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What is your talent?
S
Creating Leaders

Talent ... What a wonderful concept! The human
being is blessed with talent. Do we, as human
beings, also undergo metamorphosis like the
butterfly with its impressive process from egg to
larvae (caterpillar), to pupa (the cocoon) and its
emergence from the cocoon as a stunning butterfly?
The butterfly, therefore, undergoes a powerful
transformation. The butterfly has the courage to
leave the safety of the cocoon in a completely new
form!
Do we accept change by taking the opportunities
that are presented in life? Opportunities that
encourage us to walk through the doors opened for
us and to undergo a change and transition that will
result in personal growth and happiness. Without
developing our talent, this process is not possible.
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What do you value in you as a person? What are your
best qualities and what do you do with the things
you value? Are you performing in your strongest
areas? Are you willing and do you have the energy,
the passion and the attitude to change - to become
part of an interactive process in making the best of
your talents?
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Talent Management - Business Breakfast
Professor Lidewey van der Sluis presented a
talk on How to become a builder of talent. Start with
”Why?” at a business breakfast hosted by Southern
Business School at Mount Usumbara on 6 March.
Professor Doctor Lidewey van der Sluis (PhD),
a distinguished professor of Strategic Talent
Management and a prominent thought-leader in
Organisational Leadership at Nyenrode Business
University in the Netherlands, brought a fresh and
economic view to traditional Human Resources
topics and to social and psychological dimensions
of labour relations.
Bringing to bear her knowledge and experience of
economics (EconDrs, University of Amsterdam),
management (PhD, Erasmus University Rotterdam
and London Business School) and leadership (VU
University Amsterdam), she scrutinised the interface
between work relationships, business economics,
and talent management.
She works internationally as a keynote speaker,
boardroom advisor and leading expert on talent

management, organisational design/leadership
and strategic human resource management.
She said one should not only work for an
organisation, but also work with the organisation.
She shared with the 76-person audience, “Create
Happy Mondays at work and live up to LoListics,
which is the level of love. The higher the LoListics
is between the organisation and its employees,
the more value is created in the workplace.
Learn from each other, help each other and serve
each other. Be passionate about your work!”
Professor van der Sluis has more than 200
publications to her name, including several books,
such as Competing for talent (2008), Haakse
hakken (2012), Talent is good, ambition is better
(2012), Traces of talent (2014) and The selection
process (2017) and many articles in leading
national and international journals.
Image below from left to right: Prof N Schutte (SBS),
Ms W Nelson (MEC Tourism North-West Prov), Prof L van
der Sluis (Nyenrode Univ) and Prof N Barkhuizen (SBS).
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Talent Management in Southern Africa
Unlocking the Blackbox of Workplace Talent:
Fables, Facts and Future
By Professor N Barkhuizen and Professor N Schutte

Talent management has gained a great
deal of interest over the past three decades
as a method to attract and retain key and
competent employees for sustainable and
competitive organisations. Estimates show
that talented employees are eight times more
productive than average workers. Moreover,
organisations who apply talent management
practices effectively, are almost 90% more
likely to hire the best people, have 50% less
turnover among high performers and have a
160% greater ability to develop great leaders.
Yet, despite all these positive estimates,
more than 70% of organisations globally are
struggling to implement talent management,
while on average about 60% of South African
organisations are not yet ready to apply
workforce talent management practices.
We cannot really blame them as the field and
practice of talent management are still vague
and exposed to intense scrutiny because of
its “popular” origins. This however allows for
exciting opportunities to explore talent and
talent management and come up with
practical solutions to apply talent
management principles and standards more
effectively in the workplace.

We define talent as those individuals who
possess smart and intelligent skills and
capabilities that can make a significant
contribution to an organisation’s bottomline.
In the new world of work, managers recognise
the need to create an understanding about the
relevance of an intelligent talented workforce
to achieve both stability and change within a
societal context. Talent intelligent people are
rewarded because they are adaptable to
multiple environments.
Why should we care about talent and talent
management?
Our research show that talent management
practices, when effectively applied, yield
significant benefits for individuals,
organisations and the broader society. From
an individual perspective talent management
has a significant impact on individual
outcomes such as psychological contracts,
work engagement, motivation, burnout,
happiness and meaningfulness, job
satisfaction, career and life satisfaction,
dispositional employability, locus of control
and hope. The table below shows the talent
management practices that have the most
profound impact on positive work related
outcomes.

