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his work is an integration of Prof Madei Mangori’s ideas, concepts and models with those of Dr Pitshou Moleka. It is a well researched work arising from   portions of our Doctor

of Philosophy (PhD) theses. We see the connection of our ideas theoretically and practically. We beautifully and convincingly argue for spiritual intelligence and management’s incorporation into the modern- day workplace. It makes sense because both leaders and followers are human and so issues of body, soul and spirit have to be addressed to enhance organisational effectiveness through unlocking the human potential, motivation, creativity and innovation in a multidimensional way. We address issues of leader and follower integrity in society and the modern workplace well e.g., issues of corruption, dishonesty, stealing etc and so the concepts are relevant to current problems in Africa. We also understand and see the connection between the Dr Pitshou Moleka five stage conversion model in that when a leader gets to stage five i.e., transformation they would need to do personal strategic planning and management addressing the whole person. In addition, they would need to also ensure that their organisation embarks on a strategic planning and management process that addresses both the individual and the organisation to get maximum efficiency and effectiveness. Consequently, the Botho Strategic leadership DHU Dimensions model will help them with the assistance of facilitation experts to go through that process to ensure transformation happens. We have used the model for over twenty-three years for the private sector, Non-Governmental Organisations, (NGOs,) Public sector i.e., Government ministries as well as parastatal bodies and it works. We have also used it for Churches. We have one charismatic Pentecostal church that we have taken through the model. We have also used it for international organisations as well as universities. So, we do have concepts that complement each other and most importantly that practically help individuals and various organisations to undergo change. This is our perception that you will come to also hold after reading this book. We have a total solution. We
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trategic leadership is a critical system of any organisation, community and country. Richard Lynch argues that corporate strategy is concerned with an organisation’s basic direction for

the future. The focus is on its purpose, ambition, resources and how it interacts with the world in which it operates. He argues further that every aspect of the organisation plays a role in this strategy. These he names as its people, finance, production methods, customers and environment. (Lynch, 2000).

He argues that corporate strategy can be described as an organisation’s sense of purpose. (Lynch, 2000). It certainly includes a sense of organisational purpose. On close examination, however, of the organisation’s corporate strategy it goes beyond a sense of purpose. A sense of purpose could be interpreted to mean a sense of its mission.

The search for appropriate corporate strategy development and implementation systems and models that take into account the African context, is crucial. Many scholars underline the fact that leadership concepts, techniques and systems developed are often Euro and East- centric. Euro centric in this context means they originate from the West i.e., Europe and USA. East centric denotes origins are from the East i.e., Asia e.g. Japan, South Korea, Taiwan, Hong Kong, Malaysia and other countries in the eastern part of the globe.

Consequently, it is postulated that the leadership concepts, techniques and systems may not work as intended if transferred to



[image: image]




Africa as they are. This is especially if they are not used properly. This might mean that the ideas are not adapted to the local environment. The reason is that they were birthed in a different cultural, social and economic milieu or environment. It cannot just be adoption as usual. Adaptation of leadership concepts, techniques and systems has to be a large part of the solution building in Africa.

Cultural differences, too, if not understood, could be significant barriers to the implementation and success of a business venture. This is because; one can only see what their cultural lenses allow them to see. It is postulated that all managers and employees only see what their cultural filters allow them to see. Professor Lovemore Mbigi argues that the clay material of management is subjectivity. He argues that management by its very nature is emotional, social, spiritual, political and rational. He argues that any approach to the study of management should reflect this complexity and diversity (Mbigi, 2010).

If leaders understand practical corporate strategy development and implementation, it will greatly enhance production and productivity. It also creates continuity as well renewal of organisations in Africa. This is amidst shifting and changing internal and external i.e., local, regional and global environmental conditions. This enhances effectiveness and efficiency of public and private organisations. This includes political and governmental systems. Creativity and innovation is enhanced. Consequently, the rest of society benefits.

Strategic leadership influence can be described as the dominant and overriding spirit of the organisation. According to Peter F Drucker as quoted by Mbigi in his book The Spirit of African Leadership, strategic leadership is important because “the spirit of the organisation is created from the top. If an organisation is great in its spirit, it is because the spirit of its top people is great. If it decays, it does so because the top rots.” (Mbigi, 2010).

