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The African Leadership Paradigm  
African needs to develop leaders show will be known less for what they say and more for what they 

deliver, less by their title and position and more by their expertise and competence; less by what 

they control and more by the mind-sets they develop and shape both by their personal integrity and 

for exceptional organisational abilities.  

African leadership is dominated by values which predispose people to behave and act in a certain 

way, they are deeper that feelings, opinions and attitudes. A paradigm means a set of assumptions, 

concepts, values and practices that constitute a way of viewing reality.  

Afrocentricity is about Africans putting Africa at the centre, anchoring themselves in their own 

continent; its history, traditions, cultures, mythology, creative motif and exemplifying the African 

collective will. It is theoretical and practical.  

In practical it entails authentic Africa-based behaviour, it is not racist or anti-anyone. It takes  pride 

in the African identity without denigrating others. Afrocentricity proposes that people of African 

descent or cultural orientation anchor their view and evaluation of the world within their own 

experiences.  

A constellation of values should characterise the African leadership paradigm: 

1. Valuing Humanity – it values humanity, essentially unconditionally, except for those who 

factor themselves out through extreme forms of barbaric behaviour. Its captured through 

expressions like: 

a. A human being finds human expression in human relationships with other humans (I 

am because you are, you are because we are) 

b. A person is a person regardless of structure or stature (all life is of equal value) 

2. Consultation as a value orientation – leadership processes rely heavily on consultation – 

especially where vexing problems need to be solved. Typically there is no voting, issues are 

deliberated upon until consensus is reached or sufficient consensus emerges. The king then 

sums up and gives direction, guided by the collective wisdom. 

3. Interdependence as a superior value to independence – The African proclivity tends to value 

interdependence over independence. 



4. Individualism versus collectivism and the African inclination – Even though heroes and 

heroines are adored, rabid individualism is abhorred. A leader who lives by the tenets of 

consultation and persuasion is preferred. Leadership collectivism that pursues group survival 

and defends group claims in upheld. This holds the leadership centre intact, enabling it to 

manage the conflicts that arise. 

Lessons from History: 

 

 

 

 

 



 

 

 

 

 



 

 

Authentic leadership 
Authentic leaders are leaders who: 

1. Know who they are and what they believe in 

2. Display transparency and consistency between their values, ethical reasoning and actions. 

3. Focus on developing positive psychological states such as confidence, optimism, hope and 

resilience within themselves and their associates. 

4. Are widely known and respected for their integrity. 

Authenticity is associated with the maxim “to thy own self be true”. The authenticity of the leaders is 

predicted on the authenticity of the person. The ability to behave authentically as a person is a 

necessary criterion for any leader hoping to be authentic. The leader that is authentic can achieve 

more than any other leaders – it is a leadership multipier.  

Authenticity is a self-referential state of being.it has to do with BEING one’s true self, of being self-

contained and does not require the presence of another. One is authentic because one has achieved 

authenticity and this state of being is the same if one is alone or in a crowd.  

Authenticity is not: 

1. Impression management – Inauthenticity is define as the determination of men to hide 

themselves not merely from others but from themselves. Behaviourally this is hiding one’s 

true thoughts, being phony, or saying what one thinks others want to hear, rather than what 

one really wants to say. However this is not be confused with impression management, 

behavioural manifestations, while similar, arise from different causes. 



2. Authenticity is not self-monitoring – a high self-monitor displaying different behaviours 

according to what is perceived to be appropriate for the situation, while low self-monitors 

are more apt to listen inward for guidance on how to behave in a situation. Several things 

differentiate authenticity from self-monitoring.  

Inauthenticity arises out of a sense of false self that is “socially implanted” against one’s will 

and is often reported by the person. A high self-monitoring person will strongly believe they 

are presenting their most appropriate self while the inauthentic person is aware that the 

self-presented is phony and may judge it to be a product of situational pressures.  

