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The concept ofstOrytellmg and management / orgamsanon throughout the v has
been intensively researched in recent years. - For instance, Blunt and Jongs, 1991,
Teszem, 1589, 1993, 1994; Chyistie, 1963; Chown, 1994; Mbigi, 1993; Zemke, 1990,
O’ Reilly, 1985; Wilkins, 1984 and many more, have made a s;gmﬁcant contribution

towerds storytelling and management

This report was aimed at pravzdmg a partial answer to the following guestion:
“At the level of mamagement style or in their technique, are
South Africom managers inspired storyiellers or detached
onalysts?”

The fundamental sim wes to establish whether storytelling forms an important part of
the South: African manager’s leadership repertoire. In conjunctwn with this aim, the
proposition made by Lessem {1994) that storytelling competence 15 an maportant .
sobset of cemnunal management, was tested.

B Propomtnons for thls maearch wete as follows |

«  Storyieliing is an -portant cempeteney for Sonth African managers.

. 'Storytelhng is used canscmnsly by South African mankgers to achieve
specific sims.

~ Scuth African managers can identify the characteristics of good, healthy
stories and good storyteliers in grganisations. _

»  South African managers can identify specific examples of stories used in their
OWR organisations,

L ]

Sonﬂl African managers can identify other managers who use sterytellmg a8
part of their leadership repertoire. -

The research was confined to organisations operating within the PWV boundaries.

The method of “snowball” sampling was utilised o rollect the data, whereby

telephonic contact wag made with individual members of executive teams in

organisations. These individual managers were asked if they could 1denhﬁr any

persons within the executive team whom they would characterise as using stones as
part of their leadership repertone



- ~ Those indfvidUal menagets identified as storytellers were then interviewed in a face to
- face situstion using standardised questions contained in the interview guide.

" In examining related literatute on the subject of storytelling and management,
significant theoretical similarities were found in beth Jocat and overseas publications
on storyteliing as an important aspect of management in any organisation world-wide.

This study followed a content / thematic analysis of data. Analysis of the data was
organised into tables to elucidate the fact that leaders do use storytelting as part of
their leadership repertoire in Scuth Aftica. These results are directly supported by

~ ‘both local and overseas Ilterature

The results of the research _mdlcate that storytelling is extensively used by managers to

~ achieve specific aims; storytelfing forms part of African =anagement. These resulis
wmeﬁpﬁhercmﬁnnedbythsfwtthatsumsﬁﬂ and influential SmthAi‘rxcanleadea‘s
mwnemd to be strong users of stor, ¢lling as part of their leadership repertoire,

' The imphcatton of this research results is that South African mangers should be aware
of the highlights elucidated by this study. These are: ;

- Storytelling ftmns part o South African msnageient,

= The use of storytelling is nsed on the assumption that the workforce of South
African m'g:nismons seems to velate well to it

& Storytelimg, if uzed properly eliminates the problem of Isngusge diversity
' characterising South African organisations.

. Even though storytelling is being used in South African orgenisations, there E
iy stili Jess official prumotwn of the technique in terms of training of mangers
to use it.

Unfortunately, the research was unable t establish whether leaders using storytelling
foilow a similar procegses or tiot - this was owing to the structure of the storyteliing
interview guide wiish lacked the probing and in-depth questions necessary for
analytical results e.g. the issue of langnage ond comprehension was

not raised.
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CHAFTER ONE i

INTROGUCYION - - -

§ - ’ ¥

1.1. BACKGROUND TO THE BSROBLEM

Business communities across the globe are confronted with turbulent iernal and
external enwrm:mmts, aad. changes in business in Ssmth Afiicahave pmbabiy been
ngmmagmtude, wmore varied and numerous, a‘adhmre occured move quickly in
recent hi,xmy, than anywhﬂre in the world (E-nedeil, 1993) 'fhts is possibly due to
drastic changea in the politicat arena. The 27th of Aptil 1994_§¢W a major turning
point for tis country, ever: though changes in business occured fong before this date
due to pressure from extemél_sourée& Indeed i is clear that meoountry as a whole
faces a situation that is economicay, socially apd politesily volatite {Adonisi, 1993).
Violence, demonstrations, strikes and crime fiave becots, a@m of the day.

For busipess organisations to remain effective in sy country in which they operate,
they must take cognisance of changing realities, andnewstylgsofmgementin
these countries. A specifically African management perspective has to evolve-in Sov”
Africa.

Such a perspective must reflect the uniqueness of this country e.g. diversiiy of the
workforce, histotical circumstances surrounding the nation generally, cultural heritage,
and specifically, the peculiar circumstances of its managers.

Chapter 1 ' | Page 1



This management perspective needs to be aimed at“enhandngtheummty’s ability o
compete globally, as it is obvious that South Africa cannot sustain a visble scottomy 'g‘_",ﬁ
withotit linkages wth the outsid_e world (Adonisi, 1993; Binedell, 1993).

“Binedel (1993) atgues that what is needed in South Afvica is aSnuth’Aﬁ-i@n -
orientation to the developmeitt of business mariagement. Binsdell’s argamisnt is based
on the fact that business orientation adopted from other countries, especlly |
European, has proved to be less effective due to the unique circumstances experienced
in South Africa, ' | -

 Mbigi (1993) in suppurt of Binedell, points out that effective management and palarity
nymheaiscinanly‘muifmmagmhmﬁemmgé,visioamdlwdaﬂﬁpto |
undertake the fuge task of transformation of management in South Africa, Mbigi

 goes further to say that for this to bappeu there is a need for South Afiican
orgmﬁsaﬁomopaaﬁnguﬁtﬁqsmnhmicammwthedominantsgﬁtofboth |
fheir society and orgasisations. Even though such practices can be applied in other
Aftican countries, in this study, the focus is on South Afiice. In the process of
ﬁmsformaﬁmcm*emly.mderway,thebusixmcaptaMsOfMAﬁimwﬂlalm :
nesdto change their management practioss, processes, management styles and
techmigues. ' | |

Chapter 1 | | Page 2
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i)
.

Practices will require not only a firm theoretical base, and firm philosoghical base
aiso firm and directed strategies for application. A practice which is the focus of
study, s that of storytelling. Storytelling already does, snd should, as recomemenc

' this yesearch, play an nm*eamgly important role in deiorni ' management styk

effectivences in South Africa.

1.2, THE RESEARCH PROBLEM AND IMPORTANCE OF THE
RESEARCH -

mmagemﬁntptacﬁ&ommdscholarsahke, pamﬂnrly asﬁresﬁefthes&mes

" internationa examples of Japan and Germany, and of other Pacific Rim countries

which bave demonsirsted the imporiance of trensforming managemeat practices b

* suit their particular circumstances (Christie, Lessem and Mbigi, 1693).

Contextual management refers to the process of managing people thit takes: c4vi

_ circumstances into considaration i.e. in this case, the Scuth Aftican environment.

The enormous success of the Japanese in th - yost second world war era, in.whirl
they have risen from a defeated nation 1 ... second most powerful economy in th

 world, has beer largely attributed to the use of management siructures and to sty

that have taken the Japanese culture into consideration (Binededl, 1993).

Chapter 1



Due to thepiesence of Amﬁcw'inlapmaﬂérﬂmwar, Armgrican management
methods were #' . thed into Japanese business colture, Themostunportant*bamre

of this absozption process was that Japanese organisations, culture and systems, white |
inf senced by American management methods, maintained their Japanese orientation

by incorporating traditional and long standing community and organisational concepts
f'. . bave been dominant in Japan for centuries, Therefore, Japan’s success is largely
as a consequence of'its being able to lever foreign ideas into Japanese culiure and use
the context to full effect (Biniedel, 1993). |

Turaing to the South African context, it is clear that though South Afsican
management practices have been powerfully influe ced by it's British colovial
heritage, and by American thinking which has 2 global influence, it i« time to establish
its own: orientation, just as Japan has done, The strong need of such an ~rientation has
led to & group of South African managers and scholars coming together *n the prossss
called “South Aftican Management Project” to investigate this subject further.

This researcht report forms part of the South African Management Project, & research
initiative corrently being undertaken by the Wits Business School (WBS, 1994) under
the leadership of Dr Binedell. '

Chapter 1 | | | | Page 4



The South African Maoagement Project addresses the question of whethm'
management is a monclithic, universal science whose principles apply irrespective of
the context in whiich ey are practiced. The project argues that slthough the so-
called “what” of managament may indeed be universal, the “how” of managpment is
dependent on the contextual and cultural reslities within which specific manzpement
activities ocour. ' ' '

The specific subject of this research report, whick is storytelling and management, is
considered to be important, given its longstanding under-utilisation (Mbigi, 1993), and
" the past history of preoccupation of management practitioners in South Aftica with
“wznagement practices and methods déveloped elsewhere, such as in North America
"andEuropg. Thwghmhmnﬂmﬂwh&nﬂmmagemmmmmmﬁﬂm

shess countries, they have proved to b less successful in South Afiica due to the
uiigue circumstances fucing this country {Mbigi, 1993).

Yet, despite the introduction of numerous initiatives in the areas of inter alia, total
~ quality management, customer care, participative mansgement, employez involvement,
and business process engineering, specific problems contirue to beset South Aftican
organisations, including low profitability and productivity, low levels of motivation
and commmitment, aad adversarial relationships betweon mansgement and organised
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mmofﬁmSonmAmcmbmmwmmmmw'mmbmd
question of whether managers in a SmﬁhA&cancoﬂeﬂmanagedxﬁ'mnﬂyﬁ’umthﬂr
counterparts elsswhere, and if so, what spemﬁc practices constitute 8 South African
aparoach to management (WES, 1994), Within this management project, stmyte}hng
became one of the major themes that needed 4 further investigation, especially in
South Affica. The South African Managemest Project is focused on, inter-iia, the
following questions ; - | | |

- at the philosdphica! level, do Sauﬂl African manggers believe in collectivism
or indlividualism? | '

- atthe conceptual level, are Sonth Africen managers mere inspired by the
concept of comradeship or feamwork? < -

~ at the level of management style or in their techaique, sre South African
mmgm jnspired storyteliers or detached analysts?

