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leaders to live out their values
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ABOUT ELOLEAD

W H A T  W E  A R E  A B O U T
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ORGANISATIONS TRANSFORM THROUGH HUMAN
DEVELOPMENT

UNCAPPING HUMAN POTENTIAL

VALUES

PARADIGM

WHO AM I

WHO ARE WE

ALIGNMENT

ADOPTING

UNLEASHING

EMBRACING
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Elolead Institute is a research and training organisation that was founded with the sole
mandate of uncapping human potential. Elolead works with companies, organisations,
government departments, executives, leaders and entrepreneurs to develop capacity,
manage change, streamline operations and to harmonise personal tasks.

This is achieved through assessments,   intervention programs, turnaround strategies
and other methodologies. The consultants have a combined   years of experience and
numerous testimonials of transformed companies, optimised operations and changed
lives. Content and material shared is applicable in companies, institutions, schools,
organisations and government departments.
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ORGANISATIONAL CULTURE
B A C K G R O U N D

WHAT IS CULTURE?

Culture is the term we use to describe the way of being of a group of people who share a common

heritage or a common identity.   The culture of a group of people is a reflection of the values and beliefs

of the current leaders and the institutional legacy of the values of past leaders, that are embedded in the

structures, policies, systems, procedures and incentives of the group.

The culture of an organisation defines who you are and what you stand for.  Vibrant cultures are values-

driven, mission-focused and vision-guided. They display high levels of values alignment and have low

Cultural Entropy® scores.

Vibrant cultures have high levels of performance because they create internal cohesion, attract talented

people, and inspire employees to go the extra mile.The leaders of such organisations practice values-

based leadership and care about the well-being of all their employees.

TRANSFORM THE CULTURE OF YOUR ORGANISATION

You cannot copy a culture, you can only grow and develop
it. 

Imagine being able to get a comprehensive diagnostic of the culture of your organisation by asking your
employees three simple questions that take around 15 minutes to complete. Furthermore, imagine being
able to get reports for any demographic grouping you care to list. That is exactly what our flagship
Cultural Values Assessment, used by over 6,000 organisations, enables you to do.

In one simple picture, find out what
is working and not working in your
culture. Find out what is important
to your people, how they
experience the culture now, and
how they would like to improve it
for tomorrow.

DIAGRAM

OC
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LEADERSHIP DEVELOPMENT
B A C K G R O U N D

THE NEW LEADERSHIP PARADIGM

The new leadership paradigm calls for vision-guided, values-driven leaders that look after the                well-being of all

stakeholders.

The leader of an organisation must make it a personal duty to not only reduce their level of personal entropy and increase

their level of values alignment and mission alignment, but also encourage and support every other leader, manager and

supervisor in the organisation to do the same. 

The leader must also spearhead the charge in revamping the structures, processes, policies, procedures, and incentives

of the organisation to more clearly meet the needs of employees and other stakeholders. If you are committed to the

success of the organisation then you also need to be committed to your own personal mastery and development.

Reducing a leader’s, manager’s or supervisor’s personal entropy directly impacts the Cultural Entropy score of their

organisation, department or team; and promoting their personal development directly impacts their ability to improve the

levels of values alignment and mission alignment of their staff.

4 STAGES OF LEADERSHIP DEVELOPMENT

To survive and prosper in the twenty-first century, we need to develop a new leadership
paradigm, one that embraces the global common good rather than individual self-

interest. 

STAGE 1: LEARNING TO LEAD YOURSELF

STAGE 2: LEARNING TO LEAD OTHERS (TEAM)

STAGE 3: LEARNING TO LEAD AN ORGANISATION

STAGE 3 ALTERNATIVE: LEARNING TO LEAD IN SOCIETY
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In one simple picture, see how a leader
believes they show up and how others

experience them.

LEADERSHIP VALUES ASSESSMENT(LVA)

VALUES BASED LEADERSHIP

We all have subconscious fears that are triggered from time
to time which impact our relationships, both at home and
work. Learning how to identify, manage and then release
these fears can be a life-long process. The best way to
improve your personal mastery skills is to receive regular
feedback from your boss, your peers and your subordinates.
 

With this objective in mind, we created the Leadership
Values Assessment (LVA) and the Leadership Development
Report  (LDR), 360 degree feedback instruments designed
to uncover your blind spots and provide feedback on your
strengths as well as what you need to do to grow and
develop. These instruments provide a quantifiable measure
of personal entropy, and a comprehensive framework for
personal evolution—the Seven Levels of Leadership
Consciousness.