When the top echelons of an organisation or country decay and indeed get rotten, inefficiency and ineffectiveness sets in. This is consistent with a Chinese saying that a fish rots from the head downwards. Strategic leadership influence normally emanates from the top of the organisation. It






inevitably, has to permeate to every level of the organisation. This is crucial for effectiveness and efficiency to be delivered internally and externally. Corporate strategy is a critical leadership system of an organisation. Sound leadership in an organisation seasons the organisational initiatives because everything rises and falls on the metaphoric shoulders of leadership in an organisation and indeed in a country.

The strategic leadership of the organisation fundamentally influences the organisation. The influence is vis-a-vis an envisaged direction. The path to follow for the organisation is defined. This helps the organisation as it feels its way into the unknown future. The defined path to follow is usually contained in the strategic plan. The defined path to follow must be consistent with organisational persuasions, adopted beliefs as well as the picture that strategic leadership have about the tomorrow of the organisation as well as their perceptions of what their perceptions of the organisational dynamics and its surrounding environment.

The organisational mandate and operating environment act as the springboard of the strategic planning process. Strategic direction when decided guides all decisions and actions that take place in an organisation after the strategic direction and path is defined. Flexibility is normally built into the plan. When one strategically plans, they do not hold the future constant. Flexibility in the implementation process becomes paramount and necessary.

If the strategic leadership creative and innovative processes are active in Africa, they will create value and wealth for Africa. This would enable one to study Afrocentric strategic leadership models and principles, for instance, in an American, European or Japanese setting and vice versa. This process will produce synergy of experience and ideas which will enrich further the body of global strategic leadership models and principles. These can be used in the process of transformation of inputs into finished goods and services thus enhancing value addition which creates wealth and advancement.

Unlocking the potentials, creativity and innovation of citizens or stakeholders should be the ultimate goal of nations, countries and organisations public and private. This creates the essence of growth and
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competitiveness in a society necessary to transform inputs into outputs and create the desired impact thus creating essential value addition that creates wealth. (Mangori, 2015). The rest of the chapter focuses on organisation and spirituality, two fundamental dualities, the Botho strategic leadership model and its associated models and theories.
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Organisations and spirituality
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There has been a shift in organisational conception and leadership. Poormimma Tapas and Shubhra Anand (2016) set a conceptual framework that shows this shift in organisations. For them, organisations are moving from ‘competition to cooperation’ and from ‘sympathy to empathy’. A self-empowered leadership has the cognitive skills of thinking, perception, analysis, synthesis, and reasoning (IQ), and also has the ability to understand the feelings and needs of oneself and others, to display self-control and self-condense. It is also able to use interpersonal skills to respond to others’ feelings and needs in appropriate ways (EQ). The emotionally intelligent manager or leader manages employees according to their needs and makes them realize their true and full potential.

High spiritual quotient (Intelligence) also is useful in terms of leading to happiness, peacefulness, high self-esteem and symphonic relationships. Deeper understanding of self, ability to maintain inner stability regardless of the situation, knowing the purpose of life, capability to control ego and connecting to the higher self are the highest virtues of human intelligence. It is commonly observed that talents of individuals get manifested through and due to nurturing and mentoring by leaders. When leaders target the hidden potential of employees, they perform at their best. A spiritually inclined leader can prove to be a ‘change agent’ for an organisation, making sensible and kind and yet effective decisions.

For Alvin Toffler (1980), the world experienced three great shifts. He calls these waves. In the first wave, there was a shift from a culture of hunter-gatherer to Neolithic revolution by invention of agriculture.





During this period the lords were dominant. They used physical strength for cultivating more spaces, more areas and the more one had territories the more one was powerful.

The Second Wave began in Western Europe with the Industrial Revolution and the steam engine occasioning mass production, mass consumption, mass media, mass recreation, mass entertainment, mass circulation of money, and weapons of mass destruction. This was with the discovery of the secret of atoms enabling the invention of atomic bomb and other mass destruction arms.