Tiusreseathas aimed atp:ovidingaparﬁalénswertqthelasnt of the above _
questions, espeaially.jn 50 far as establishing whether storytelling forms an important
 putt of Sonth African manager’s leadership repertoire, The recont proposition made by
Lessem (1994) that'_stdxytelliug competence is an important smbset of communal or f
South Afiican management was tested in the research, beceuse of being the main forys
of this study. ' | "

Chapter1 | | Page 6



If distinct South African management practices exist, then piactices based on
mmepﬁomofmagmmdevdopedelmwhéreontheglqhemyatbmbe
inappropriate and at worst, ineffective. The appropriateness and effectiveness needs
to be understood within the context of this research because this statement does not
neoeMymeanthntfdréignmmgemeMpmcﬁmmammpletefaihm;mﬁct,m
some companies they are extremely successful, especially in foreign companies
operating in South Aftica. Again, the rapid change which is currently taking place in
Sommmmmmmmmmaymmam
effectively (Mbigi, 1993). Furthermore, the incorporation of black managers into
management ranks will be all the more successful if management education and
development initiatives, affirmative action projects and the fike are basea on a model -
of management to which aspirant can mors closely relate because of their cultursl
background (WBS, 1994), Some black managerz will still aspire to Western ways,
and methods, es;mlaily those working for organisations that are predominately

' 'WestemmﬂmL aanagementstyle The fundamental proposition is that, in the long
TuR, Companies witha uniquely Afiican orientation will be the most messml ones.
This will have a direct impact on the economy because of improved productivity
(WBS, 1994).

1.3. OBJECTIVES OF THE RESEARCH

Thcughthenbovediscussionhasbemmregeneralinnafure,theobjecﬁvesofthis
resemhwéretofucusonsmmeiﬁngbecmofitseemalposiﬁoninthis research,




The specific objectives were :

» 10 conduct a literature survey to determine the various theories of storytelling
in management, lecally and overseas.

'*_ to determnine what smwieiling and methods are being applied in prﬁctice,
given rapid changes in management structures and procedures in South Africa,
with more smpiusis given to ~cneral gims as expressed by those who use
storsteliing : :

* to determx.. S %{&ng within the managemelht culture of

bugsinesses in SIOI__IS"':".. o oo ~the growing workforce d!wmllty into account.

- * to analyse the benefits mmﬁéby management practitioners of
storyielling as a tool applied wﬁkiﬂ'bnshtm, which would result in certain
conclusions in this ressarch. | |

1.4. STRUCTURE OF THE REPORT

The literature review, Chapter 2 of this report, reviews theories of storyteling in
management and organi#faﬁons, focﬁssing on three theoretical frameworks proposed
for South Africa by Mamn et al, (1983), Breneman and Brenemas (1983) and Lessem
(1993). All these ﬁ'ame!i;orks were used to test the ﬁve ﬁm:lamental propositions set
outt in Chapter 2, relating to storytelling as it contributes to effective management in
South Africa, ) | |

Chapter 1 . ' “Page 8



In Chapter 3, the research methodology within the contes? and importance of the
South Afiican Management Project includes the questioanaire and the discription of
the body of managers who participated in this study, The sampling metbod is also
described, as well as the basis of choice of the subjects from within the sample. The
limitations of the research is elucidated, and finally, the method of analysis of

* responses to the questionnaire is detailed,

_ In Chapter 4, theremﬂtsofﬂmresaamhquestimnaireisdescﬁbed using 3 theoretical
frameworks i.e. Mart:nuet al (1993), Breneman and Breneman (1983) and Lessem
(1993). In addmonto rthe d-a .hon of the results a short explanation of the results

is given,

In Chapter 5, the results of the research described in Chapter 4 is analysed and
discussed, and the 'remrch questions answered, 'The analysis of the research results
is then related to the fitérature review, to prove whether the theories hold true.

In Chapter 6, whichistiieﬁmchamofﬂwmmcmsimsmm
mmmmendahonsforhnmmearchmauﬂmeiandtherelemceofthmreseamhm .
busmessisexplmned .

Chapter | : T Page 9



- CHAPTER TWO

LITERATURE REVIEW

2.1. INTRODUCTION

Thischapter diawssesvaﬁousﬁwoﬁesdfstoryteningandménagementingméra]
and also theones of contextual management, more specifically, relating to the
South Affican context. '

2. SOUTH AFRICAN PERSPECTIVE

The niotion of contextual management within the South African context has been
intensively researched in recent years (for instance, Christie ef al, 1993; Blunt and
Yones, 1991; Lessem, 1989, 1993, 1994). Tn the broader Afi“can context,
contextual management has been outlined from a theoretical perspective chiefly in
three specific texts, as follows * '

- Transcultural ! fanagzment by Albert Koopman, published in 1991 h

~ Managing Ovganisations in Afvica by Peter Blunt and Merrick Jones, 1992;

- African Management edited by Peter Christie, Ronnfe Lé.mem and Laveniore
Mbigi, 1993,

In all three texts mentioned above, preeminence is given to the notion of
communality as an important cultural dynamic in the Affican context, especially in
relation to management practices and methods.




 Whilst Kooprnan (1993) articulates the concept of pragmafic hure- s, Blunt and

Jones {1993) and Lessem (1994) conceptualise communalism more braadly.
Lessem’s contribution was considered in more detail as it is his patticalar theory
which most strongly addresses the management practice of storytelling, the specific
subject of this research.

 Lessem (1994) outlines the concept of the businessphere, in which four particular
philosophies are presminent. ‘These fout philosopbies are called four *.rids” and
they ars inclusive of “Southern” philoscphy which domiinates the South Afiican

| businessphere. Lessem (1994) arjues that these four “worlds” are apparent
throughout the global managemeﬁt domain, although different emphasis is given to
each in different countries. '_I'hesedomamsareasfollows:

- a “western”, primal mamgemem domain based on the philosophy of
pragmatism, ﬁhigh dominates Anglo-Savon countries;

- a “northern”, rational domein based on the philasophy of rationalism, which
domtinates European countries;

- an “eastern”, development domain based on the philosophy of ideclism, which
 dominates Jopan; and |

~ a “southern”, communal domam based on the philosophy afh:manfm, which
| dominates Africa,

Chapter 2 ' - ~ Pagell



Within the African context, Lessem (1994) argues that business enterprise and
management in South Africa has not emerged in 3 vacuum. On the contrary, it bas
evolved out of one particular culturs; heritage, the British one, due to colonialism
which duly'ignored the indigenous culturss. More specifically, it has drawn most
strangly on its competitive and personalised “primal” (British) heritage, and to a
.somewhat lesser extent on its coordinated, impersonalised “rational” (American)
heritage, whilst almost completely ignoring its cooperative, “developmental”
(Yapanese) heritage and humanistic, “communal” (South African) heritage,
Lessem’s argument does hold because South Aftican management philosophies
and principles are based on the above-mentioned theories of management, as.
outlined above. |

I his argument, Lessem (1993, p. 31) draws attention to the Sozith African,
commumal domain so ay to strengthen the followilig assertion: “South Africa’s full
cultura heritage is bestowed not only with the modern fruits of American and
European science srd technology - strongly connected with its empirical and
rational orientations - but also with its arts, artifacts, stories and mythical beliefs,
traditionally represented in the ‘humanities’. Whereas in Furope such & hummanistic
tradition is particularly strong within southern climes, particularly in taly, in South
Affica it is black more than white who is steeped in this communal, convivial way
of being. Only in this humanistic way, therefore, wilt Southern African business
and management truly come inio its own.”. It will of course take time to achieve 8
masriage of oid and new, and much concerted effort and training e.g. storytelling,
and broader managenent practices.

Chapter 2 T T | .Pagelz



Lessem (1993, p.33) illustrates i3 extent to which individual conscipusness can.
neutralise collective conscicusness by way of 3 quote from Sir Lourens van der
Post; the renowned South Aftican born author:

*The Buropean has dizcredited the Aftican way of living and dealing with the
forces of nature about anid within, and then obliged him increasingly to liveina
way which rejects the institutions, customs and initiation rites and rituals whereby
for centuries he struck ibalmlce with those overwhelming aspects of nature which
are incomprehensible to reason and quite beyond rational control and conscious
articulation. Having discrediied this ancient way of living we have not put an
honourable alternative in its place. No human being or society however seif
sufficient and rational it may appear can live without institutions which deal with
those aspeots of fife which cannot be explained rationally.”

In order to come to grips with the visible and invisible aspects of black Affican
Management, Mbigi {1993) argues that one has to have a clear understanding of
its culfural heritage. | |

Affican management should be about the ability to take and apply that which is
culturally relevant and which works, and to chenge that which does not work, In
essence African management, if propesly established, must be about visionary or
metaphysical management which creates potential where seemingly nothing existed
before. This is about freeing the spirit of employees to become productive
(Lessem, 1593). |

Chapter 2 | | | | = Page 13



In summarising the works of Harrison Owen, Lessern (1990, p. 108) concludes
that, “The metaphysically based «ure encompusses the spirit of an organisation,
{hereby covering its syths snd rituals, inchuding those stories of creating and of
mecﬁonﬂmughwbichﬁsionistumedin&emﬁon,.'aﬂdﬁoewm. Itis
represented by : '

W ﬁmmaﬁmofmoﬁesmmarﬂmmmm |
* the greative vision behind the acts of the business foundation

* the technologioal 2nd culturat soil in which the products and services are desply
imbedded |
f -

* the profound art or gervice underiymg the busmes:l actmt\.'

Thereis a developmg view in South Aﬁ'm which stipofates that the group needs
stoking, nurturing, attention. Asa result of this view, it is believed that the

Aftican perspective is communal rather than individual. Within the South Affican
context, this phenomerion is mote prominent than snywhere else it the world

(Lessem, 1993). Therefore Lessem (1994) concludes this argument by statmg tbat

in its effort at beoommg world class, the fully-fledged South African company will -
be embodying the spirit of Southernt Africa’s diverse people in both its producis
and services, and also in its organisational forms and working environments,

Chapter 2 . o Page 14



These culturally based factors of production, which prevail in South African
organisations and which are encapsulated in Lessem’s four worlds, are parts of a
Southern Aftica whole. In fact, South Affica has been noted for its uniqueness,
based purely on its diverse workforce, languages snd cultures,

But what is interesting is that the same could not be said for its busisess and -
organisational systems, which are withia South Afiican context by and large
foreign, forged, ineffective and monolithic {Lessem, 1994).