LD
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CHANGE MANAGEMENT
B A C K G R O U N D

Change management is the discipline that guides how we prepare, equip and support individuals to

successfully adopt change in order to drive organizational success and outcomes.

While all changes are unique and all individuals are unique, decades of research shows there are actions

we can take to influence people in their individual transitions. Change management provides a structured

approach for supporting the individuals in your organization to move from their own current states to their

own future states.

CM
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WHAT IS CHANGE MANAGEMENT?

THE ADKAR METHODOLOGY WE USE

Change is the process and not an event

ADKAR is a research-based, individual change model that represents the five milestones an individual
must achieve in order to change successfully. ADKAR creates a powerful internal language for change
and gives us a framework for helping leaders embrace and adopt changes. This is the model we use in
engaging with our clients through Change Management Initiatives.



EXECUTIVE COACHING
B A C K G R O U N D

EVOLUTIONARY COACHING
A New Approach to Leadership Coaching

PERSONAL VALUES ASSESSMENT (PVA)

Every individual is on a natural, evolutionary journey of psychological development from birth to old age.  Where you
are on that journey affects your needs, goals, values, and how you respond to life’s challenges. 

Most people have no concept of where their motivations come from, what stage of psychological development they are
at, what stages they have passed through, and what stages they still need to master to find fulfilment in their lives. The
only criteria they have for making choices are: what makes them feel happy in the moment, or what gives their life a
sense of meaning and/or fulfilment.

When you know your needs and values will change as you grow and develop, it helps you to see your life differently; it
gives you an evolutionary perspective. If you know that your needs in the future will be different from the needs you
have now, you can look out for opportunities to not just satisfy your immediate needs, but also for opportunities to
satisfy your future needs too. 

Evolutionary Coaching allows us to discover:

- A person’s primary stage of psychological development: what is their most pressing current evolutionary need.
- A person’s secondary stage of psychological development: what unmet needs they have that are holding them back.
- The degree to which the cultures a person is embedded in are support or hinder their personal evolution.

Helps you to think about what is
important to you, what motivates

you, and identify areas where you
may want to develop further.

SELF KNOWLEDGE

UNDERSTANDING YOUR VALUES

Find out what is important to you by taking a
Personal Values Assessment. 

Who you are, what you hold dear, what upsets
you, and what underlies your decisions, are all

connected to your personal values.

Your values reflect what is important to you.
They are a shorthand way of describing your
motivations. Together with your beliefs, they

are the causal factors that drive your decision-
making.

The Personal Values Assessment is a simple
survey that takes just a few minutes of your

time and provides a wealth of information about
why you do what you do.

EC
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ASSESSMENTS
F O R  I N D I V I D U A L S  A N D  O R G A N I S A T I O N S

INDIVIDUALS

Individual Values Assessments (IVA)
Personal Values Assessment (PVA

A
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Measuring Personal Values

Measuring Personal Emotional State

Individual Emotional State
Assessment (IVA)
Personal Emotional State Assessment
PESA)

LEADERSHIP
Measuring Leadership Values

Leadership Values Assessment (LVA)
Leadership Development Report (LDR)

Leadership Emotional State Assessment
(LESA)
Emotional Intelligence

Measuring Leadership Emotional State

ORGANISATIONS
Measuring Organizational Culture

Cultural Values Assessment (CVA)
Personal Values Assessment (PVA
Comparison Report
Espoused Values Analysis (EVA)
Custom Attributed Report
Small Group Assessment
Cultural Evolutions Report
Merger/Compatibility Assessment
Customer Values Assessment (CVA)
Stakeholder Values Assessment (SVA)
School Values Assessment (SVA)
National Values Assessment (NVA)

Measuring Emotional Climate

Organisational Emotional State
Assessment (OESA)
School Emotional State Assessment
(SESA)
National Emotional State Assessment
(NESA)

ORGANISATIONAL CLIMATE
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OUR CLIENTS
W H O  W E  S E R V E
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THE WORK WE
HAVE DONE



THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D

CHANGE MANAGEMENT
- Implementation Enterprise Document Management System subcontracted by 
  Tibane Group under the ELCB Consortium.

