The Fellows

nomxolisi Malope-rwodzi   
sMarTsTarT

“I feel very empowered. I feel stronger. I feel like even the most 
wicked of problems can be solved when ‘I’ becomes ‘we’, and when 
you are genuinely curious about life, people and their thoughts. I 
am very grateful that all of this came from the Fellowship.”
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vulnerable with me first, sharing her shortcomings and 

how she would like to have them pointed out to her by 

those around her. She helped facilitate a space where i 

could also be vulnerable. 

i don’t shy away from bringing myself to work now. i 

try and get into the arena with my ideas and hopes. 

i feel better placed to inspire, motivate, and extract 

greatness – all the leadership attributes i so desire. i 

feel empowered to lead change.

leaDinG wiTh CoUraGe reqUires vUlneraBiliTY

Jeanne’s story

We all know the quote from the Spider-Man movie: 

“With great power, comes great responsibility”. A leader 

is someone who has power and therefore needs to use 

it wisely; this includes the responsibility of keeping 

others safe. on the whole, we don’t like leaders who 

are perceived to be ‘weak’, because how will they 

mitigate the risks involved in leading organisations, 

corporations and campaigns? How will they protect us 

against unforeseen dangers?

I am an attorney by training and one of the first 

mantras i was taught, was ‘fake it till you make it’. 

Courtrooms are places where the person who shows 

the least weakness wins and i often recited this 

mantra during litigation. And yes, it does add to your 

courtroom success, but as soon as i began to lead a 

team, i realised this mantra does not hold. We want to 

be part of something real and true. i believe that we all 

want to work with people who make mistakes and who 

can admit that. one of my most liberating moments 

in the past few years was when i could share with my 

team that i had made a mistake and i didn’t know how 

to fix it. It took immense courage to be that vulnerable 

and to trust the team with that vulnerability. doing this 

enabled my team to do two things: firstly, it presented 

an opportunity for them to solve the challenge with 

me; secondly, it instilled trust. they now know that i will 

be honest with them, even if it is uncomfortable for me. 

in the end, leadership probably has less to do with 

power, and much more with the willingness to do what 

is uncomfortable and to create a space for others to do 

that, too.

“in the end, leadership probably 

has less to do with power, but much 

more with the willingness to do what 

is uncomfortable and to create a 

space for others to do that, too.”

Jeanne Bodenstein    
rape Crisis 

“We each have a story to tell about ourselves, and this 
emphasises the power of multiple narratives.”
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how to design a 
Fellowship programme: 
purpose, trust and 
curiosity

the dream for the dGMt Fellowship was to support 

the development of young talent in civil society in 

order to amplify the innovation, effectiveness, and 

impact of dGMt-funded organisations. But dGMt 

Ceo, dr david Harrison, was clear upfront that the 

programme needed to go beyond developing the talent 

of a few individuals – it needed to bring value to their 

organisations, and to the sector as a whole. then, like 

the skilful leader he is, he stepped back and trusted 

us completely to deliver on this. What followed was a 

learning journey that has been deeply inspiring. Here 

are three of the key insights we learned along the way.

ClariTY oF pUrpose anD TrUsT is FoUnDaTional

the tone of the Fellowship was set during the design 

phase, which evolved into an energetic and joyful

co-creation involving a mix of DGMT staff and external 

team members, including Cynthia Schweer Rayner (from 

the UCt Graduate School of Business) and Courtney 

Schoon (an independent education and systems 

consultant). But, at the start of the design phase, things 

were rocky. It took time to find a common vision and 

approach that led to a deeply trusting process of design. 

only once we had agreed on a clarity of purpose, were 

we able to create the specific outcomes and content for 

each immersion, which then emerged through further 

debate and by adapting and shaping different theories 

and frameworks for our context. 

in the same way that david trusted us, and that we 

in turn came to trust each other, we were also able 

to instil an attitude of trust in the Fellows. in learning 

reflections, many of them spoke of overcoming initial 

Designing a new programme is 
never a simple task. and when the 
programme you want to design 
is ambitious and represents a 
departure for the sector in which 
you operate – it can be even more 
complex. Carol-ann Foulis, 
CoUrTneY sChoon, CYnThia 
raYner, FeFeKaZi MavUso and 
JaneT JoBson of the DGMT 
design team describe what stood 
out for them during this process.

FroM The DesiGners

Zeenat hendricks 
rape Crisis

“An important realisation for me was that a collective understanding and
effort is better than a single person taking control. I found that – in times
of fear or anxiety – involving leaders and staff eased these feelings. 
Collaboration and integration worked very well.”
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it starts with 
listening and 

communicating 
well.
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scepticism and uncertainty by having experiences in 

the Fellowship that helped them to trust the process – 

and each other. 

in fact, one of the things that is notable about the 

programme is that the Fellows were open and honest 

about their challenges and failures. in civil society 

organisations there is often significant pressure to 

‘perform to’ the funders. But, despite the fact that the 

funder was literally in the room – both as facilitators 

and participants – the Fellows were able to have frank, 

meaningful discussions. this authenticity led to greater 

interaction and deeper learning for all. 

Purposefully setting up the Fellowship as a safe space 

and encouraging regular check-ins and check-outs, 

we believe played a role in achieving this openness. 

the selection of participants was also important. 

Applicants were chosen for their leadership potential; 

their drive, curiosity and desire to learn; and, 

importantly, their heart. Selecting the right mix of 

people helped to shape the experience for all. 