Lessem (1994) arguies that the British cultural heritage doss make up a part of the
Sbuthem Aﬁ'Lcan bumﬁsphere due ﬁartly to colonial rule and that America is an
important econoic influence here &s in tho world at farge. In order to establish
the effect of heritage, one needs to focus on the “four worlds” as identified by
Lessem. Therefore, a8 we move around these “four worlds™, oue finds that the
generic business orientation, both in process and structure, shifts its “Sictorial”
ground, progressively evolving fiom individual part to communsl whole.

In drawing ap the differentiation betwesn these worlds, Lessem (1994) points out
that '

* Competitive enterprise within a free market thrives ypon personally based
pragmatic leadership,

* Coordinated organisations in a “dirigiste” (Northern Commercial) economy
draw upon institutionally based rational management.
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* Colhboratlvaly based mdustry wuhm the context of & somal market is nourished |
bymter-orgamsatzonally focused holism and humanism,
* Finally, what might be termed a comm_lmaﬂy based socic-economic network
draws upon contimually oriented humanism,

Al these four parts (worlds) are derived from underlying Europaan-Aﬁ'ica:i _
cultures and philosophies. Therefore, the field of African management, both in
theory and'pranﬁce, as been the unified sum of varied parts (Lessem, 1994).

Lessm(l%)arguesthat SeuthAﬁacanhsbmy:smwchangmg His argument

. is that South Africa is developmg mterdependently ﬁnm within, rather than its
constituent parts batiling independently, eachin a state of gpartheid.  Afthe same
time work spirit rather than physical Iabour, human as opposed to financial capital,
intangible information rather than tangible resources, culture rather than economy,
have become the primary resources.

Lessem {1994) argues that though all mitnrally based factors of Southern Afsican
prcduchon as mentioned above are ewdent., three of them, pragmatism, rationaliem

and holism are underdeveloped in South Africa pnmmly because they have not

~ been imbedded within the uudeﬁymg, humanistic soils by the mdlgenous peopie.

He points out that not even Smuts’s nriginal work has been integrated with fh;;'__‘j_-
perspectives of systemically oriented work adopted by the Stellenbosch Institute

and also, more recéntly by Don Beck, at M,_mdburgSveel | L
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Lessem (1994) added that humanism is strongly tooted in Southern African soils,
having distinct European parentage. Humanism has given fise to the coavivis!
manager, operating within 2 communal context e.g, Afiican Bank, Community
Bank; some NGO's etc, all characterised by tightly interconnected socio-economic

THE. FORCE FIELD OF SOUTHERN AFRICAN MANAGEMENT

Individual

me:i;\
-:Orgamsatl Inter-Orgamsatmnnl :
Expenentlal I- Devel
o ' “Humanism—"
' Communal
Lessera’s Model (1994)

Lessem (1994) argues that communal léaming theary and practice of management
bas been inhibited in South Afiica due to 4 nursber of internal and external -
cbstacles such as Apartheid, strong external influences, and the manner in which
businesses are run.  This inhibition has been the case not only in South Africa but
in the global busine-sphere as a whole. The other three perspectives - rationalism,
holism and humaniem have been much less clearly differentiated, let alone
integrated into an overall economic and managerial vorldview.

Chapter 2 _ Page 17



“The communal management domain is, according to Lessem (1994), characterisod
by & set of management practices which islude conviviality and storytelling. - As
part of oral communication, storytelling in particular is an important skill for
communally orientated managers in, inisr-alia, srticulatine the important belisfs
and values to members of the community, and in inspiring and motivating members

of the community which he/she represents,

Lessem’s proposition that storytelling is an important sompetency for finggers in
Aftica is also supported by Mbigi (1993), and Nasser and Vivier (1994).
According to Mbigi (1953), the busincss lectership challenge in South Afiice s
that of synihesising different tribal, racial, social and cultural values. Storytelling is
considered one technigue which can assist in this synthesisation process. Nasser
and Vivier (1994), on the other hand, focus on the requirement for organisational
change in South Aftica, and indicate that storytelling can help to ficilitate the
adoption of new and different sets of values in South African organisations.

23 GLOBAL PERSPECTIVE

The proposition that storytelling is an important management practice is rot limited
to the South African business literature. n many other globél contexts (e.é.
Anglo- Saxon, Buropean), theorists suggest that storytelling fulfills important
managerial functions (for example, Martin, Fedman, Hatch & Sitkin, 1983;
O'Reilly, 1985; Wilkins, 1984; Zemie, 1990 etc).
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 Zemke (1990, p.45) for instance comments that :

“Peaple love stories. They love telling them and they fove hearing them. Stories
instruct, inform, entertain, warm and warn, In organisations, and in society in
'general, stories play a dual role. They act as powerﬁll direciives for members'
behaviour, and they teach important lessons as well. Understanding the frequently
told stories of an organisation is one of the keys to understanding the values and
workings of that organization’s culture™.

Zemke {1990) finther suggests that stories can be used to enhance communication,
stimmulate ideas, B'uild warmth and rapport, decrease resistance to change, and
inspire and motivate. He suggests that storytelling can also stirulate creativity |
and imagination, thereby increasing employees® problem- solving abilities and
personal productivity, and filfilling them as human beings, |

Wilkins (1984) indicites that new employees joining the organisation need a social
map that will point oﬁt dangerous as well as safe behaviours within the
organisation. e notos that not every piece of so-called “swtﬂébutt” that passes
around an organisation gives the sort of normative guidance required. To gerve as
a cultural map, contends Wilkins, a story must do two things. First, it must |
symbolise the organisation’s overarching purpose and philosophy in a way that
inspires and teaches. Second, it must provide enough suggestions about how
participants must act that, once inspired, they koow exactly what to do.

Stor}'te]ling has also been given congideration by theorists of organisational
culture. Wilkins (1984), for instance, suggests that storytelling is not only used to
carry an organisation’s culture to successive empflbyees, but also piays a major role
in the creation of the corporate culture itself.
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Wilkins (1984) indiciates .'that management of any organisation is responsible for
articulating a particular philosophy to which the organisation subscribes. But to
pass that philosophy on to employees in a way in which they can understand,
accept and practice is very difficuli. The refevancy of storyielling in the South
African context is enormous due to the high level ofilliteracy in the workforce,
Storytelling is a useful tool in this regard, because statements of philosophy cax be
passed informally from employee to employee via stories which represent such
philosophy.

These stotizs help employees, who 416 genenilly far removed from the executive

* suites fromn which such statements emanate, to understand the core philosophy of
the organisation. South African orgarisations by and large have followed the
world trend of developing mission statetnénm and values systems without
involving employees, As a result of not understanding and identifying with such
values, employees tended to reject them, and still do in autocratic companies. N
However, (in South African econoniy and society), pressure is on these cbmpanies
{with new policies of opermess) to change their management atyle |

Wilkins (1984) wgge'sts that managerial philosophy is abstract, whilst stories are
concrete. Policies are also rigid, whilst stories are more symbolic and flexible
enough that they can be interpreted and changed to suit the situation to which they
are applied. Stories thus provide concrete cortext to abstract philosophy, and

" suggest spocific behaviours without becoming inflexible rules. |
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Willins (1984) sentiments are echoed by Tom Peters’ (1993, p.16) statement that:
“Policy manuals are no-no today, but anarchy’s not in, either. So how do we let
people know “what’s impostant around here™ without constraining them ? The

best answer, a8 Iseeit, - stories.”

Also in the area of organisational culture, Hansen and Kabknweiler (1993) suggest
that one innportant aspect of culture i its ability or otherwise to influence
relationship dynamics, Schein (1985) suggests that stories can be very usefilin
understanding the role of culture in influencing such relationship dynarics.

O"Reilly (1989) believes that stories act as & cultural code. In corporate contexts,
- O'Reilly suggestihat stories help employees make senss of their work place and
 their reasons for working. B '

Creation of stories is explained by Deal and Kennedy (1982) who suggest that
stories are derived firym shared norras and values or beliefsystems'-of any group.
Deal and Kennedy (1932) refer to this shared perspective as “the way we do things
around here”, Deal and Kennedy postulate that belief systems are shared
perceptions of what is acceptable, a kind of meaning making and at the same time 2
kind of constructed reality. |

Hansen and Kahnweiler (1993)-went further to suggest that stories frequently serve .
as a means of transmitting behavioural expectations for human relationships.

Stories are tribal codes for establishihg order in all societies. They strongly

believe that stones enjoy widespread acceptance as a means of communication in
organisations (mainly employees).
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In support of the acceptance of stories as a means of comimunication, Martin &
Powers (1983) believe that stories are easy to follow, they are generally

entertaining and they are more likely to be remembered than other forms of written

or oral communication. In addition to that Barnett (1988) & Martin (1982)
believe that stories provide a shortout for new members to learn about an
organisation’s culture.
Wilkins (1978), Wilkins and Martm (1979), and Barneit (1988) conducted
_wﬁenmvesmd:esmstmesasacogtmesmpgthatw,mMmapwm
indicates expectatmns for causality.

They conciuded that stories are designed to answer specific questions such as:
* What kind of organisation do we have

* How does this compare to what we need?

* What kinds of people do we want to attract and retain?

*

‘What are our goals and purposs?
*  What past events are we proud of?

*  What will we do in the future?
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Pacanowsky & O’Donnell - Trujilio (1983) added to previous research.by stating
that stories typically reflect émployees interpretations of individuals, aolleague;s,
organisationsl ideology and fcts of history. Schein (1983) suppcted this
argument by staﬁng that often, stories concern the founder. Normally, the faunder
plays a major role in shaping the culture of the orgarisation which reflects the
founders perspective and way of thinking, This culture is then instifled to new
merubers joining the organisation and passed ox to others.

Wilkins (1983) further suggests that stories can be used to promote the legitimacy

of management phﬂosophy Peters & Waterman (1982), Fekiman (1990) and

‘Martin & Powers (1980) strongly believe that stories are used to gulde, control
and influence employee behaviour and attitude.

Stoﬁmarealﬁoapowmﬁﬂmeansufgenaraﬁngomnimmt(hdarﬁn&Pows,
1983), In the study of organinational culture, Tichy, (1983) sumsted that culture
is comnwmicated through various mechanisms, including ceremonies, stories and
sypibols, |

Breneman & Brepeman (1983) argue that orgamaanonal values are often implicit in
myths, sagas and stories about the organisation which are used as poinis of
symbolic convergence.