COACHING OF PRINCIPALS FROM 400 UNDERPERFORMING SCHOOLS
The purpose of the intervention was to;
- Provide leaders with a way of managing the cultural evolution of their organisations;
- Generate deep meaningful conversations about the purpose and 
  strategy of the organisation and well-being of all stakeholders;
- Provide a road map for achieving high performance and long-term sustainability;
- Instil a leadership coaching culture in management;
- Add value to teachers through enhance coaching skills which motivate 
  an 86% retention rate in learners combined with training. 

YOUTH CONFERENCE EVENT PLANNING & COORDINATION
- Provincial Level 
- Cluster Level 

TRAIN THE TRAINERS: ILEAD PROGRAM
Peer Group Trainers (PGTs) Districts: East London, Cradock, Graff Reneit, 
                                                                 Fort Beaufort, Lady Free, Mthatha, Libode
- Coordinating workshops
- Facilitating workshops
- Overall report submissions

DIBRIEFING INTERVENTION FOR LSAs
Districts: East London, Lady Free, Ngcobo (Mcobololo High School for the staff)

NO APOLOGIES: ABSTINENCE CHARACTER BUILDING PROGRAM
- Coordinating workshop
- Facilitating workshops
- Organising youth camps per district
- Facilitating youth camps
- Overall report submissions
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THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D

CMH SENIOR CHANGE MANAGEMENT & ORGANISATIONAL DEVELOPMENT
INTERVENTION

Contribution to the change management process
Focus on senior and middle management levels

- Health services plan appropriate for CMH
- Alignment to relevant status of the hospital
- Mission, Vision, Strategic Objectives Review
- Integrated Strategic Business Model* and 5-year Plan
- Transformational Leadership Development Sessions
- Senior Management Group Coaching Sessions
- Business Ethics and Financial Management Training
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CECILIA MAKIWANE HOSPITAL(CMH): TRANSITION TO THE NEWLY BUILT HOSPITAL

OR TAMBO MUNICIPALITY 
SECTIONS: BTO Committee & Tourism department 

The objective of the session is to;
- Build team cohesion 
- Build a highly performing team
- Align the team to a shared purpose, goals and targets.
- Establish a positive team culture, beliefs, values and norms of behaviour.

2017 - 2018

KEYNOTE ADDRESS
- Staff Awards

2017

WALTER SISULU FOUNDATION

- Conduct training needs assessments and develop a curriculum on 
   Health Systems Strengthening – Palliative Care for the OR Tambo Health District 
   in line with the objectives of the CaSIPO project

2014 - 2015



THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D

TEAM ALIGNMENT INTERVENTION: RISK DEPARTMENT
- Helping the team to build internal cohesion through vision, values and mission 
  alignment and creating a congenial working environment.

TEAM ALIGNMENT INTERVENTION: MIDDLE & SENIOR MANAGEMNT (40 directors)
- Helping the team to build internal cohesion through vision, values and mission 
  alignment and creating a congenial working environment.
- Establishing new ways of working defining clear ways of communication

ORGANISATIONAL CULTURE DIAGNOSIS: EXCO
- Understanding organisational entropy 
- Defining the syntropy and deploying the appreciative enquiry approach to set a clear 
  and a practically implementable way forward.
- Agreeing and refining the espoused values 
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ORGANISATIONAL CULTURE DIAGNOSIS: PROVINCIALLY
- Understanding organisational entropy 
- Defining the syntropy and deploying the appreciative enquiry approach to set a clear 
  and a practically implementable way forward.
- Agreeing and refining the espoused values 
- Organising provincial feedback sessions
- Facilitating feedback sessions 
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THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D

CHANGE MANAGEMENT ROADSHOW: EASTERN CAPE PROVINCE
- Socialising the new policies through engagement sessions
- Change awareness
- Helping internal stakeholders to adopt the change
- Dealing with pinpoints and blockers
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ORGANISATIONAL CULTURE DIAGNOSIS: PROVINCIALLY
- Understanding organisational entropy 
- Defining the syntropy and deploying the appreciative enquiry approach to set a clear 
  and a practically implementable way forward.
- Agreeing and refining the espoused values 

__
__

__
__

__2012

COMMUNITY YOUTH EMPOWERMENT WORKSHOPS: New Brighton & Mdantsane
- Empowering young people on the iLead Program ( a character building and leadership
  program that Elolead delivers through their iLead foundation)
- Helping youth (18 - 35) to deal with practical challenges they deal with on a daily basis
- Educating the youth with entrepreneurial tools to harness their gifts and talents with the 
  aim of alleviating poverty
- Inviting key stakeholders to tackle different topics and enlightening the youth with 
  development opportnuties.
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THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D