Authenticity develops in parallel to morality. Authenticity and morality are mutually reinforcing and 

the sense that one cannot be authentically immoral or antisocial. Such individuals are characterised 

by a highly developed meta-cognitive ability, a heightened sense of self-awareness, a strong sense of 

one’s core values and identity and an efficient self-regulatory system. Its antecedents (pasts) 

produce higher levels of ethical, individually considerate leadership.  

Impact of leaders who are authentic to the self.  

Authentic leaders positively impact the proximal outcomes of trust, predictability and the overall 

quality of leader-follower relations.  These positively moderate leader-led interventions and multiple 

the veritable effects of such interventions – this is the leadership multiplying effect. 

They positive influence a culture of authenticity directly. This is indirectly reinforced through the 

beneficial impact of veritable (actual) outcomes as perceived by followers. Both the culture and the 

veritable outcomes serve as self-verifying reinforcement for the leader to continue to be authentic 

and perpetuating the cycle.  

When followers are able to accurately infer that their leader is authentic their working relationship 

becomes more manageable.  

 



 

Emotional Intelligence 

 

 

 



 

 

 



 

 

 



 

 

 



 

 

 



 

 

 



 

 

The definition of leadership 
Leadership is an influence relationship among leaders and followers who intend real 
changes and outcomes that reflect their shared purposes. 

Key elements: influence, changes, purpose, followers and intentions. 

Defining leadership has been debated and is a complex and elusive problem which is mostly due to 

the fact that leadership itself is complex. The textbook defines leadership as “an influence 

relationship among leaders and followers who intend real changes and outcomes that reflect their 

shared purposes” 

Leadership occurs among people that intentionally desire significant changes and those changes 

reflect the purposes shared by both the leaders and the followers. The relationship among people is 

not passive and influence is multidirectional and not coercive. In most organizations influence is 

both from the superiors to the subordinates but also from the subordinates to the leaders. 

Leadership involves creating change and does not revolve around maintaining the status quo.  



The changes sought are not dictated by the leaders but reflect a purpose that is shared by leaders 

and followers. The change is also focused toward an outcome that both the leaders and followers 

want, such as a desired future or shared purpose that motivates them towards this more preferable 

outcome. This involves influencing others to come together for a shared vision and to bring about 

change towards a desirable future.  

Leadership is a people activity and is not an administrative type of work or planning activity. 

Leadership occurs among people and there must therefore be followers. Followers are an important 

part of leadership and all leaders are sometimes followers. Good leaders know how to follow and set 

a good example for others on how to follow. Intension means that the people involved, both the 

leaders and followers, are actively involved in the pursuit of changes and that each person takes 

personal responsibility to achieve the desired future or outcomes.  

The attributes required to be a leader are the same as those required to be a follower and leaders 

are in no way above others. For a follower to be effective they need to think for themselves and 

carry out assignments with energy and enthusiasm. They are committed to achieving something that 

is outside of their own self-interest, and they have enough courage to stand up for what they believe 

in. Effective leaders and effective followers can sometimes be the same people playing different 

roles. When leadership is at its best then leadership is shared among leaders and followers and 

everyone is engaged and accepting of higher levels of responsibility.   

There are 6 key elements of leadership: 

1. Influence –  

2. Intention 

3. Personal responsibility and integrity 

4. Change 

5. Shared purpose 

6. Followers 

 

The difference between leadership and management 
Management Leadership 

DEF: The attainment of organisational 
goals in an effective and efficient 
manner through planning, organising, 
staffing, directing and controlling 
organisational resources.  

DEF: Leadership is an influence 
relationship among leaders and 
followers who intend real changes and 
outcomes that reflect their shared 
purposes. 

At all hierarchical levels.  

Some managers are also good leaders and some people can develop qualities for 
effective leadership 

Both managers and leaders are essential in organisations and needed to lead high 
performance. Thus leadership cannot replace management and should be in 
addition to management.  