Georges (1967) in his paper titled “Toward an Understanding of Storytelling
Events” argues that intensive studies of story exts from individual societies have -
revealed that stories can reflect cultural reality or distort it, that they can reinforce
the social stracture and contribute to social cohesion or weaken the social structure
and threaten social cohesion, that they can function as conditioning mechanisms
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and instruments of social control or as escape mechanisms and mst..iunmts of :
“social criticism. Asorgmnsanonsaresomal structures, storytellmg everits could
have the same impact on them as well,

Genrges(l%ﬂweﬁtﬁmhertommasetofpostﬂmsforstorytelhngevemg
These are:

* Every stowmg event is 2 communica’ive event
* Every storyt'elli@ Mt is a social experience
*_ Every MMng event is unigue
* Storytelling events exhibit degrees ﬁd- kinds ofsimm

Working with th&se p—ostnlates, as prenuses, one reahses the power of storytelling
in social strucwres such as orgmnsatlom

Mitroff & Kilmann (1975) argue that if accounting and finance are viewed as the
backbone of 6rganisaﬁons, then the stories which permeate all organisations of
any size must be viewed as thelrhfebioad They believe that stories are 3o central

to orgasisations that not only do organisations depend on them, but stronger still, -

they couldn’t function without them, In actual fhact, the story becomes the
corporate myth, the basic 'iransmpt that establishes and perpetuates mrporaxe
traditions, It gives basic meamng to the corporation.
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Mitroff & Kilmann (1975) go further to suggest that the corporate myth is the
“spirit of the orgarisation” and as such, it is infused into all levels of policy and
! - l. n l! g-. ) . N :

Tn their study, Martin ez af, (1983) explore the role that sories play in
demonstrating the unique qualities of organisations. They discovered that
orgavisation memibers tell stories to other members or outsiders to show how they
see their organisation being different from other organisations. Such stories can
illustrate both positive and nogafive qualities ofmggﬁm. | |

In their argument, they suggest that these themaﬁc stories become an integral part
~ of the organisational culiure becauss they help to resolve the dualities that arise

- from the conflict between individual values and goals and organisational
exigencies. | -

 The effectiveness of stories lies in their simplicity when compared with other
communication techniques. As Martin and Powers (1983) point out, an
organisational story is easier to recall than a set of statistics contammgﬂte same
‘information. ' |

Boje {1976) in his article titled “Pestlog : Bringing Performance Back In” points
out that storytelling is how organisational employess make sense of and influence
their unfolding experience. Boje (1982) weni further to suggest that even war
stories are used by both client and consultant 1o legitimise the continuance of
technigues that worked well for the organisation in the past.
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Deal and Kennedy (1982) argue that when orgarisations change, they seek and
. install new rituals. Within that process of change, storytelling is used by people to
moum old ways amd renegotmte new values and relationships. '

Fersis, Chachere and Pondy (1989) argue that the internal context of the
organisational scttings is a very complex phenomenon. They frther state that
rational approaches to behaviour and models organisationl processes have fiiled

to capture these vomplexities adequately and therefore have not contributed to the |
* kind of informed understanding required to explain why employees and

~ organisations do what they do. Ferris ef af (1989) view these settingy as very

dynamic in nature, and therefore storytelling should be viewed as 2 key effective
tool that could be used to undersand the context of the organisational scttings,

 Wilkins (1984) points out that management of say organisation is fully responsible
for developing Me philosophy for the organisation. But to pass on that
philosophy down to employees to understand, accept and practice could be very
difficult 1f not impossible, Wilkins (1984) suggests that philosophy statements cen
be passed on informally through storytelling from employes to employes who are,
by virtue of their work, far removed from management who write philosophy
statements. |

Smircich (1985) writes that organisations themselves are very dynamic entities
whose nonms and values are created through social interaction of its employees.
There is, therefore, a strong belief that interactive patterns reveal underlying
conditions for work behaviour. These interactive patiemns are poverned by
toryiciling as A means of commuusication, |
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in evaluating storytelling as a tool for problem-solving in organisations, Mitroff &
Kilmann (1975) discovered that the greatest value in shating organisational stories
fies in the fact that it sensitises managers to other reafities - to the fsct that there
are other ways of perceiving and analysing mgamsatmnaldlsnnbmsam
problems, In this sense, the value of siuch gn experience extends far beyond the
swninglyuiviﬂexerciseofstoryteﬂing.- ' i |

The above brief review indicates that much has been writtent on management and
storﬁelﬁﬁg;yannmamughmiﬁcalmswchhasbemundmmkeninthism
 (Haosen and Kabnweiler, 1993),

In an empirical study of stories in an organisationsl setting, Martin ef af (1983)
established that seven common stories effectively guided behaviour in a number of
different organisations. These stories were characterised as follows by Martin and |
her qolleagues :

- ‘the rule breaking story’;

"~ “ia the big boss human?’

- ‘can the liitle person move to the top?’

- “will I be moved?

- ‘how will the boss react?”

- *how will the organisation deal with obstacles?”
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In the South African context, Chown (1994) undertook a study to establish the

qualities of African business teaders. One such quality identified in his empmca] :
research was indecd storytelling, However, Chown’s (1994) ressarch didnot

explore the notion of storytelling specifically, which is the aim of this research,

- But Chown's research discovered that South Afican managers have a tendency to
favour oral comnmnication as opposed to wntten communication in delivering
important and significant pieces of information. Managers view storytelling asa
key quality which assists them in conumunicating isaportant messages, transmi
values, create mea;ﬁng and help align their vision,

Furthermore, Chown disoovered that African menegers wionld by virlue of the fact
that they are rootedﬁJAﬁicanm'bal and traditional custom feel 4more at home
with the concept and the practice of storytelling. b

The paucity ofeﬁpkicalresearchinthe_éreaofﬁtbmeﬂing, as indicated in the
review above provides further justification for this research . Within the context

of business struoture, ouifure and aims, i s quite obvious tha commnication
plays a crucial role; and to communicate effectively, storvtelling is & vety strong
and ¢ffective technique that could be used,

Thke specific propositions that the research report aimed to test were stated as
follows : |

- that storytelling is an fimportant competency of South African managers;
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- that storytellmg is used conamously by South Aﬁ'xcan managers io achleve
certain specific axms,

- that South Affican managers can identify the chm:xenstms of guod, h‘aaithy
st«mas and of good stctytella's n organisations;

- that South African managers can identify specific examples of stories used in
their organisations;

. thatSouthAtmmmanagers camdennfyothernmagerswhousestmyteﬂmgas
partofﬁmﬂeaduahxprepaimm ’

T view of the liérature reviewed above, it has become clear that storytelling is a
‘umversalmanagmmmcﬁmque Researching this whjectﬁmhet, therc:sanseed
for appm)mate methodology that can bring elicit information which will enable the
reseamhetmtestthepmpomnons. Chapter 3 will follow with more emphasis on
thuiﬂéthodology used in this study.

Chapter 2
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CHAPTER THREE

RESEARCH METHODOLOGY

3.1. INTRODUCTION

‘This chapter details the ressarch propositions, the methods of data collection, the
research setting, the justificution of the interview guide and method of analysis, the
presentation of the research results, the limitations of the research, the sampling
approach, the value of the methodology, and the method of’xnterpretéﬁon.

Thez nature of the research is exploratory, aimed at in¢reasing the theoretical and
| empirical knowledge rather than proving or disproving a particular theoretical
belief. ‘The research was aimed at testing the propositions outlined in Chapter 2,
and these propositions are: | |

+ Storytelling is an important competency for South African managers.

‘¢ Stqrytelling is nsed consciously by Souvth African managers o achicve
spetific aims.

+ South Africhn managers can identify the characteristics of good, healthy
stories and good storytellers in organisations, |

» South African managers can identify specific examples of stories vsed in

their organisations.



+ South African managers can identify other managers who use storytelling
as part of their ieadership repertoire., . |

This study was intended 10 be of a qualitative nattim, and the nature of qualitative
research is such that the researcher is more concerned with the meaning (testing
hypothesis or propositions) than the actual measurement (Daft, 1983). The
researcher analysed the informaiion collected and generated major themes that give
meaning 1o the subject studied. It is contended that in the area of leadership
generally, qualitative research methodologies geserate ¢ wider ratige of variables |
than i the case with quantitative research (Bryman, Bresnen, Beardsworth & Kel,
1988]; Furtherraore, this rezearch investigated one agpect of the broader variable
of organisaﬁohal culture, where qualitative methodologies are ofien used to study
this perticular variable’s causes and consequences (Schmitt and Klimoski, 1991),
Storytelfing in this context is percsived to be part of organisational sulture and
operates within such a culture, | |

3.2, THE RESEARCH SETTING

As part of the 1993 Human Resource Development course requirements for the
Post Graduate Diploma in Management (Human Resources), the lecturer for which
wasg Peter Christis, students undertook an examination equivalent assignment
which required the collection of data agginst which the researcher’s propositions
on storytelling stated in Chapter 2 & 3 were tasted.

Individual students were required to interview those managers who were identified
by their colleagues s storytellers and operating at executive levels of
organisations, o | ‘



The reason for focusing on managers as a sample of this study was because of the |
 objestive of this study to confine itself to storytelling and manngement.

Students were prdvided with a stri.  ured interview schedule, as well as trairung in
conducting the interviews. All students received the same training and

- ipskructions, in order to minimise interviewer bias, and to increase the reliability

. and validity of the data generated. This assignment undertaken by students was
perceived to be important becanse it could generate the data which could give _'
meaningaudpmvidesoﬁemwersw questions pertaining to South Afiican |
meanagement practices in 4 changing South Afiican businessphere. Because of the
validity of this data the researcher made uss of it in order to establish its relovance
as well as Mﬂg of the information generated. |

33, METHOD OF CONDUCTING THE RESEARCH

For méa_rch data collection questions, refer to Appendix 1, The interview guide
containing questions which were developed by Peter Chistie.