In this article we provide a snapshot of some
of the current trends in talent management in
southern Africa. We aim to deconstruct the
applicability of talent in the workplace,
explore some of the most prominent
individual and organisational outcomes of
talent management in the workplace and
present a model to maintain a happy talented
workforce in the workplace. We conclude this
article with some “talent take-aways” to
assist talent managers and practitioners to
become more talent savvy in the workplace.
Deconstructing the concept of workplace
talent: A talent intelligence approach
A great deal has been written about the
applicability of the concept of talent in the
workplace. In many cases, when we ask
people about how they view ‘talent’, the first
thing that comes to mind is that talent is a
celebrity thing or reserved for sport stars.
Others advocate that talent is overrated and
that people do not necessarily need to be
talented to be good at work – it is all about
hard work.
We take another viewpoint on this – talent
starts with a gift that needs to be nurtured
and recognised. Whether a person has been
endowed with one, three or five talents, talent
starts from the premise that one must have a
natural ability in at least some area. Having
said this – talent only is not enough – we
need to nurture and develop this talent for it
to excel.

Keeping talent happy in the workplace
This model consists of four quadrants and
incorporates the dimensions of individual
talent performance, organisational
performance and individual happiness.
The Talent-Happiness-Performance Model

(Barkhuizen, N. 2018)

Quadrant 1: Low Employee Happiness,
Low Individual Performance,
Low Organisational Performance

For the organisation, effective talent
management practices can result in enhanced
service quality, productive organisational
energy, improved performance, lower labour
turnover, organisational energy,
organisational satisfaction, organisational
commitment and employee value proposition.
A current trend among the talent management
fraternity is caring about the well-being of our
talent. We developed a model to determine
the dynamic interplay between individual
talent performance, individual talent
happiness and organisational performance.

This is typically a situation of a talented
individual who is caught up in a low
performing organisation that is not allowing
him/her to be creative or innovative in the
workplace and to make a meaningful
contribution. The person might not have the
personal coping resources, resilience or
support and as a result his/her level of
performance declines. This is a devastating
situation for a person who is used to be a top
performer but the workplace is not conducive
or welcoming of high performers. Such
individuals might end up experiencing high
levels of physical and psychological health
problems and eventually leave the
organisation.
Quadrant 2: High Happiness, Low Individual
Performance, High Performance Organisation
This is a typical example of some dead-wood
in the organisation that does not really care
about performing. This individual will do the
minimum and will be happy as long as no one
is looking over his/her shoulder. Dead-wood
employees were once productive, but over
time they worked less and generally found
reasons not to complete assigned tasks.
Continued on page 4
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Managing talent creates positive change
They are also de-energisers who can bring
down the morale of those around them.
Talent leaders therefore need to look for
interventions to address the causes of poor
performance among these individuals as they
might still be able to make a contribution to
the organisation.
Quadrant 3: Low Happiness, High Individual
Performance, Low Performance Organisation
This is a situation where a lot of talented
people find themselves in. This person will
walk the extra mile even though the
workplace make it difficult for them to
perform. These employees are extremely
loyal and committed towards their
organisation but may experience emotions
such as:
“I care about my job, but I am not inspired.”
“I am drowning in shallow water.”
“I am doing the impossible for the ungrateful.”
Organisational leadership need to take
cognisance of this situation as they are at
risk of losing top performers. This situation
is also called talent over reliance –
organisations are used to these individuals
as performers and do not really pay attention
to their needs as they will keep on
performing. Eventually talented individuals in
this space will become demoralised,
disengaged from their jobs that they were
performing so well and leave the
organisation.
Quadrant 4: High Individual Happiness, High
Individual Performance, High Performance
Organisation
In theory this would be the ideal situation for
a talented individual. The organisation has a
healthy workplace culture that embraces
talent and talent performance. Talent
strategies, policies and resources are in
place that will allow talented individuals to
perform optimally. This situation also comes
with a risk. The question remains – how long
is this talent performance sustainable? This
quadrant can include workaholics, the typical
Personality A players that thrive on
performance and are unable to maintain a
healthy work-life balance. Organisations need
to create healthy work-life boundaries and
reward systems whereby talented individuals
can perform without overextending their
personal resources and still make a valuable
contribution to the workplace.
Talent Take-aways – Where to next?
Based on extensive research, we identified,
amongst others, some fundamental
principles that organisations can follow to
facilitate an effective talent management
environment, which are the following:
The leadership talent mindset: Successful
talent management starts with the leadership
mindset. Leaders should realise that talented
people are valuable to the organisation and
can contribute to its success.