In the field of organisations, there was standardization, centralization, concentration, and synchronization summarized by the concept of bureaucracy. The Third Wave is the post-industrial society. Since 1950s, most countries have known a shift from a Second Wave society into a Third Wave society. He coined many words to describe it. He also mentions names invented by others, such as the Information Age. This is where the power is not physical strength like in the agrarian society, nor the money with mass society of industrial revolution, but the science, the knowledge and with the information. Knowledge is widely spread. This is due to access and the circulation of information through the internet.

Consequently, there was the rise of non-national and super- national powers, the eclipsing of monetary wealth by knowledge and information, the use of nanotechnology, a shift in perception of democracy, a direct interaction between the government and its population. Continuing the thesis of Toffler, Herman Bryant Maynard Jr and Susan Mehrtens (1996) create a fourth wave or revolution. This will include environmental concerns and spirituality.

With the limitation of materialism, leaders of organisations have started recognizing the importance of the value of a person as a whole rather than just skills for the job. People want to be aware of meaning in their lives. They want to bring a difference in the life of others. Work places are becoming more humane. Lives are often centered on asking the question ‘how’? Spiritual quotient (SQ) is all about asking the question ‘why’?

In the Spiritually-Based Organisation (SBO), Anselmo Ferreira Vasconcelos (2014) notes that capitalism economical system is the first
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cause of the dehumanization in the world. Workers are challenged to be perfect as machines, as robots without considering environmental threats, religious beliefs and values. Human beings are reduced to things. Capitalists are able to kill so that they gain money. War in the Eastern Congo was caused by the global trade of minerals such as coltan, a dense silicate needed in most of the electronic products in the

production of phones, computers...a reference to the digital age.

In the attempt to give a human visage to capitalism, social responsibility is proposed to be implemented. Corporate social responsibility is introduced to bring about change so that organisations are seen as social serving, not purely economic.

An SBO promotes an employee-friendly work environment,

creativity, innovation, personal and collective transformation, service orientation, high performance and so on. Its managerial decisions are inspired by the awareness in social, natural environment, and the larger society. In these organisations human beings are viewed as multipotential. Organisations moving from market consciousness to social and spiritual consciousness achieve better integration of ideals of efficiency, equity and equilibrium.




To summarize, SBOs should have the following characteristics:

•  Should meet the needs and satisfy societal wants, implement corporate social responsibility actions such as promote the well- being of stakeholders, doing good, behaving ethically, building strong reputation and so on.

•  Show internal marketing policies to value its employees, promoting work motivation and job satisfaction, enabling happiness in the workplace and getting employees trust... involvement, engagement, and commitment with organisational goals.

In the same vein, Louis Fray and Melissa Sadler (2012) established a milestone for setting a business model through spirituality, putting in correlation ethical leadership, social responsibility of the enterprise, searching the wellbeing for followers or employee, performance... without neglecting the profit.





An economic model conversion is required for more considerations of humanity, a new relationship between workers and capitalists. A country like DR Congo is in a capitalistic state system inherited from colonization. It requires the great work of sociologists, economists, political scientists, anthropologists, philosophers and other many other unmentioned scientists to conceive an economical model adapted to the Congolese ie how to implement capitalist system (capita: head i.e. individualism) in a society of “biso” (we)?

There are shifting perspectives of work. One of the first points which is important to develop, in order to have a spirituality and develop it in one’s activity as a leader is to start by having a new perspective on the notion of work. Long considered a commodity by economists, due to its value and in exchange for consecrated force, labour must also be seen differently.

Adam Smith advocated possessive self-interest as the general principle that gives a regulation to the actions of every human being and thought that it is not from the benevolence of the butcher, the brewer, or the baker, that we expect our dinner, but from their regard to their own self-interest. For him the work is the expression of the self, the ego, the quest of own interest.

Karl Marx rejected the notion that work was simply a means to material ends believing that work is an instrument to humanize nature for individual self-actualization and societal development. Both systems argue for immutable laws rooted in the inevitability of history and nature, in reality. They are all utopia. For Pope John Paul II, work is part of who we are and what we do. It touches all aspects of our lives. From his own perspective, American sociologist Robert Bellah argues that work is intrinsically interesting and valuable. It is one of the central requirements for a revitalized social ecology (McGhee, 2019).

Work is also a service, a vocation, a ministry instead of being just a profession or a job. It is a person in his or her entirety as mind, soul and body that participates in it, regardless of whether it is manual work
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