The rasearch v}as concfucted using an interview guide comprising six broad
questions (see sppendix 1) which wonld be read out at a personal interview, All
interview schedules were completed iiun‘ng the interviews according fo a
consistent format, and the interviews were also tape recorded by the interviewers.
“Storytellers™ had previously been identified by contact persons, and jnterviews
were get up at pre-arranged times, |



3.4. SAMPLING APPROACH

A toial of 74 managers from various organisations were inferviewed, which
comprises the specific sample for this research, Given the spread of organisations
represented by these managers, it is suggested that such a sample is reasonsbly
representative of managers in South African organisations operating within the
PWYV. Subject included senior managers from within the commercial and
industrial private sectors (inchuding financial service, manufacturing, banking and
mining), the public sector (including local government, civies and educational
institutions), as well as from non-govemnmental organisations, |

" Furthermore, the subjects are representative of a wide spread of management
functions including general management, finance, marketing, operation and human
resources. Subjects are also representative of all race groups in South Africa s
well as representing both sexes. A demographic description of subjects
interviewed is provided in Chaptér 4 of this reseémli repott ta indicate the sample’s
representativity to the broader management population in South Africa.
' ‘The interview schedule used for data collection purposes is justified on the
following basis:

Each question contained in the interview guide tested a specific proposition, as
indicated below. Therefore, the method of analysis used ainied to generute
information for each question for its specific proposition.  As this study was
focusing on storytelimg and management, it was quite appropriate to use managers
as its subjocts,



* Finally, using & structured interview guide was aimed at reducing interviewer’s bias
on the results, asweﬂastoensuréthatsubjectsareaskeﬁthesamequesﬁonsiﬁthe
same way, taking into consideration the fact that interviewers were students with

limited experience.

= The sixth question (point 8) of the interview guide tested the first and the fijth
propositions of this research. ' | |

v The first and the second questions (point 3 and 4) of the interview guide tested
the second propasition of this research.

e ‘The third and the fifth questions (point 5 and 7) of the interview guide tested
the third proposition of this resesrch. |

= The fourth question (point 6) of the interview guide tested the fourih
proposition of this researck. '

3.5, METHOD OF INTERPRETATION

In conducting research of a qualitative nature as mentioned in 3.1., the objebtiv@ is
to make sense of the date generated.  This requires that structures within the data
must be identified and made meaningfil through subsequent interpretation (Jones,
1985).

For datn inte:pretaﬁc:n puiposes for this_ research, the following theoretical -
. frameworks wete utilised,




For the fourth proposition, concerning stories used in South Afican organisation,
the framework provided by Martin ef af (1983) was used to interpret daia. For
the third proposition, concerning the general characteristics of good stories and
good storyte!lers, the theoretical fiamework provided by Breneman and Breneman
{ 1983) was used. For the first, second and fifth propositions, concerning
stocytelling as an importait managerial competency and which fulfils certain
specific aims for South African managers, Lessem’s (1993) theoretical framework
was utilised.

'fﬁlé vesearch analysis used the method of content anaiysis and themiatic |
interpretation of data collected by means of a questionnaire. These techniques
 have the purpose of reducing the accurnulated dats into manageable statements,
 and of suggesting ideas for future quantitative research which can stand the rigours
of statitical testing (Keogh, 1994).  However, the distinction neada to be made
between categories of data which are mummlysexclusm and those which are not
(Leedy, 1983). “Where the possible responses 1o questions posed to intetviewees
were mutually exclusive, content analysis was performed on the data. Where -
responses tﬁ questions 'were_mt necessarily mutually exclusive, and thus content
analysis was not possible, the data was thematically interpreted. In this case,
frequency counts of the different themes identified was computed, in order to |
indicate the relative importance or unimportance of each theme across the sample

spectrum of managers interviewed.

The specific steps utilised in this exploratory data analysis were as follows (Keogh,
1994); |



a. Transferring the data into tables with emerging themes and percentage of

Tesponses.

b. Building constructs by entering short sentences from the intexview schedules
into columns of values. |

¢. Summarising long descriptions without losing the content and meaning of
sentences.

d. Adding additional words to the original constructs where constructs are

3.6. LIMITATIONS OF THE RZ3EARCH

Limitations are inherent in every research conducted because of human factors
involved in the process, Therefors, it is quite imperative to acknowledge such
limitations. The research limitations are mentioned below.

3.6.1. The potential existed for interviewer bias to have occurred when the
interview was conducted. The interview guide and transcripts helped to minimise

this source of bias..

3.6.2 The potential for respondent bias. Given that the subjects of the research
were identified by their colleagues as morytellers, the potential existed for
responses to be biased in the direction of giving information which the subject
believed the interviewer was looking for. '



3.6.3. The research was limited to companies that wene perceived to have
storytellers,

3.6.4. The research was imited to companies situated inthePWVareé._

~ 3.6.5. The questions on the itterview guide were limited in the sense that they did
not deal mth the important qniesﬁon of language diversity - use of interpreter, etc.

3.6.6. The methodology wes time-consuming and vefy hegvily refiant on the
ability of the interviewer both to probe during the interview and to appraise the
results thereof.

'3.6.7. Structured questions used in the interview process might have limited the
extent to which the respondent conid have examined the subject.

3.6.8. The interview structure would also have guided the subjects to rersond to
the interviewer's vision as opposed to allowing them to explore and represent their

own waorld views.

3.6.9. The questions did not probe certain crucial areas / issues, such as langnage

and comymmication ability.

Despite the sbove-mentioned limitations of the_ research, it is the researcher’s belief
that the methodology used in this research was effective in acquiring the
information required to test propositions and come out with findings which
formulate possible apswers to the fundamental question of this study mentioned in |
Chapter 1. Following in Chapter 4 are the remits of this research,



~ RESEARCH RESULTS

4.1, INTRODUCTION

This chapter details the research results based on the analysis of data collected.

* 'The data collection exercise was conducted by students as mendtioned in Chapter 3.
Theresearcheraﬂalysedthisdatawhichpmducedresultsasdetaﬂedihthis
chapter. Thestudsznsusedanmtemewgmdetoconectmedh:ta. 'memtemew

guide consisted of six broad questions, summarised as follows:

« Do South African managers use storytelling ay part of their leadership
mpertbire?

+ ‘What aims sre achicved or partially fulfilled by storyteliing?
+«  What are the characieristics .e.f good, healthy stories?

+ 'What are the charadteristics of good storytgum?

. Can youn telia stdry.about youf nrggnisaﬁiﬁn?

The results are presented according to each of these questions latér in this Chapter.
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The companies which participated m ﬁlis.reséﬁrch as mentioned in Chaptér 3 under
(3.4) sammpling approach, were diverse, including public and private business,
educational institutions, religious organisations, trade union movements, political
organisatiéns and varicus non- govemmental organisatior

The research results provided the basis for the conclusions and recommendations
for further rescarch. ' '

Of the responses of the 74 subjecis interviewed, only 68 sulijects whose responses |
~were used in the analysis, This number is considered acceptable for this research.
There were only six subjects whose dava was not usable.

4.2, DESCRIPTION OF SAMPLE

The body of subjécts consisted of managers perceived as storytellers,

- .- vanies participated in this study had a manager who was involved in
L 4g eworyttandl in some form or mothertoﬁnthnrmanagemm or company aims

or goals i in the company.

4.4.2 Description of subjects

Gender Category
Male t | Femaie
48 o 19
| Table 1

72% of the subjec!s were males and 28% were females



4.2.3 Occupations! Levels of Subjects

Management Levels Category
Semior Manég&nient Middie Management Jusior Management |
2 - 7
Table 2

' 62% of the subjects were senior managers, 28% middle managers and 10% junior
managers, ' | | -

4.2.4 Composition of Body of Corapanies

Compenies Category

" Business | Religious | Educational Political | Trade Union
2 3§ 2 i 1
Table 3

62% of companies were from the business sector, 4% were religions orgmxiséﬁons, :
31% educational institutions, 1,5% political organisations and 1,5% trade urioa
organisations. ' |

4-3 RES'ULT.S

The resulis are presented on the basis of themes generated from the data as weil as
the importance and strengths of surh themes. '
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~ 4.3.1 For purposes of presentation, ther&eponﬁ statemen's recorded in the

intarview guide have beon combined into single broad theme.

4,3.2 The cubjects responses to the questions contained the interview gwde wera

as follows:

Question 1: Resporse fo the questions

- “Ask the sugject to comment on whether {)he uses storytelling

conscionsly and purposefully to achieve certain aims. and if vo, what these

aims specifically are?”

. “ifthe subject does not use simyte}lmg consciGusly and pnrposefully.to
schieve certain aiL.s, ask him / ker io suggest what sims are pntentially

fulfilled by storytelling?”
Responses
- YES NO - NEUTRAL
55 8 5
81% 12% %
)  Table 4

81% of total subjects respended “yes”, 12% responded “no” and only 7% of -

subjects were neutral on this question,
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4.3.4 Table 5 gives the ranking of nims achieved by storyielling based cn the
number of responses given by each subject. |

Ranking of Aims achieved by Siorytelling

Rapking + Aim Frequency | Percentage |
To explain and comemunicate _
1 information to employess or | 91 53,5%
students in the learning
PIOCSE
_ To teach employees about the
2 culture of the organisation 3 31%
1 To illustrate complex matters
{3 to employees in 2 more gimple | 15 %
way —
To teach employees about the
4 history of the organisation 6 3,5%
| To acknowledge and |
5 communicate employees’ 5 3%
achievements in the
__| otpanisation

Table §
Summary of'aﬁns achieved by storytelling as identified by subjects
- Storytelling is used to influence employees’ behaviour and way of thinking,
~ Storytelling is vsed to puide employees in doing their jobs,

- Sioryteliing is used to activate employees involvernent in various projects
within the organisation,



Storytefling is used to illustrate complex matters 1o employees.

Storytelling is used to az;sist mplﬁyees and gtw:lepis it: their Isarning process.
Stonrtelliﬁg 15 used to promote customer service.

Stowtellihg is used to explain.the history of the organisatiqn to new employees.

Storyteliing is used to acknowiedge and communicate employees’
achtevements fo other members of the organisition,

Storytelling is used to create understanding among employees,
‘.'_!..

Storytelling is used as a communication tool.

Storytelling is used to simplify complex matters,

Storytei%ing is used to motivate employees and students,

Stotytelling is used to break down moulds

Storytelling is used to encourage innovation among employees.

Storyciting is used 1o build relations betwesn management and employees as

well a5 among: cmployess

Sto:: /clling is used to tet goals and tarpcts for employees,



Interpretation and discussion of these aims is provided in Chapter 5.

A total"ﬁf 170 responses were received for this particulsr question. The results
indicate thut explanation or communication was highly ranked by the subjects.