Talent leaders are paramount in the
unleashing of passion, commitment and
performance to enable talent to contribute to
the organisation’s vision, mission and
business goals.
Creating the talent culture: No talent
management practice can succeed without an
organisational culture that acknowledges and
supports talent in the workplace. A beneficial
talented culture is one that has its talent
strategy fitting in with its business strategy
and creates a favourable environment that
not only rewards talent but also allows them
to flourish and grow. Organisations need to
be mature and ready to manage talent across
all generations in the workplace.
Organisational leaders need to determine the
underlying values and principles that they
attach to talent in the workplace.
Talent value proposition: The talent value
proposition has important determinants for
attracting future talent and retain current
talent. Organisations need to focus on what
differentiates them from one another in terms
of the talent promises they make to current
and future talent.
Talent as a brand: Talented individuals need
to constantly reinvent themselves to remain
attractive future and current hires for
organisations. Talented individuals therefore
need to develop a talent brand for themselves
that will showcase their unique skills and
capabilities to prospective employers.
Professionalise talent and recognise talent
management as an occupation: A great deal
of attention has been devoted by the South
African Board for People Practices (SABPP)
to professionalise the talent function within
organisations. Yet, talent management
remains the least effective practice in many
South African organisations. Organisations
should therefore focus on creating
designated talent management departments
and recognised talent managers/practitioners
as strategic role players that can serve the
unique needs of talented individuals.
Recruit talent in line with their life purpose:
We are used to attract talent based on their
knowledge, skills, competence and
experience. The rapid changing work
environment taught us that organisations are
more likely to attract, develop and retain
talented employee when their jobs are in line
with their life purpose.
Talent legal compliance: Our research
continues to point out various discrepancies
in talent management practices. Gender and
age discrimination prevails, whilst talent
management practices are poorly applied to
those who exceed the legislative allowed
hours per work week. Compliance with
occupational health and safety legislation
appears to be last on the list of priorities and
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can result in significant human capital risks
relating to accidents, ill-health and high
turnover. Incidences of talent workplace
bullying and victimisation are escalating in
the absence of preventive measures and
policies. Organisations are therefore
encouraged to revisit and implement
appropriate measures to prevent or mitigate
human capital risks resulting from
non-compliance with legislative practices.
Dare to care about talented employees:
Some recent trends to emerge show that
organisations are moving back to healthy
work-relationships as a key performance
indicator instead of focusing only on profits
and service delivery. This then leads to the
inclusion of the social factors, such as
well-being, work identity and inclusivity.
As a result a new occupation is emerging,
namely the Chief Happiness Officer who is
tasked to create a work environment whereby
talented people are able to perform to the
best of their ability. In 2017 the automaker
Daimler made headlines when they offered
their staff software that auto-deletes
employee e-mails while they are on vacation.
Similarly Volkswagen, in collaboration with
its union, sets its servers to stop mobile
email service to some workers from 30
minutes after quitting time until 30 minutes
before starting time.
Talent return on investment: A great deal of
our research shows that organisations are
not applying talent metrics and talent return
on investment statistics yet. This presents
some challenges in terms of the demand and
forecasting of current and future talent needs
for organisations. Moreover we also need to
determine the return on investment for
training interventions. Too many times
employees participate in training of which
we do not know the value of.
In pursuit of digital intelligence:
The ongoing digitisation of the business
world is changing the work we do and how
we do it meaningfully. Accordingly robotics,
algorithms and artificial intelligence are
creating new job roles and descriptions that
did not exist before. Current and future talent
need to be educated in various domains of
digital intelligence, such as digital
awareness, digital capacity, digital expertise
and digital leadership.
In conclusion, talent management is an
exciting field that holds a lot of promise to
organisations that are serious about
sustainability, profitability and
competitiveness. However, with talent
management also comes responsibility.
We need to educate ourselves on how to
manage talented individuals more effectively
in the workplace.