 

 Management Leadership 



Direction 
 

- Planning and budgeting 
- Keeping eye on the 

bottom line  
- Schedules for achieving 

specific sort term results 

 Creating a compelling 
vision (of the future) and 
strategy 

 Keeping eye on the horizon 
and long term future 

Alignment 
 

- Organizing a structure and 
staffing 

- Directing and controlling 
- Creating boundaries 
- Developing policies, 

procedures, systems to 
direct employees and 
monitor implementation 
plan 

 Creating shared culture 
and set of core values 

 Helping others grow  
 Reducing boundaries 
 Encourages people to 

expand their mind and 
abilities and assumes 
responsibility for their own 
actions 

Relationship 
 

- Focusing on objects - 
producing/ selling goods 
and services; machines 
and reports 

- Based on position power 
(has formal authority over 
subordinates, TB:331) 

- Acting as boss 

 Focusing on people - 
inspiring and motivating 
followers 

 Based on personal power 
(people become partners, 
influence and it leads to 
commitment) 

 Acting as coach, facilitator 
and servant 

Personal 
qualities 
 

- Emotional distance 
- Expert mind 
- Talking 
- Conformity 
- Insight into organisation 
- Provide answers and 

solving problems 

 Emotional connections 
(heart) 

 Open mind (mindfulness) 
 Listening (communication)  
 Nonconformity (courage) 
 Insight into self (character) 
 Personal qualities are hard 

to see but very powerful 
 Genuine caring and 

concern for others 
 Admits mistakes and 

doubts, to listen and to trust 

Outcomes 
 

- Maintain stability; creates 
culture of efficiency 

- Predictability  

 Creates change and a 
culture of integrity 

 Radical change 

Examples Recruiting the right staff has 
also been a challenge, 
especially when it came to 
black economic 
empowerment. 

 

“I think my skills include 
listening, letting people know 
their jobs and leading them 
without looking over their 
shoulders. I delegate; I give 
people the space to grow and 
learn, to make mistakes and 
take risks”, she says. Dr 
Mokone-Matabane is impatient 
with people who are “just 
getting by” and who don’t 



apply themselves, she adds. 
As someone who is passionate 
about her work, she wants to 
deal with people who have a 
dream and are prepared to 
strive for it. 
 
Some of the values that Dr 
Mokone-Matabane has tried to 
instil include diversity, an 
appreciation for differences in 
gender, race and culture, good 
communication, a hard-
working ethic, a strong 
customer service focus, space 
for debate and an excitement 
about learning and new 
opportunities.  
 
To facilitate the change in 
values and culture, the chief 
executive tries to boost internal 
communication with visits to 
Sentech’s nationwide sites as 
often as time allows. 
 
Dr Mokone-Matabane even 
finds time to get involved in 
coaching and mentoring.  
 
I realised that adverts in the 
papers didn’t work, so I had to 
convince 
the board to go out and 
headhunt. 

 

Servant Leadership 
 Moral leadership involves turning followers into leaders, and thus developing their potential 

rather than using a leadership position to control or limit people. 

 Servant leadership can best be understood by comparing it to the other approaches 

 Traditionally the idea was that the leader is in charge of subordinates and that the success of 

the organisation depends on the leaders control over followers. 

 In state 1 subordinates are passive and are not expected to think for themselves but simply 

do what they are told. 

 Stage 2 involves subordinates more actively in their work 

 Stage 3 is stewardship which represents a significant shift in mind set by moving 

responsibility and authority from leaders to followers 



 Servant leadership is the stage beyond stewardship where the leaders give up control and 

make a choice to serve employees. Along the continuum the focus of leaders shifts to 

followers. 

Servant leadership is leadership in which the leader transcends self-interests to serve the needs of 

others, to help others grow, and to provide opportunities for others to gain materially and 

emotionally. 