The statement “To explain or communicate information to employees or students
in the learning process” captures responses such as:

(i) Storytelling is used to guide employees in doing their jobs
(i) Storytelling is used to illustrate comples matters to employees,

(iif) Storytelling is usad to assist employees and students in their learning process,
efc.

The statement “To illustriate complex matters to employees in a more simple way”,
captured responses such as:

Storytelling is nsed to simplify complex matters,

The statement “To teach employees; about the culture of the organisation”,
captured responses such as:

Storytelling is used to induct new employees into the culiure of the
organisation.



The smmmrt “To veach employees about the Fmstory of the orgsmsanon ,

capwed responses such as:

Storytelling is used to explain the histéry of the orgainsaiton to new
employees.

The statement “To acknowledge and communicate employees® achievement in the
organisation;, captured responses such as;

_ Stoﬂrtélﬁng is nged 1o acknowledge and communicate employees
achievements to other rembers of the organisation,

4.3.5 Question 2 response fo the question

“Ask the subject what (s)he believes are the characteristics of goad stories in
organisations.” o

Characteristivs of gond, healthy stories identified

~  Imagination
~  Relevant
~  Insiructive

»~  Humorous

~  Real

~  Credible

~  Impressiveness




Ranking of Characteristics of Good Stories

Ranking | Characteristics | Frequency | Percentage
1, Imagination 48 - 25%
2. Relevant 43 25%
3, Instructive 47 24%
4, Hutnourous ] " 11%
5. Real 2 10,5%
5. Credible 6 3%
7. Impressive 3 L5%

Table 6

Ranking of the charactexistics of good, healthy stories in terms of importance is
reflected in Table 6 above show that ‘Imaginativeness’, ‘Relevancy’ and
‘Instructiveness’ are ranked as the most imporiant characteristics by subjects. A

total of 195 characteristios were identified. |

4.3.6 (Juestion 3: Resporse fo the question

- “Ask the subject if (SYhe can teil you a story about his / her particular
organisation.”




Stories about Organisations

Gave s Story  Diduot give 4 Story

67 | i

| Table 7
99%, of subjects had a story to tell about their organisations, and only 1% of
subjects could not tell a story about thesr organisations,

4. 3.? Some of these themes were more important than others. Table 8 below
gives the ranking of *hese themes. ".Motivation’, ‘History' and ‘Success’ were
- rarked as the most important themes, A total of 118 thenes of stories were
identified by subjects. | |

Ranking of Themes of Stories told by Subjects

Ranking - Themes -Frequency Percentage
1. Mativation 30 25%
2. Hfsto:y 26 22%

3. Success 23 20%
4, Stiategy 19 16%
5. Foutder 10 - 8,5%
6. - Culture 10 _ - 8,5%

Table 8




' Subjects stories revolved around the following issues:
«  Stories that promoted business strategy within the organisaﬁon

»  Stories that were communicating the history of the organisation t6 new
sraployees

= Stories that told about the founder of the organisation
« Stories that promoted the importance of customer satisfaction

»  Stories that proinoted equal and fuir treatment of all employees in the
organisation

. Stories that built and improved employees® relationships within the
organisation

- Stories that reflectod the past experience of the organisation, or individuals
within the organisation,

«  Stories that gave recognition to successful employees

= Stories that promofed or communicated the culture of the organisation to new

employees

=  Stories that encouriged employees to be responsible, as well as generated

commitment to the job.




«  Stories that communicated company vision to employees.
4.3.8 Question 4: Response 1o the question

“Ask the subject what (s)he believes are the characteristics of good storytellers in
" organisations.” |

100% of auﬁigcts did give some characteristics of good storyteliers.

439 ' Ranking of Characteristics of Good Storytellers
‘Rarking  Characteristics Frequency Percentage

1, Communicative | 66 27%

2. Sensitive 55 | 22%

3 ~ Credible 41 17%

4, Imoginative | 29 12%

5. Humorous 27 11%

6. Generally Effective] 26 - = | _ 11%

Table 9

Following are the characteristics of good storytellers as given by subjecis:

~  Fluency
- Voice
- Imagination




- People’sperson

- Sincere

- Humour

-~ Understanding of audience
- Sensitive

- Credible

These resulis indicate that there are similarities between the charecteristics of
effective stories and those of effective storyteller. There is no doubt in the
researcher’s mind that a good story needs a good storytéllerin order to have
greater impact on the audience.

4.3.10 Question point 8

Ask the subject if (s)he has come across other leaders of organisations who use
storytelling as part of their leadership repertoire, and if so, who these people are?

Identification of Leadess
__Yes_ | No Comment No
54 11 3
' Table 10

79% of subjects have come across other leaders who use storytelling, 11%
preferred not to comment or identify such leaders, while only 5% of subjects stated
that they have not come across leaders who use storytelling,

~ Following below is a list of names of leaders as identified by subjects. Some of
these leaders’ organisations were not given by subjects, hence there are gaps.




Names of South African Managers who use Storytelling

NAME COMPANY
Colin Hall ~Wonltru
Kerin Butler -Delta
John Ford -Wits Business School
 Grant Robinson (Late) ~Wits Business School
Lovemore Mbigi ~Nampak
Albert Koopman -ITISA
Johan Nel -TTISA
Raymond Ackerman -Pick ‘n Pay
' Kevin De Villiers | ~Allied Bank
Francis Hugo -Sanlam
Ronnie Gluckman | ~Clinical Psychologist
John Carsam -Producer and Writer
Clem Suunter ~Anglo American
| Conrad Strauss -Standard Bank
Richard Laubscher -Nexcor
Brian Brooke -The Brooke Theatre
Blain Burger -Jobannesburg City Council
John Pape -Khanya College
Geoff Smelgar -Deloiite and Touche
Geina Mhiophe -Zanendaba Storytellers
Christo Nel -ITISA
Derek Jooste ~Mast
Koreff -Executive Bank
John Crowford -Glacier Bearings
Tom Petery . _
Mike Burgers -Angio- Alpha
Maurice Reznik -Phillipg Computer Systems
J. Frankel ~Renaissence Group of Financial Consultants
Rex Tomlinson ~Nzpak
Koos Radebe ~Radio Metro
Nijzbulo Ndebele ~University of the North
Sr Bernard Naube -
France Mkhatshwa -
Zeph Mothopeng (late) -PAC
Madala Mphahlele ~CCV
Rev. V. Mehawa -National Sorpum Breweries
Tokyo Sexwale -African National Cengress
Frederick Van Zyl-Slebbert | -Wits Business School
Colin Englin -
Table 11
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Table 11 Continued

‘Martha Mokgoko
! tam _

Gwedi Matash

Thabo Mbeki

Arie Klaasen

Mutray Hofimeyer

Cecil Brunekes

Eric Molobi

Vincent Mogane

Prof L. Schlemmer
Donald Gordon

Dr. T. Motlana

Jan Spies

Eric Harrison

Ciifford Van Der Schyfl
Russell Kitis S
Norman Van Rheede

George Lindaqus

- | Glen Steward

Chatles Otsmond
Ben Brooks

Sid Gosher
Bernard Sceff
Norman Saddler
Ernie Saks

| Rabbi Tanzer

Joaaua Weinberg
Paui Schutte

Neil Crighton

W R Ellis

M. Maker

Mayer Kahn
Harty Oppenheirmer
Anton Rupert

Rob Rimtner

Sol Kerzner

Clive Walker

Tom de Lange
Neil Curnming
Mark William

Jay Naidoo

Elijah Bagau
Kgolema Notlanke

¥ o o1 o1 1 1 % 3

1 1 i1 ] .l. ]

~University of Witwatersiand

| -Eskom

~Eskon:

| ~Aftican Najional Congress

-

-Kagiso.T;ust '
-Kagiso Trust .
~Wits Bu_siness School

| _Redbill School
TED

~Rivonia Primary School

SAB

1

-Sun International
-Sun International
~Nampak
~Nampak

-Shope

~Former Cosafu
~-Former Num
_-Num

[ Dr Speedy Batel (Late)

e



Table 11 Contirned

NelsonMandeia = -African National Congress

| Martin Luther King Jr -
President Kennedy - 4-
Rabbi Greenburg -
Professor Sharon -
Isabel Hofmeyer -
Kathleen David | -
John Kani- S | -Actor
Joyee Levenson -
Janice Honeyiiv:a . | -Theatre impressions, actress, writer
Clive Wiel - ' ' _ -
Tony Factor (Late} |-
Eli Wentzel _ -
Cyril Ramaphosa -African National Congress
Colin Andrews . 3
- i Sipho Kubheka -

These research results indicate that there are so many Ieaders'whq{usa stortyelling
as part of their leadership repertoire in South Afiican organisations, Chapter 5 to
follow provides more analysis of the results., | |




CHAPTER FIVE

DISCUSSION

‘8.1. THE RESULTS ANALYSIS

The purpose of this chapter is ¢ provide a detailed analysis of the results and
interpretation in relation to the propositions and literature covered in Chapter 2,

5.1.1 Proposition |

The first proposition was stated as follows :

“That storytelling iy an impnmt competency of South African Managers”
5.1.2 Questions used 0 tost the first prgposit:‘on

“Have you come scross other leaders of organisations v&ho use storytelling as
part of thelr lerdership repertoire, and if s, who are fhey?”

tested the first proposition,

The results strongly indicate that storytelling is part of the leadersisip repertoire of
South African managers. 79% of subjects clearly indicated that they have come
across leaders or managers who use storytelling, These results are stroﬁgly
supported by Lessem (1994) and Chown (1994), '

e jm . i . - A



In addition to that 74 managers were identified easily to participate in this research..

~ Those leaders identified included well known influential names, to mention a few:
Nelson Mandsla, Clem Sunter, Raymond Ackerman, Conrad Strauss, Ian MacRae,
Cyril Ramaphosa, Colin Hall, John Ford, Albert Koopman, Kevin DeVilliers,
Francis Hugo, Lovemore [Vibigi, Richard Laubscher, Tokyo Sexwale, Fredrick van
 Zyl~ Slabbert, Thabo Mbeki, Lawrance Schlemmer, Sol Kerzner, Jay Naidoo etg.
These & not jxist ordinary people.  These are well known high powered leaders in
this country. They have strong influence within the business community and |
‘society at large. They are respested by members of the souiety on the basis of
. their success i their leadership,

 If such leaders vise siorytelling as part of their leadership repertoire, it is clear that
storytelline plays a significant role in Aftican management. These results are
supported by Lessem (1994); Christie (1993); Mbigi (1993) and Chown (1994).

