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Some of our Da Vinci Colleagues Enjoying a ‘Winter Wonder-

land’ at Da Vinci House—during spring! 

December 2012 Newsletter 

       Dear Valued Students, Faculty, Associates and Friends 
 

It is impossible to fathom how we have, yet again, come to the end of     
another year, ever faster paced and more challenging than the previous 
but not as half as exciting as the anticipation of the New Year ahead. 
 

The second half of 2012 saw some positive operational changes at Da 
Vinci as well as strategic plans for 2013 and beyond being put into place, 
to     further enhance our student’s learning experience.  I invite you to 
peruse our year-end newsletter that provides a simple overview of just a 
few of the Da Vinci engagements that have transpired over the last 6 
months or so.   
 

We will also be introducing a more upbeat and regular newsletter and     
welcome any suggestions, comments and news that you might want to 
share with us  via email, which you can send to info@davinci.co.za 
 

I would like to take this opportunity of wishing you and your loved ones 
a blessed festive season and to consider your safety and that of others if   
travelling on our roads these holidays. 
 

On behalf of all your Da Vinci family, we look forward to welcoming you 
back in 2013. 
 

Prof Bennie Anderson 
Chief Executive Officer: The Da Vinci Institute 

Believe it or not, but we at Da Vinci also take       
a break over the festive season…. so that we 
can come back refreshed and ready to serve 
you, our valued students, clients , faculty and 
associates. 
 

Just  a reminder that our offices will be closed 
from the 17th of December to the 2nd of       
January 2013.   
 

Some of our team will be away for a further 
week but all in all, there will be colleagues to 
assist as of the 3rd of January, especially Da 
Vinci’s very own ‘Sunshine’ - our friendly          
receptionist Onicca - who will take your calls 
and as always with a smile in her voice, in the     
New Year. 

PLANS FOR THE NEW YEAR 
And speaking of the New Year… we have       
exciting projects in the pipeline.  The first will  
be a new refurbished Da Vinci House with    
larger classroom facilities.  Our contractors  
have already started knocking down walls      
and are expected to finish by the end               of 
January 2013 to make your learning         experi-
ence more comfortable. 
 

We will also be launching our own social media   
portals and you will soon be invited to follow us 
on ‘Twitter’ as well as befriending us on ‘Linked 
In’. This initiative will be championed by our 
newly appointed IT Manager as of January. 
 

Finally, we are in the process of having a well 
known franchise coffee shop fitted at Da Vinci 
House.  The coffee shop is expected to be up 
and running by mid 2013 and will provide all 
our students’ meals.  It will also offer a light 
menu for guests and staff who  need to ‘fill the 
gap’ or to simply enjoy that much needed 
‘cuppaccino’.   

Yes, Even We Go On Vacation 

Some of our Da Vinci Colleagues Enjoying a                

‘Winter Wonderland’ at Da Vinci House — during spring! 

“Happy 
Holidays”       
From Your 
Da Vinci 
Family 
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Africa is the home of many 
peoples, many tribes and 
many beliefs. Boon (1996) 
stated that there is, howev-
er, a vision of Africa, which is 
based on past nobility and 
tragedy. The decolonisation 
of Africa, of which the dis-
mantling of apartheid is a 

significant example, contributed to the awareness of the 
diversity of cultures on the African continent and in the 
rest of the world (Van der Merwe, 1996). 
 
Global consciousness is growing and people are becom-
ing increasingly aware of human rights and equality 
(Viljoen, 2009). The availability and exponential innova-
tion of technological solutions and globalisation are 
largely responsible for this shift. Cross border operations 
and multi-cultural organisations extending their footprint 
in Africa are faced with complex diversity dilemmas. An 
awareness of how different national cultures operate is 
one of the most important characteristics of effective 
global intelligence. 
 
Global intelligence is no new concept. Wechsler (1944), a 
psychologist that developed various intelligence tests 
still used sometimes today, defined intelligence more 
than sixty years ago as the global capacity of the individ-
ual to act purposefully, to think rationally and to deal 
effectively with his environment. For multi-cultural com-
panies it is critical to employ leaders that understand 
how to cope with the environmental demands and that 
have the skill to engage with people from different cul-
tures (Viljoen, 2009). 
 
Africa as a continent is severely neglected, and, although 
ad hoc interventions do happen periodically, it seems as 
if the rest of the world is intent on abandoning Africa to 
its fate. Besides the hunger and famine that the conti-
nent has to endure, there is also a critical shortage of 
knowledge, skill and technology (NEPAD, 2010). In order 
to survive in a world with scares resources a specific re-
silience and way of operating are needed.   
 