Traffic Subjects

Celebrations of Excellence!

The School: Safety in Society had a successful
meeting with relevant stakeholders in the Traffic
environment to review specifically the traffic
subjects within the Bachelor of Policing Practice
degree. The meeting was part of a curriculum review
process to ensure that the study material stay
relevant and meets the need of industry.

Congratulations
Diplomandi
and
Graduandi You inspire us!

The meeting identified relevant themes for the
different subjects. A second workshop will take
place to develop the learning outcomes based on
the new themes and the study material will be
reviewed accordingly. (Smit, J. 2019)

Stakeholders in the Traffic environment met @ SBS.

Father “sashes”
Daugther

Creativity and Innovation
Skills Workshop

Professor Jacob Mofokeng had the honour to sash
his daughter, Ms Lerato Mofokeng, who graduated in
April with the Advanced Diploma in Management.
Professor Mofokeng is assisting Southern Business
School with the supervision of the postgraduate
students in Management and Policing.
Lerato says her learning experience with Southern
Business School was a smooth yet challenging
experience; one that required her to be disciplined
and work hard to achieve her desired result of
graduating.
As her first time studying through distance learning,
her obstacle was how to manage time with regard to
studying and completing assignments.
She says the lecturers were very consistent with
how they answered emails of any questions she had
and appropriate feedback was always given.
She would recommend Southern Business School
to others because of the quality of how staff and
lecturers interact with students and potential
students.

Professor Jacob Mofokeng and and his daugther,
Ms Lerato Mofokeng at her graduation
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The Centre for Management and
Leadership Development (CMLD)
in collaboration with Intelligent Africa
(IA), presented a workshop in Creativity
and Innovation Skills for the Innovation
Hub. Participants had to use their
creative and innovative thinking in
competing to build the highest tower
with spaghetti. Professor Nicolene
Barkhuizen and Professor Nico Schutte
facilitated this interesting workshop.

Study Week

- “It was excellent, thank you!” Student Anon

Community Engagement

Wildeklawer 2019 Schools Rugby
Monument High vs Boland Landbou

Images: Jorina Raath

Paarl Boys High vs Glenwood
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Lifelong Learning
Live your dream and connect the dots of your lifelong learning journey.
Lifelong learning is the combination of processes
throughout a lifetime whereby the whole person - body
(genetic, physical and biological) and mind (knowledge,
skills, attitudes, values, emotions, beliefs and senses) experiences social situations, the perceived content of
which is then transformed cognitively, emotively or
practically (or through any combination) and integrated
into the individual person’s biography resulting in a
continually changing (or more experienced) person
(Jarvis, 2006:134).
Two of our alumni, Ms Lufuno Matodzi and Mr Sam
Nkadimeng, and one of our supervisors and markers,
Dr Freddy Hlungwani are excellent examples of living
your dreams and connecting the dots in your life
through lifelong learning.
Ms Lufuno Matodzi’s lifelong learning journey
“During 2009 I was eager to study, but I was not sure
for which qualification to enrol. While I was reading a
newspaper, I saw a qualification that was offered by
Southern Business School, namely the Bachelor of
Policing Practice. I then made up my mind that I am
going to study for this degree as I really had the desire
to study. I started the Bachelor of Policing Practice
(BPP) in January 2010.
After I graduated, I enrolled for the Diploma in
Management, which I obtained in 2014. After the
excitement of graduation and motivated by seeing
older people graduating, I felt that I had to study again.
I obtained the Bachelor of Policing Practice Honours
(BPP Honours), cum laude, in 2016. By now, reading
and studying became a hobby to me and in April 2019
the Master of Policing Practice degree was conferred
upon me.
When I started studying, the idea was to study for
promotion at work, but I soon realised that through
study one acquires knowledge that helps you on a daily
basis. During my studies, I noticed that when I told my
kids or siblings not to disturb me as I am doing my
school work, that this led to us competing and it really
motivated me when I realised that I am helping my
relatives to see the importance of studying.
While I was doing my BPP and BPP Honours, I
researched topics that had a direct bearing on my job,
which helped me a lot to understand my job fully. I
started to enjoy my job and excelled in my daily duties.
I then realised that studying is not only for promotion;
it is also mind-opening.
I became more motivated to study as it helped me to
apply time management to my daily duties. Through my
studies I also started to interact with different people
around the country.
I am currently employed at the South African Police
Service as an investigating officer in the Thohoyandou
Vehicle Identification Unit.
During my first semester in 2010, I was working in an
isolated area where it was a challenge to interact with
other students because of network problems. While I
attended a study week, I met Mr Leonard Holtshausen
(IT Manager) whom I told about my problems to use a
cellphone when Googling. Without hesitation he