In view of the South Aftican diverse workforce in terms of cultures and language,
storytelling is presumed to be a technique that could be used to overcoms such
obstacles, Therefore it will bave to be retained aud improved for the effective
management of people (Mbigi, 1993). The majority of managers identified as
story users are managers who are well known in South African business
community. Therefore, based o1 the results. it is assumed that using storytelling
as part of South Afincan management practices may be far more effective than
perhaps imported management practices which in some South African
organisations proved to be less effective (Binedell, 1993).
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5.1.3 Propusition 2
The second proposition was stated as follows :

“That storytelling is used cousciously by South African managers (o achieve
certain specific aims” '

5.1.4 Question used to test the second proposition

“Do you use swoi'ytelling cousciously and purposely to achieve certain aims”

and “if so, what are these aims?”

The research results cleasly indicate that storytelling is used by managers to
achieve specific aims. 81% of subjects strongly support this conclusion.

5.1.5 Aims as identified by Svbjects

The results of this research indicate that storytelling is consciously used by

managers to achieve specific aims. Lessem's (1990) argument that metaphysical
management is an integral part of Souti; African management js extensively
supported by these results, Being ﬁetaphyaical means, though storytelling is a

non- tangible technique of management, it is also equally important like tangible
techniques. Managers interviewed pointed out that they used storytelling to
achieve specific aims. Therefore, storytelfing is in fact 2 management technique.

It is perhaps extensively used in South Africa but less formalised or encouraged as
an integral part of management (Mbigi, 1993). |
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Orgasisations world wide create and promote their own business eultuze in terms
of the behaviour and way of thmkmg expected from their emplovees. - Subjects in
~ this study strongly believe that storytelling in this regard fa‘\'-'ﬁ.ﬁii’: ~ailyusedasa
management technique to influence sich behaviour. With . ‘ Lﬁlea to the
Titerature review in Chapter 2, these resilts are supporied by Zemke (1990);
 Christie (1993); Chown (1994); Wilkins (1984); O"Reilly (1989) and Deal and
Kennedy (1982).

It is a fuct of life that with the fast developing new techmology, the “how’ of doing
vatious jobs becomes more complicated, especially for tlmse whose level of
educatmn is low. This is one of the major problems facing South African |
oxgamsatmna especially with its labour i mtenmve and largely illiterate workforoe
In order to overcome or minimise this prohiem, subjects felt that procedures and
iplified. Therefore, South African managers use |
storytelling because employees can easily understand and remember stories told
(Wilkirs, 1984; Hansen and Kahnweier, 1993). | |

Most subjects believe that they would find it difficult to achieve their aims unless
they use storytelling to simplify concepts. 'This is true for most South Afican
organisatidns whose employc '8 have low understanding of abstract and
sophisticated management concepts, Storytelling seems to be a convenient way of
communicating such concepts and employees appear to have a natural flair for
accepting stories as a means of communication, Even Zemke (1990} in his
literature supports subjects arguments by pointing out that stories can be used tﬁ
enhance communication. Storytelling in this regard overcomes the problem of
language iversity in South Africa.
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Another aim to be effected by storytelling as pointed out by subjects is knowledge

of the cultural sphere of o :‘53__:.: This aim was identified earlier in this |
Chapier and in the literatore review in Chapter 2 (Wilkins, 1984 and O"Reilly,
1989) and is also supported by subjects’ responses. Storytelling is used to create
and mtpress the values ard beliefs of the org.nisations. These values and beliefs
are the ingredients of the organisation’s culture. Storytelling helps to reinforce
and entrench the culture of the organisation. The culture of the organisation is not
written in black and white except as policies and procedures, South African
managers (subjects) who promote the unwritten culture of the orgauisation to new
employees, stated that they use storytelling, This argument is supported by
Wilkins {1984) who points out that new employess enfecing the organisation need

a socisl map that wil yoint out dangerous as well as safe behaviours within the
| organisation.

Storytelling is usexd to put events into context, South Affican managers use
storytellingtoﬁcplainoertaindymnﬁcsthat occurred at a pariicular stage in the kife
of the organisation. Stories retrieve the past (kistory) and make the past 4 |
reference point for guidance in the present and in the fiture. - The past may be
decorated by failures or successes. These fallures or successes are communicated
to the employees of the organisation to enable them to see what happened in the
past so that employees can ensure that the good from the past is perpetuated and
the bad is dizcarded. So to keep the hisiory of the organisation alive and pass it to
new employess, snenagers extensively use stories to comvmnicate it.  History they
bélieve, helps employees « understand the organisation better. These resulis are
supported by Pacanowsky and O’Donneil-Trujilio (1983); Boje (1982) and Schein
{1983).
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in storytelling, heroes are created. In many organisations stoﬁes'am_about jeaders
or successful employees in the organisations. The present leadership uf the
orgenisation use these stories hoping that they will be juspirational to employees
(Martin and Powers, 1980). These stories acknowledge and communicate the
achievements of employees as leaders to other employees. Managers (subjesis)
believe that for employess to be inspired and be eager o achieve, they need 10 see
examples. Managers turn past achievements into stories and use them to inspire
others to achieve. These stories help to motivate employees to put in the & za
efforts required for best achievement. If employees ars highly motivated théy can

-~ also become innovative and develop new and better ways nf doing the job. . They
drive to meet their goals and targets. For thoze organisations involvedin
providing setvices to their clients, respondents believe that storytelling is used to

* instil good custoﬁaer services to .employeas. Mgrnagers {subjects) believe that if |
employees are motivated and inspired, they become committed and provide the
best services to customers.  These results are strongly supported by Martin and |
?owers {1983). |

Some matters are too complicated to be communicated effectively to employees
with vast differences such as language diversity, different levels of education,
different backgrounds and cultures, Matters such as mission statements ami
procedures based on foreign principies could be very complex for low level
employees in African organisations to understand. To effectively communicate
these matters, South African managers use storytelling becanse storytelling can
iflustrate and simplify complex matters so that understanding is created among the
workforce. Such understanding enables employees to identify themselves with
such statements and the organisation itself. These results are supported by
Wilkins (1984); Zemke (1990) and Wilkins (1983),
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- In addition to the above mentioned aims achieved by storytelling, South Aftican

managers added that they also use storyielling for educational purposes, especially
those in he training and educational Fields. Thesé managers (subjects) believe that
when the subject matter to be learned is illustrated in the form of the story it
becomes easy for employees or students to understand and remember (Matin aud
Powers, 1983).

Finally, South African managers {subjects) poitted oyt that they also use
storytelling in breaking down tnoulds as well as building relations between
management and employees and among employees themselves, especially for the
sake of bridging cultural differences, :

5.1.6 Proposition 3

The third proposition was stated as follows :

“That South African managén can identify the characteristics of good,
healshy stories and of good storytellers in organisations”

3.1.7 Questions used o test the third propositicic

“What are the characteristics of gend, healthy stories in organisations?” and
“What are the characteristics of good storytellers in organisations?”

tested the third proposition of this research.
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The subjects gave several characteristics of good stories. Following below is an
integrated discussion of such characteristics as given by subjects,

‘The South Afiicen managers who are subjects in this study feel that a good story
needs to be characterised by a reflection of truth and real ife situations init. It
should bs a story thet could help-peopla torelate to it. A good éiamy should be
brief and to the point. Most critically it should be relevant to the situation.
These results are supported by Mastin ef af (1983) and Breneman and Brenman
(1983). | |

Most of the subjects strongly agree that a good story must be simple and be casy
to understand by the target audience. Most importantly, a good and effective
story must be pitched at the intellectnal level of the particular andience. Stories
that are complicated, poorly narrated and beyond or below the intellectual level of
the audience nommally lose their effect and cannot achieve the intended purpose

- and aim. Br;aneman and Breneman (1983) strongly support these results.

A good story must also drew vpon the expenence of the audience and reflect upon
the history and ths founder of the organisation, A story must not betoldin a
vacuum or without a context, A story must evoke emotions and s feeling of
attachment and belonging. The andience must identify with the characters in the
story. Abstract and empty stories usually become impersonal to the audience,
hence they lose any meaning and fail to make an impact to the audience.

Subjects felt that even if  story is & myth, it must coniain an element of truth and
of reality. They further stated that the audience must not see the story as fiction
or as & far- fetched impossibility.
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A good stery must be easily befevable £nd tust identify with the roles the
audience play in real life situations and must assert the value system of the
organisation, Deal and Kennedy (1982) support thess resulis.

T these results, subjects stated that effective stories are stories that convey a morsl
- or alesson to belearnt. They snid the story must havé: ax impact on the audience
by changing things such a8 perceptions, assﬁmpﬁonsaéd stereotypes. If a story
cannothavemimpgctonﬂie'aﬁdienceﬂicybeﬁeveitisbettermttoteuit. These
* resyits also indicate that in essence, storytelling as a management technique must
be able to trangform the organisations and change certain attitudes. Stcries must
L able to sensitise people and reinforce a new culture. These results are
supported by Breneman and Brentman (1983), N

Subjects pointed out that the story must have & common meaning and evoke
emotions of both the storyteller and the audience. If there is no common lesson
dm‘ivedmxtofthastmyortha same story evokesdiﬁm'entmemahgs,thensucha
story camot be effective as a management technique.

The resulis indicate that & good story must contain bumour which is strongly
empliasized by Breneman and Breneman (1983). Tt must make people laugh at
themselves, it must be able to relieve tension and unlock some thinking and deep
introspection. However, such a story st still convey the intended message and
not just simply be a good joke to be forgotten immediately thereafter, The subjects
further belizve that a good story must be remembered long after it has been told, |
and must have a visible impact on the behaviour and sttitude of the audience.
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Most importantly, the results in&icate that & story must be 8 good sales piteh
because a storyteller is trying to sell an idea to the audlience. A good story mmst *
be sble to captivate thf; imagination of the audience. Its message should be clear,
and it should inspire the audience. |

All these chafacteristics are clearly reﬁe&ted in Breneman and Breneman (1983) “
framework contained in the Rosearch Proposal for this research, and this
framework was used for ennalysis in this report. Therefore, there is no doubt that
the theoretical framework ws quite appropriate, - .