Greenleaf’s model has 4 basic precepts: 

1. Put service before self-interest – this means the organisation exists to provide meaningful 

work to the person as much as the person exists to perform work for the organisation. 

2. Listen first to affirm others – one of the servant leaders greatest gifts is to listen 

authentically. 

3. Inspire trust by being trustworthy – build trust by doing what you say you will do, being 

honest with others and focusing on the wellbeing of others. 

4. Nourish others and help them become whole – they care about followers and believe in the 

unique potential of each person to have a positive impact on the world. 

The top priority is service to employees, customers, shareholders, and the general public. Leadership 

flows out of the act of service because it enables other people to grow and become all they are 

capable of being.  

Transactional and transformational leadership 
Transformational Leadership 

This type of leadership is the ability to bring out significant change in both followers as well as in the 

organisation. They have the ability to lead changes to the vision, strategy and culture of the 

organisation and promote innovation in products and technology. Leaders benefit from the 

completion of tasks. This type of leadership promotes change within the organisation.  

Transactional Leadership 

This is the exchange process between leaders and followers and recognizes the needs and desires of 

followers and then clarifies how they will be satisfied in exchange for meeting specific objectives or 

performing certain duties. Followers receive rewards for job performance. They focus on the present 

and they excel at keeping the organisation running smoothly and efficiently which implies that they 

are good at planning and budgeting and generally focus on the impersonal aspects of job 

performance. This type of leadership promotes stability in the organisation.  

The organisation needs both types of leaders. Transactional leadership focuses on analysing and 

controlling specific transactions with followers making use of rules, directions, and incentives. 

Transformational leadership however focuses on intangible qualities such as vision, shared values, 

and ideas that lead to relationship building, and give meaning to activities as well as inspiring people 

to participate in the change process.  

Transformational leadership seems to have a positive impact on follower development, performance 

and organisational profitability. These skills can be learned as they are not ingrained personality 

characteristics.  

Transformational leaderships is different from transactional leadership in four areas: 



1. Transformational leadership paints a grand vision of a desired future and communicates this 

vision in a way that makes it seem like the pain of changing will be work the effort of doing 

so.  Creating a vision that is better than the previous vision and enlisting other people to 

contribute and to share the dream / vision is the most significant role of the 

transformational leader. It is this vision that causes people to take action and provides the 

basis for the other components of transformational leadership. Without the vision there 

cannot be any transformation.  

2. It inspires followers to go beyond their own self-interests and put the good of the group 

first. These type of leaders motivate followers to do more than originally expected and make 

them aware of the importance of change goals and outcomes and thus enable them to put 

aside their own interests for the greater good of the organisation as a whole.  

3. Transformational leadership elevates the concerns of followers from a lower-level to a 

higher-level psychological need. This means going from physical needs like safety and 

security to higher needs such as self-esteem and self-actualization. The lower level needs are 

met with adequate wages and safe working conditions. The transformational leader 

addresses the higher-level needs by paying attention to each followers need for growth and 

development. This can be done by setting the example, assigning tasks to meet immediate 

needs but also to elevate follower’s needs and abilities and link them to the organisations 

mission.  

4. Transformational leadership develops followers into leaders. These types of leaders try to 

bring out the best in followers, they rally people around the mission and vision, and they 

define the boundaries within which followers can operate with greater freedom to 

accomplish goals. They ensure followers help in identifying problems and help them to have 

a different perspective to cause productive change to reach the vision.  

Effective leaders shown signs of both transactional and transformational leadership.  

From the above I believe that Dr Mokone-Matabane shows more of the transformational leadership 

qualities. The case study mentions in many ways and places that Dr Mokone-Matabane was hired to 

change the organisation, to transform it to a competitive company with diversity. For this to happen 

the leader should have the qualities and characteristics of a transformational leader. She has created 

a grand vision of the organisation and she gives people room to grow and make mistakes.  