showed me how to do it. I also received friendly service
from Ms Pamela Makoanyane who also understood
where I came from. If I called requesting any of the
services the Business School provides, she did not
hesitate to provide it immediately while I was still on
the phone and made sure that I really received the
correct information as requested.
During my first semester in 2010, I experienced a lot of
challenges and at one stage I even wanted to quit
studying. But God sent me a lady by the name of
Ms Netshia Dovhani who helped me to organise my
studies and guided me how to cope with distance
education and I regard her as my mentor. I also regard
Mr Nemahunguni David as my mentor. We started out
studying together during 2012, because whenever I did
not understand what I was studying, I rushed to him.
There is a saying that “The will of God will never take
you where the grace of God will not protect you”. This
simply means that there is no challenge that one
cannot overcome. One has to seek for assistance and
advice when you do not understand and you have to
interact with other students, the facilitator or
instructor. Forming study groups helps a lot as
students tend to share their understanding of the
subject. Making use of all the available resources
provided makes the work easy and simple. Never react
to criticism as it will drag you down - stay focused and
you will achieve your goal.
I would highly recommend Southern Business School to
anyone I know. I experienced its efficiency and saw the
importance of studies. Southern Business School is
successfully creating future managers. The knowledge
that is being passed on by Southern Business School to
the student is what is really needed in our developing
country and by all managers of organisations.”

experience challenges with their studies. Southern
Business School should use lifelong learners like
myself to support current students, because distance
education is not for everyone. This can be done in the
form of tutoring and motivation.
I have recommended Southern Business School to
some friends and members of my family as the
Business School offers quality in the most affordable
and convenient manner.”
Sources:
Jarvis, P. 2006. Towards a comprehensive theory of human
learning. London: Routledge.
Matodzi, L. Email: 29 April 2019.
Nkadimeng, S. Email: 30 April 2019.

Ms Lufuno Matodzi (top) and Mr Sam Nkadibeng (bottom)
living their dreams through
lifelong learning.

Mr Sam Nkadimeng’s lifelong learning journey
“My journey with Southern Business School started way
back in 2008. When I obtained a Diploma in
Management is when I gained momentum to study
further. I then went on and obtained the Bachelor of
Business Administration degree and thereafter the
Bachelor of Business Administration Honours degree.
The Master of Management was conferred upon me in
2016; all at Southern Business School. I am currently
enrolled for Bachelor of Commerce in Law - also at
Southern Business School.
Before studying at Southern Business School,
I obtained a BSc degree (Physics and Chemistry) and a
BSc Honours (Physics) at the University of the North.
I also hold a post-graduate Diploma in Engineering
from the University of Stellenbosch.
I was motivated to study further by nothing other than
my passion and willingness to become multi-skilled. It
became a hobby - I do not see myself without books.
With my lifelong learning journey I can go anywhere.
I am now multi-skilled in terms of my career and
various interests. Currently I am working for the
Department of Education as an educator.
I encourage students to work in groups, because as
they say “No man is an island”, especially if they
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Dr Freddy Hlungwani completed his DLitt in Police Science
and graduated in March 2019.