The challenges facing Africa are daunting. The impact of 
increased corporate activity in Africa can be seen as a 
new round of break-ins and thefts. According to Bond 
(2007: 39), “The burglar’s tools include exploitative debt 
and finance, capital flight, skewed donor relations, unfair 
trade, distorted investment, ecological exploitation and 
the brain drain”. He continued by adding that the unin-
tended consequence of all this is that Africa is the 
world’s region with the highest inequality.  

Africa Is Not For Sissies 
By Dr Rica Viljoen 

The African continent has the highest proportion of 
people living in extreme poverty and is not on target 
to meet any of the Millennium Development Goals 
which were agreed at the United Nations in 2000.  
 
Sociologists, anthropologists and academics that study 
national culture over the last fifty years documented 
the significant challenges that face the inhabitants of a 
world characteristic by having scares resources. Sauvy 
(1952) first called countries that share common char-
acteristics such as poverty, high birth rates and eco-
nomic dependence on the advanced countries, classi-
fied economically underdeveloped countries such as 
Africa, Asia and Latin America as “Third World”. 
 
Spiral dynamics as described by Graves (1978) and 
made operational in South Africa by individuals such as 
Loraine Laubscher explain that different people and 
groups of people ask different questions of existence 
that is linked to coping mechanisms in the brain. Every-
thing goes well and the status quo remains if a per-
son’s coping mechanisms can deal with the current 
question of existence of an individual, group or society. 
Laubscher (2011) explains that only crisis can create a 
situation where the individual unconsciously will start 
asking a different question of existence. 
 
Beck and Cowan (1996) stated that most of Africa, as 
part of the Third World, had suffered the consequenc-
es of European colonialism and had yet to experience 
the agrarian movement. They described an Africa still 
filled with superstitions, and clan and tribal conflicts 
and characterised by periods of social implosions and 
lawlessness.  Not must have changed over the last 
twenty years. Maybe Laubscher’s (2011) proposition 
that no change will happen without crisis holds true. 
 
Different colours were assigned by Beck, et al (1996) to 
categorise the different values systems described by 
Graves. Laubscher (2011) adapted this approach to 
explain dynamics in developing and under developed 
countries. She repositions the different value systems 
detailed initially by Graves (1978) as Human Niches.  
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A Human Niche is something at which humans excel. Due 
to the question of existence that people and groups of  
people unconsciously ask, a specific Human Niche or way of 
being crystallise. In figure 1 below, the Human Niches are 
described and integrated with the different colours        
assigned by Beck, et al (1996):  
 

Figure 1:  Human Niches (Laubscher, 2011) 
 

Laubscher (2011) agrees with Beck, et al (1996) that most 
African countries display characteristics of PUPRLE. In some 
cases RED are emerging. Other human niches are also   
visible but are only present in the minority. As most of  
Africa’s peoples ask a question that will lead to behaviour 
that protect the community, the family and the elders in 
the society, they excel at human relationships. The quest to 
make money or to improve the social fabric of society does 
not exists spontaneously (Viljoen, 2009). 
 

One can just listen to the stories of Africa to become aware 
of the wisdom that filters through in oral history and the 
narrative of PURPLE people. As one leader in Ghana ex-
plained when a younger team member rebelled against the 
General Manager of the company: 

 

“It is really silly to upset the crocodile if you want to cross 
the river” 

I agree with Boon (1996) who explained that a land with 

“strong cultures may survive and grow together with the 

increasing education of a proud people secure in the 

knowledge that they are the future mentors of the 

world” (Boon, 1996, np).  Maybe the world can find the 

key to leadership in Africa and the ways of its people. 

 

Harrison (1990) studied the reasons why certain African 

countries that had escaped third world conditions,  

namely, excessive authoritarian structures and stagnant 

economies, had survived. He found that countries which 

were prospering were characterised by the emergence of 

a Puritan-Confucian-Islamic type of work ethic, the      

existence of the values associated with individual initia-

tive, a stable society in terms of law and order, and     

respect for personal rights and property – thus awakened 

BLUE/ORANGE.  

 

As managers and leaders in organisation we have no 

choice but to invest in leadership development and    

management training to ensure that BLUE structures are 

developed in our people (Laubscher, 2011). By doing 

that, maybe we can escape the crisis promised by a           

transmission from PURPLE to READ and to BLUE. 