GeTTinG The BalanCe riGhT 

We tend to operate in a world of either/or’s. either you 

have the answers, or you don’t. either you plan or you 

don’t. We tried to find the balance on the continuum. 

For example, we were honest with participating 

organisations upfront about not having all the answers 

and wanting to co-create this journey with them, 

but this didn’t mean that we were undisciplined or 

disorganised in our approach. 

in contrast to a completely open-ended design 

process, we did some detailed preparation, we aimed 

at being clear in our communication, and we tried to 

ensure excellent logistics surrounding the delivery 

of each immersion. We felt this was an important 

foundation for allowing participants (and facilitators) to 

relax and focus on being fully present while engaging 

in new and often challenging, journey. this balance, it 

seems, created the right amount of tension to allow 

learning to flourish.

“we were honest with participating 

organisations upfront about not 

having all the answers and wanting 

to co-create this journey with them, 

but this didn’t mean that we were 

undisciplined or disorganised in our 

approach.”
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“in civil society organisations there 

is often huge pressure to ‘perform 

to’ the funders. But, despite the 

fact that the funder was literally 

in the room – both as facilitators 

and participants – Fellows were 

able to have frank, meaningful 

discussions. This authenticity led 

to greater interaction and deeper 

learning for all.”

Follow The qUesTions

each organisation came to the Fellowship with 

a question from their context. there was some 

expectation that by the end of the programme, 

the Fellows would have answered this question. 

But, of course, what happened is that in pulling 

apart, examining and working on the question, 

more questions emerged – leading to a deeper 

understanding of the issues that needed work. in 

essence, we discovered that refining the question is 

part of the process of answering it.

it is a lesson we will take forward. As we reach the end 

of this inaugural Fellowship, we might be tempted 

to conclude that we have answered most of our 

own questions about the design and process of the 

programme, but we would be wrong. our learning curve 

may have been steeper because this was the first 

Fellowship, but there are many more questions that 

remain to be explored. 

For instance, to what extent have we been able to 

take Fellows’ organisations on the journey with us? 

And who else needs to be in the room to effect long-

lasting change? While it is clear from the feedback 

that the programme provided a profound personal and 

professional experience for the Fellows, the full impact 

on their organisations has yet to be assessed. the 

larger question of how this programme can impact the 

sector and society also remains unexplored. 

We embrace these questions – and others – as we look 

back and prepare to move forward. if we have learned 

one thing this year, it is that keeping an open and 

curious mind is fundamental to the type of learning 

experience that we want to create, and to being able to 

keep innovating for that experience.

Mbuyisilo Yanta
aCTion volUnTeers aFriCa

“The Fellowship has helped me to understand myself better.”
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Dear sector leaders...

CLiCK here to ReAd tHe LetteR



DGMT Fellowship TeaM
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Annie Hanekom

david Harrison

iMMersion 2

Kate Blaine

Siphelele Chirwa

Food jams

Sonja Giese

Philippa namutebi Kabali-Kagwa

iMMersion 3

Belinda Blignaut

Siven Maslamoney

Lele Mehlomakulu

jayne Morgan

emma o’Shaughnessy

orli Setton

With huge thanks to all of the guest speakers, facilitators, and contributors who offered 
their time and expertise, and enriched the Fellowship experience for everyone.

thanks to Rothko, orli Setton and Penny Waterkeyn for assisting in the development of the publication.

DGMT is a South African foundation built on endowments from Douglas George Murray and 
his wife, Eleanor. DGMT is committed to developing South Africa’s potential through public 
innovation and strategic investment. Our goal for South Africa is a flourishing people, economy 
and society. Towards this end DGMT currently distributes about R160-million per year and 
leverages and manages a similar amount of funding through joint ventures with other investors.
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Dear Sector Leaders

As young, passionate people working in a challenging sector, we sometimes forget the importance of 

looking after ourselves.

It is well documented that millennials are independent thinkers, concerned with ethics and social 

responsibility more than just profit and success. As young people in the development sector, we live, 

work and breathe our passion; we truly believe we can change the world.

But this comes at a cost. Often, we don’t draw clear boundaries between work-life and home-life. 

And given that this sector is often unable to offer income security, and that we work on issues where 

violence and poverty are the norm, there are added layers of emotional and financial stress that we have 

to deal with.

Please can we work together to make self-care a priority in this sector. This could mean implementing 

burnout prevention policies in our organisations. It might mean providing us with access to a coach, 

a therapist or an internal supervisor to help us develop professionally and personally. As millennials, 

regular feedback and opportunities for self-development are crucial to our wellbeing.

Linked to this, we would like to work with you to foster a learning culture within our organisations that 

supports young emerging leaders and fuels our ability to be innovative. We find ourselves having to push 

back against institutions that lack transparency and accountability, where technocracy and bureaucracy 

are the order of the day. A culture that has learning at its heart, helps to break down intra- and inter-

hierarchical structures, and can create the space where contradictory views are held and heard. Being 

able to have meaningful conversations amongst ourselves and with others will go a long way towards 

humanising this complex and diverse world we are navigating.

The reality is that many people leave civil society before the age of 35 - sometimes with burnout, having 

received insufficient support from their organisation. Not only is this bad for the people affected, it is 

bad for the revolution, and bad for South Africa. If you want us to change the world, please help to keep 

us in the revolution.

Yours sincerely,

Jeanne, Xolilem, Naeemah and Ashley

12 December 2018