Staff News - Welcome to the SBS team!
Professor Nicolene Barkhuizen is a Full Professor and Dean of Research at
Southern Business School. She holds the following qualifications: BCom Human
Resource Management (cum laude), BCom Hons Labour Relations (cum laude),
MCom Industrial Psychology (cum laude), PhD Industrial Psychology and a
Certificate in Global Remuneration Management (with distinction). Her academic
and industry career spans over a period of more than 15 years, during which she
occupied various leadership roles, such as Head of Department, Faculty Research
Director, Director of a Research Unit and Dean of Research.
Professor Barkhuizen is widely regarded as the leading author in talent
management research in southern Africa. Her research
interest resulted in more than 200 scientific publications,
including research articles, conference proceedings, books
and chapters in textbooks. To date she presented more
than 150 peer reviewed conference papers and acted as
keynote speaker at various conferences.

Professor Nico Schutte is a Full Professor and Deputy Dean of Research at
Southern Business School. He started his full-time employment at this
institution on 1 February 2019. Professor Schutte has two PhDs to his name. His
first PhD is in the field of Public Administration where he developed a strategic
leadership model for government leaders. He won the Best Conference Paper
Award for a presentation based on this study. His second PhD is in Industrial
Psychology where he developed a Human Resource Management (HRM)
competency model for the advancement of the professionalisation of the HRM
field in South Africa. This model was the first empirically validated competency
model for Human Resource (HR) practitioners in South Africa. For this study, he
won a national award from the South African Board of People Practices (SABPP)
for the best PhD and publication in the field of Human Resource Management.
His research outputs include the following: 40 peer reviewed scientific journal
articles, 30 peer reviewed conference proceeding articles and 55 peer reviewed
conference proceeding presentations. In 2016 he was voted by the Faculty of
Commerce and Administration of the North-West University as their Senior
Researcher of the Year.

Professor Barkhuizen received various research accolades
during her career, such as Faculty Junior and Senior
Researcher of the year for several years and most
productive research supervisor at previous employers.

Professor Schutte is also enthusiastically involved in the broader research
community and served as the President of the Human Resource Academy Board
for the SABPP during 2015. He also served on the editorial boards of various
local and international scientific research journals. He is also affiliated to
various professional associations, including the SABPP as Master Practitioner,
the South African Association of Public Administration and Management
(SAAPAM) and the Golden Key National Honour Society. He was instrumental in
the development of the Academy for the SABPP.

In 2018 she received the prestigious award from the
Department of Science and Technology as Best Young
Women Scientist in Social Sciences and Humanities in
South Africa. She received this award in recognition for her
innovative approach towards talent management and acquisition.
Her research unit, Global Innovative Forefront Talent (GIFT), was the
first of its kind in Africa that provided innovative talent management
solutions and technologies to enhance the competitiveness of
organisations. She received three more awards in 2018 from the South
African Board of People Practices (SABPP) as the best Human
Resource (HR) Standards Academic in South Africa, the publication of
the best HR research paper in South Africa and the best HR
consulting/CPD product and service in South Africa. Professor
Barkhuizen was also the supervisor of the youngest female PhD
graduate in Africa in 2017, who is recognised as one of the Top 100
Young Talent on the African continent for 2018.

Associates see Professor Schutte as a cutting-edge visionary
entrepreneur with extensive experience in leading a full spectrum of
business operations within diverse industries and environments. He is
highly regarded by business partners, clients and executive teams as a
key advisor, creative problem solver, skilled leader and astute process
and business analyst. He succesfully benchmarked pace-setting results
across key performance metrics (sales, revenue, income, quality,
production and service). His track record includes leading strategic
initiatives to catapult per annum revenue by healthy bottom line growth,
penetrate overseas markets, Fortune 500 accounts and capture
multi-million pound blue chip ventures.

Professor Barkhuizen continues to create development opportunities
to achieve her main passion in life: To empower the talent of southern
Africa.

Professor Schutte is looking forward towards expanding the field of
digital learning in higher education institutions.

New staff members already delivering excellent customer service ...

Susan Basson - Administration

Dineo Maswanganyi - Administration

Bradley Erasmus - Dispatch

Laura Artman - Examinations

Trauma and General Counselling
Southern Business School students have access to a trained trauma counsellor and general counsellor.
Students or alumni who wish to talk to a trauma counsellor can contact Ms Jeanette Smit
on a Tuesday from 09:00 - 11:00 on +27 (0) 11 662 1444
Students may contact Rev Maurice Malapane on +27 (0) 74 621 0435 for counselling
on issues which may hinder their academic progress.
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