The case study also talks about values that she has tried to instil as well as trying to boost internal 

communication. The case study also discusses that she gets involved in mentoring and coaching 

which shows her helping the followers to self-actualisation and improvement of the culture.  

The case study doesn’t show any signs of her transactional leadership except that she delegates 

some tasks to the chief operating officer.  

The Big Five 
(Based on case study regarding Richard Brandson) 

Personality is the set of unseen characteristics & processes and processes that underlie a 
relatively stable pattern of behaviour in response to ideas, objects and persons in the 
environment. 
The Big Five model of personality describes the five distilled general or basic dimensions of 
personality. Each dimension contains a wide range of specific traits. These traits represent a 
continuum in that the person may have high, moderate or a low degree of each dimension. 
This section analyses Richard Branson’s personality using the Big Five personality 
dimensions. 



The Big Five personality dimensions are: 

1. Extraversion; 

2. Agreeableness; 

3. Conscientiousness; 

4. Emotional stability; and 

5. Openness to experience. 
 
Extraversion: 
Extraversion is made up of traits and characteristics that influence behaviour in group 
settings. A leader is extraverted when he/she is outgoing, sociable, talkative and comfortable 
meeting and talking to new employees. 
Introverts tend to be reserved, withdrawn, quiet and avoid being the focus of attention. 
I would score Richard Branson high on this dimension and would classify him as an extravert 
because he seems sociable, outgoing talkative and comfortable meeting and overall I would 
give Richard Branson a Five (5) on this dimension where 5 is a high rating. 
 
Agreeableness: 
Agreeableness refers to the degree to which a leader is able to get along with others by 
being: 

1. Good natured; 

2. Cooperative; 

3. Forgiving; 

4. Compassionate; and 

5. Understanding and trusting. 
A leader that scores high on agreeableness seems warm and approachable. A leader that 
scores low on this dimension may seem cold, distant and insensitive. I would score Richard 
Branson high on this dimension and would classify him as agreeable because he seems 
good natured, compassionate and understanding and trusting. 
 
Overall I would give Richard Branson a Four (4) on this dimension where 5 is the highest 
rating. 
 
Conscientious: 
Conscientiousness refers to the degree which the leader is 

1. Responsible; 

2. Dependable; 

3. Persistent; and 

4. Achievement orientated. 
A conscientious person is focussed on a few goals, which he/she pursues in a purposeful 
way. A less conscientious person tends to be easily distracted and impulsive. 
I would score Richard Branson high on this dimension and would classify him as 
conscientious because he seems to be a responsible, dependable and achievement 
orientated. 
Overall I would give Richard Branson a Five (5) on this dimension where 5 is the highest 
rating. 
 
Emotional stability 
Emotional stability refers to the degree to which a person is well adjusted, calm and secure. 
A person who is emotionally stable: 

1. Handles criticism well; 

2. Handles stress well; and 

3. Generally makes not mistakes of failures. 
Persons that are emotionally stable generally develop positive relationships and can also 
improve relationships among others. 



Persons with a low degree of emotional stability have lower self-confidence, may explode in 
emotional outbursts when stressed or criticised. 
I would score Richard Branson high on this dimension and would classify him as emotional 
stable because he seems secure, relaxed, calm, not stressed and not depressed. 
Overall I would give Richard Branson a Four (4) on this dimension where 5 is the highest 
rating. 
 
Openness to Experience: 
Openness to experience refers to the degree which a person has a broad range of interests. 
A person that is open to experience is intellectually curious and seeks out experiences 
through travel, the arts and reading widely. 
Persons that are not open to experience are conventional, find comfort in the familiar, 
contend with the status quo and have narrower interests and still tied to the tried and tested 
ways of doing things. 
I would score Richard Branson high on this dimension and would classify him as open to 
experience because he seems intellectually curious, innovative and creative. 
Overall I would give Richard Branson a Four (4) on this dimension where 5 is the highest 
rating 