TEAM BUILDING: EASTERN CAPE PROVINCIAL LEGISLATURE: OVERSIGHT
                               OR TAMBO MUNICIPALITY (2017)
The objective of the session is to;
- Build team cohesion 
- Build a highly performing team
- Align the team to a shared purpose, goals and targets.
- Establish a positive team culture, beliefs, values and norms of behaviour.
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ORGANISATIONAL CULTURE DIAGNOSIS: PROVINCIALLY
- Understanding organisational entropy 
- Defining the syntropy and deploying the appreciative enquiry approach to set a clear 
  and a practically implementable way forward.
- Agreeing and refining the espoused values 

__
__

__
__

__2012

COMMUNITY YOUTH EMPOWERMENT WORKSHOPS: New Brighton & Mdantsane
- Empowering young people on the iLead Program ( a character building and leadership
  program that Elolead delivers through their iLead foundation)
- Helping youth (18 - 35) to deal with practical challenges they deal with on a daily basis
- Educating the youth with entrepreneurial tools to harness their gifts and talents with the 
  aim of alleviating poverty
- Inviting key stakeholders to tackle different topics and enlightening the youth with 
  development opportnuties.
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THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D
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EMOTIONAL INTELLIGENCE: THE WHOLE ORGANISATION
- Conducting an emotional intelligence course to help leaders monitor their own 
   and other people's emotions, 
- To discriminate between different emotions and label them appropriately
- To use emotional information to guide thinking and behavior.
- Improve communication among stakeholders
- Build internal cohesion

__
__

__
__

__2012

EMOTIONAL INTELLIGENCE: EXCO
- Conducting an emotional intelligence course to help leaders monitor their own 
   and other people's emotions, 
- To discriminate between different emotions and label them appropriately
- To use emotional information to guide thinking and behavior.
- Improve communication among stakeholders
- Build internal cohesion

__
__

__
__

__
__

__
_

LEADERSHIP CONSCIOUSNESS TRAINING: THE PROVINCIAL MANAGEMENT
This one day program is an exposé into cornerstones of leadership consciousness
and how their interplay is a necessary balance for a wholesome leader. The program
rollout utilising activities, illustrations, models and material that highlights the epitome
of leadership consciousness and how one can attain that level of awareness in the
discharge of their duties. The program emanates from the book written by the
Elolead Founder titled "21st Century Leadership Consciousness"

2017



THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D
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__
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__
__

__ EXECUTIVE COACHING: THE NEW GROUP CFO
- Focus on achieving six-month career and leadership goals
- Use assessments to understand leadership strengths and communication style
- Create a custom plan: a 'roadmap' to the goals
- Discover and practice new leadership skills
- Resolve situational roadblocks that may that may emerge along the way

2017 -
CURRENT

CHANGE MANAGMENT IMPLEMENTATION
Apply a structured methodology and lead change management activities 

Apply a change management process and tools to create a strategy to support adoption of the changes
required by a project or initiative.
Assess the change impact 
• Conduct impact analyses, assess change readiness and identify key stakeholders.
Develop a communication plan
• Support the design, development, delivery and management of communications
Support training efforts 
• Provide input, document requirements and support the design and delivery of training programs.

Create actionable deliverables for the change management levers: 
• communications plan
• sponsor roadmap
• training plan
• resistance management plan

Training Schedule
• This process was concerned with updating the training schedule which was part of the input to the
macro schedule which we use as a bank to report to the South African Reserve Bank (SARB).

Additional Roles 
• Complete change management assessments
• Identify, analyse and escalate risks
• Identify and manage anticipated resistance
• Support and engage senior leaders
• Coordinate efforts with other specialists
• Integrate change management activities into project plan
• Evaluate and ensure user readiness
• Manage stakeholders
• Track and report issues__

__
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__

__
__

__

2017 - 2018
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MY FNB RISK PLATFORM

CHANGE MANAGMENT IMPLEMENTATION
Apply a structured methodology and lead change management activities 

Apply a change management process and tools to create a strategy to support adoption of the changes
required by a project or initiative.
Assess the change impact 
• Conduct impact analyses, assess change readiness and identify key stakeholders.
Develop a communication plan
• Support the design, development, delivery and management of communications
Support training efforts 
• Provide input, document requirements and support the design and delivery of training programs.