 

No system should ever be viewed from the perspective of 

the mental model of the leader, consultant or facilitator, 

but instead through inquiry and the sharing with the  

individual within the context of his/her climate; the 

group, organisation and/or societies. Leaders in           

multi-cultural environments should realise that            

employees from different nationalities will always       

manifest diverse mental models impacted by national 

cultural dynamics and that this will directly influence the 

way in which the systemic dynamics operate.  

 

Doing business in multi-cultural environments will always 

inquire cultural translation. Global intelligence is critical. 

Functioning in a word different than your own while  

managing people that ask different questions of exist-

ence than you, are indeed not easy. We need a special 

kind of leadership to cope with these complexities.  

 

Africa is really not for ‘sissies’. “’The time to build is upon us.  We have at last achieved our emancipation.                          
We pledge ourselves to liberate all our people from the continuing bondage of 

poverty,  deprivation, suffering and discrimination.  Let freedom reign.                                                  
The sun shall never set on so glorious a human achievement.  God bless Africa.” 

                                         - Nelson Mandela, 10 May 1994 

Colour Question of Existence that determine Human Niches 

Yellow How can I survive while the world survive? 

Green How can we sacrifice for the benefit of the world, and peace? 

Orange How can I conquer the material world and take calculated risks? 

Blue How can we sacrifice to prepare for the future? 

Red How can I get power? 

Purple 
How can we sacrifice for the benefit of the community / family / 
elders? 

Beige How do I survive? 
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Summer Graduation 2012 

MEET                                      
JEAN GRUNDLING                  

ACADEMIC DEVELOPMENT  
MANAGER 

Jean was recently appointed as the Academic Development Manager           
at The Da Vinci Institute. 

 

Jean has lectured at various academic institutions and currently does   
so at Da Vinci, on various areas of management.  Jean previously worked   

as a manager and consultant for PricewaterhouseCoopers and was part 
of the  People and Change Team.  She has considerable operational and   
strategic human resources experience in the private and public sector 
and has  consulting experience in a wide range of solutions, including: 

Learning Solutions with a specific focus on Leadership and Management      
Development Programmes; Communication and Change Management 

Solutions; and Research Solutions. 
 

Jean has a sound knowledge and understanding of the HR industry.                  
As a Board member, Jean actively participates in the South African             

Board  for People Practices (SABPP), a professional membership                   
body for HR practitioners in South Africa.   

 

We welcome Jean to our Da Vinci family and wish                                                 
her much success in further developing                                                                    

Da Vinci’s academic landscape. 

The Da Vinci Institute’s Summer Graduation was held 
at a formal gathering at the Bytes Technology Centre 
in Midrand on the 15th of November 2012. The  
graduation saw the highest number of PhD students 
ever graduate at one time. 
 

The event, took on almost a spiritual aura from the 
thought provoking speeches made at the event that 
was attended by over 300 guests.  Both addresses 
made by guest speaker Quintin Laljit and the Alumni 
President Claudia Cutelli, touched on aspects of a 
raised level of consciousness necessary for effective 
leadership today as in humanity’s survival. 
 

The graduation also lauded the Top Achievers who 
are recognised by The Da Vinci Institute for having 

distinguished themselves amongst their peers in     
the domains of Managing Innovation, Technology, 
People, Systems, Leadership Development, Problem 
Solving, Creative Thinking and Decision Making, and 
Self, Other and Social Contexts. The recipients of   
these prestigious awards, in their respective          
categories are as follows: 
 

CERTIFICATE NQF LEVEL 5: 
Moratiwa Jaabosigo: Management of People 
Francois Naude: Management of Innovation 
Jeremia Zulu: Management of Technology 
Thandeka Zulu: Problem Solving, Creative Thinking and 
Decision Making 
 

DIPLOMA NQF LEVEL 6: 
Melanie Beck: Management of People 
Steven Brown: Management of Innovation 
Amanda Hetherington: Management of Innovation 
Navi Naidoo: Managing the Systems Way 
Jayabalan Naidoo: Management of Technology and    
                                                   Managing the Systems Way 
MSc NQF LEVEL 8:  (new HEQF: NQF LEVEL 9) 
Ntombizanele Blouw:  Managing the Systems Way 
Cornelis Botha: Management of People 
Cristiaan Hechter: Management of Innovation 
Martin Smit: Management of Technology 
Phillipus Stander: Management of Technology, Problem 
Solving, Creative Thinking and Decision Making, Self,    
Other and Social Contexts 
 

PhD NQF LEVEL 8+: (new HEQF: NQF LEVEL 10) 
Louis de Klerk: Management of People and Managing the 
Systems Way 
 
We congratulate all our graduates on their remarkable 
achievements and wish them much prosperity in their 
careers going forward. 