Create actionable deliverables for the change management levers: 
• communications plan
• sponsor roadmap
• training plan
• resistance management plan

Training Schedule
• This process was concerned with updating the training schedule which was part of the input to the
macro schedule which we use as a bank to report to the South African Reserve Bank (SARB).

Additional Roles 
• Complete change management assessments
• Identify, analyse and escalate risks
• Identify and manage anticipated resistance
• Support and engage senior leaders
• Coordinate efforts with other specialists
• Integrate change management activities into project plan
• Evaluate and ensure user readiness
• Manage stakeholders
• Track and report issues

THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D
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2018
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INTEGRATED INMATE MANAGEMENT SYSTEM (IMMS)

CHANGE MANAGMENT IMPLEMENTATION
Apply a structured methodology and lead change management activities 

Apply a change management process and tools to create a strategy to support adoption of the changes
required by a project or initiative.
Assess the change impact 
• Conduct impact analyses, assess change readiness and identify key stakeholders.
Develop a communication plan
• Support the design, development, delivery and management of communications
Support training efforts 
• Provide input, document requirements and support the design and delivery of training programs.

Create actionable deliverables for the change management levers: 
• communications plan
• sponsor roadmap
• training plan
• resistance management plan

Training Schedule
• This process was concerned with updating the training schedule which was part of the input to the
macro schedule which we use as a bank to report to the South African Reserve Bank (SARB).

Additional Roles 
• Complete change management assessments
• Identify, analyse and escalate risks
• Identify and manage anticipated resistance
• Support and engage senior leaders
• Coordinate efforts with other specialists
• Integrate change management activities into project plan
• Evaluate and ensure user readiness
• Manage stakeholders
• Track and report issues

THE WORK WE HAVE DONE
A S S I G N M E N T S  W E  H A V E  I M P L E M E N T E D
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TESTIMONIALS

This program really made me aware of my emotions
and how to deal with my emotions at different
situations. I now know how to react when faced with
different trials. This has been a real eye opener.
Thank you for the course 
Zeyaad Ebrahim
MRO Manager 

The program was wow!! This is the beginning of a
journey for me. It has been an eye opener and the
things I have learnt these past 2 days were
priceless. Thank you Luthando Daniels 
Rueelche Scholtz 
Sales Admin Manager 

The program helped me understand the short
comings in my life. And that I need to look at what I
need to change at work and at home. Very Good.
Francois Van Staden 
Planning Manager 

You were an excellent facilitator and I would
recommend you and this course anytime. Your
knowledge about the topic comes through in your
facilitation style and is enhanced by your humble
attitude. Martha Collett 
Regional Manger 
CathsSeta 

The facilitator was very confident with presenting
the course material. He is very knowledgeable and
adds humor to the lesson. He can facilitate difficult
material and can handle the in depth material very
well. A very positive person
Nerissa Key 
Account Manager 
Airbus Helicopters

W H A T  C L I E N T S  H A V E  T O  S A Y

Most often than not audience like the term “tool used
was not ideal for the exercise” but in this case, I can
safely say the tool is SABS approved as it gave a
true reflection of the state of the organization. 
(Dr. Luvuyo Bayeni) 
CMH 

The report is an excellent reflection of the state of
our organization and calibre of our management. I
further recommend that this exercise be done
annually none form or another to assist a structured
intervention and enrich our operational planning
process.
 (Dr. Mthandeki Xhamlashe) 
CMH CEO

 Every nation wishes to achieve the best for its
citizens. It demonstrates this through how it
structures and manages its social arrangements
which exist in the form of companies, organisations
and even government structures. It raises its citizens
with the high hopes that they would apply
appropriate values to ensure achievement of national
objectives that are usually expressed in its
Constitution. However, great performance at the
workplace is not guaranteed thus the need for many
organisations, companies and leaders to be assisted
so that leadership and personal excellence are
realised. The Emotional Climate Surveys are
designed to achieve exactly that – assist leaders and
their organisations to succeed in their business
environment by applying values based approaches to
doing business. Without values  grounded leadership,
companies will not succeed in achieving excellence
in globally competitive environments. 
Dr Malixole Percy Mahlathi [MB ChB, AMP, MPhil,
PhD] Director: Selizwe Leadership Academy
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HEAD OFFICE
GAUTENG
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Sandton
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2196
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14 Stewart Drive, Ground Floor

Berea
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Tel: +27 11 026 1433
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E: info@elolead.co.za
luthando@elolead.co.za

www.elolead.co.za
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H O W  T O  G E T  H O L D  O F  U S
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