The results indicate. that ta-be a good storyteller, the emphasis is on the storyteller B
" being fluent and logical when telling his / her story.  Secondly, the storyteller must

have a good sense of humour and understand iis / her audience well - this will help

thie storyreller to capture the interest of his / her andience and he / she will be able

to tell a story that is more relevant to the andience and the situation. Most wntera

sugh as Breneman and Brenman (1983); Martin ef af (1983) and Boje (1982)

support these results. ' |

5.1.8 Proposition 4
The fourth proposition was stated as follows:

“Fhat South African managers can identify specific examples of siories used
in their organisations”
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5.1,9 Question used t¢' test the fourth proposition
The fourth question (point 6) of the interview guide, viz. :
“Can yb:n 2]l a story about your particular organisation?”

The resuits indicate that all organisations do have stories it prevnil in them.
Such stories are known and used by some employees working for these
organigations, 9% of subjects were in 2 position to identify such stories in their

own organisations.

Though there were many themes generated, the results indicate that most themes
revolved around the history of the organisation, the success of the organisation,
individuals within the organisation and motivating employees. These resulis are
supported by Wilkius (1984); O’Rsilly (1989); Ferris ef 2l (1989); Smircich (1985)
et6, ‘The results indicate that an assumption could be made that storytelling s~
extensively used in addressing such themes in organisations.

These results support Martin et af (1983) theary that stories are started to address
specific questions within the organisation. Martin ef al (1983) questions re
reflected in Chapter 2. - o
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5. LESSONS FOR SOUTH AFRICAN MANAGERS

 The results clearly indicate that storytelling is extensively used in South African
organisations. Therefore, it is z‘eIéVam for South Afman managers to start taking
note of this technique and try to nmxnmﬂe its efficiency and establish its

The results assume that storytelhng, if used propetly, may overcome some of th;

uhique obstacler srevailing in South African organisations, such as language

diversity, low level of literacy; and could generate motivation in a fun and more
emjoyabie way. |

Based on the results, it woukd perhaps be a good idea for South African managers,
such as those identified as storytellers, to start training ¢ther managers who are not
perceived as storyviellers to be good storytellers. The black South Affican
workforcs, could easily identify with storytelling, because it is embedded ia Afiican
culture (Mbigi, 1993). | |

The results indicate that even though storytelling is extensively used as a
management tdol in South Aﬁic#, it is highly under-utilised due to lack of
knowledge and proper training (Chown, 1994). Storytelling, therefore zould
perhaps replace or supplement some of the management practices s~ methods
that are already in piace.

Based on the results of this resnarch and further analysis done, i will be more
appropriate to draw up conclusions of thiz research and also indicate areas for
further research. Chapter 6 focuses on these issues.
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CHAPTER SIX

' CONCLUSIONS AND RECOMMENDATIONS

6.1. INTRODUCTION

¥z conclusion, it can be stated that the testing of the propositions in this report
indicate that storytelling is well utllised in South Afiican crganisations. Therefore
the propositions of Lessem (1904) that storytélling competerce is an important
cémponent of current management practices, has been proved by these research
results to betrye, ' | '

62, HIGHLIGHTS OF THE RESEARCH
. Storytelling forms part of South African management.

* The use of storytelling is used on the agsumption that the workforce of South
African organisations seems to relate well to storytelling, -

* Sterytelhng can elimingte the problem of Innguage diversity charactensmg
South African organisations,

* Even though storytelling is being used in South African organisations, there is
still less official promotion of the technique in terms of training of managers to

usext
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6.3. RELEVANCE TO BUSINESS

" The results clearly show that storytelling is extensively used in South Affica &s
pert of management practices. They also indicate critical elemeants needed in
using storytelling effsctively. Changes facing South Aftica require a certain
Jevel of management skills which will aliow managers to manage effectively.
In addition to % 5 external changes, are the demands placed by the diverse
warkforce ete. Perhaps the use of storytelling which relates to all cultural
grouping without becoming ineﬁ‘ective. in the process, might assist mangers in
deating with management demands of the ninstess ineties, -

+  One of the major problems facing South African orgardsations is & kigh level of
illiteracy. This rescarch indicates that storytelling has been used to minimise
the problem of cotamunication prevailing in most organisations,

'+ Theeritical point of using storytelling is that stories used in organisation tieed
~ tobe the reflection of truth in order to be credible to the listener.

+  The research results also indicate that the most pronunent and successfal
business leaders in South Afiican organisaiions have been identified as leaders
who use storytelling &~ nart of their leadetstup repertoire by.the subjects, see
Table 11, Inthisv .rd their success is partly attributed to improved
commupnication through storytelling,

+  Htis clear from the research resulis that storytelling is used to repiace or
complement some of the existing management techniques in South Afiican
(business) organisations.
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6.4. RECOMMENDATIONS FOR FURTHER RESEARCH

There are several areas of interest which require further research because they
were not answered or addressed by this research,

1. Similar studies of storytelling could be conducted to:
- measure the effectiveness of storytelling
- identify the negative effecss of storytelling in South Aftican organisations

- establish ways and means of promoting the yss of s_toryt’el!ing'twmnghmt alt
South Afiican organisations

2. A study could be conducted beyond the PWV I'mundaries in order to allow
generalisation of the findings. |

3. A sty could be conducted to establish ways and means of training young
managers Lo use storytelling effectively and whether by the training organisation

problems are resol#ﬁl,eﬁ'ectivaness uchieved, etc.

4, A study into the effects of language diversity could be conducted,
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Because of time constraints, and other limitations this research was unable to
provide an answer to the question that was mentionsd in Chapter 1, ie. -at the'
level of management style or in their technique are South African managérs |
inspived storytellers or detached analysts? Managers could be storytellers or

 detached analysts af the same time. However, it is boped, that more clarity has
been given to storytelling and management in genesal. "hough storytelling is &
relatively new technique in terms of being practised cony iously in & more
professional way, this research has proved that its utilisation is quite extensive in

* the businessphere of South Afvica: and this relates well to the economy of the
country. B
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APPENDEX 1

STORYTELLING INTERVIEW GUIDE

Information on Research Subject:
NAME :
POSITION :
ORGANISATION :
DATE OF INTERVIEW :

INTERVIEW STRUCTURE

1. Thank the subject for agreeing to participate it the research. Mention to him /
her that the interview will be tape recorded for subsequent analysis purposes,
and that strict confidentiality will be maintained. _

2. Indicate to the subject that his / her colleagues have suggested that (s)hie is a
natural storyteller, who uses storytelling as part of his / hier leadership

- style. ' _

3. Ask the subject to comment on whether (s)he uses sterytelling consciously
and purposefully to achieve ertain aims, and if so, what these 2ims
specifically are. '

4, If the subject does not use storytelling consciously and purposefully to achieve
certain aimg, ask him / her to suggest what aims are potentially fulfiled by
storytelling.
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5. Ask the subject what (s)he believes are the ch,aractenstms of good stories in
organisations, o '

6. Ask the subject if (s)he can tell you & story about his particutar
organisation. :

7. Ask the sibject what (s)he believes are the characteristics of good
~ storytellers in drganisaﬁons.

8. Askthe subjéct if (s)he has come acr\'sss other leaders of organisations who
use storytelling as part of their leadership repertoire, and if so, who these
people are. -

9. Thank the subject for his / her time and commitment, and indicate to him / her
that they will receive a follow- up call from Pefer Christiz, lecturer in
Organisation Development and HRD at the Wits Business School, in the near-
future.
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- INTERVIEWED BY :

SIGNATURE :

SYNDICATE GROUP :

Keep this original plus the tape cassstte
for submission to Peter Christie.
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APPENDIXZ

PECPLE INYERVIEWED

Lipson, ..

Davis, L. Lenkas Group of Companies

Segel, 1. Pretoria United Hebrew Congregation

Horwitz, R, Improvair Holdings

Maister, 1. Yellow Pages _

Mhlophe, G. Zanendaba Storytellers

Mbigi, L. Nanpak

Mbabane, L. Co-ordinated Management

Nitshangase, W. PPAHWU

MacRobert, D, Get Ahead Foundation

Mogano, P. Get Ahead Foundation

Williams, J, Get Ahead Foundation

Nej, C. ITISA

" Naasing, T. Ksgiso Trust

Sunter, C. Anglo American

Mthembu, 1. Afgen

Klaaste, A. Sowetan

Venter, V.N. Sacol

Loopman, A. ITISA

Steyn, P, University of the Witwatersrand

Graham, D, Standard Bank

Du Chenne, A Supervision Food Services

Carver, 8. Mast -

Roseblade, M. Glacier Bearings

Cohen, N. Operation ﬁunger

Heyman, D, Beige Pharmaceuticals

Harpaz, 1. Autospares and Accessories & Carburettor C!ty _

Aran, A. Anglo American '

Richter, P, SA Labour Bulletin

Viljoen, Natbev

De Wet, A, Johannesburg City Council

Tomtinson, R. Nampak

Hofmeyer, L University of the Witwatersrand
Legal Aid Contre
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.~ Litabe, J.

. Moore, T.

" Dipico, M.
Lewenstein, N,
Pienaar, J,

- Bucholtz, C.
Orsimond, C.
Govdon, K.
Cockroft, D.
Brepnan, S.
Schneider, V.
Chilvers, G.

- Inzerelio, J.

Frost, T,

Vorster, L.

Boyd, 8.

~ Holgate, L.
Robinson, L.
Murais, J.

‘Kennedy, J.
Hofimeyer, G.
Jiyane, F,

Wharton- Hood, D.

Gooher, S.
Kitto, X.
d’Ymant, F.
Pincus, M,
Fait, R,
Honeyman, J.
Kani, J.
Gasner, R,
Ndaba, Q.
Oren, R.

- Tanzer,
Felsher, M.
Rarakhula, S.
Skosana, K.

~ Pick'n Pay

HL&H Mining Timber

African National Congress
Sha’arei Torah Nursery School
Hill High School -

Hill High School

Sandringham Figh Schoot

Micronised Products and Pegmin Mining

St. Francis College

$t. Anthony's Adult Education Centre

Blue Bird Nursery Sctool
Sun International

Sun infernational

Lonro

Bonaero Park Primary School
Anglo- Alpha Ltd
Johannesburg City Council
SAB Beer Division

Sandton Town Council
Deloitte and Touche

‘Deloitte and Touche

Khanya College

- Liberty Life

Trangvaal Education Department
Transvaal education “epartment
Sandringham High School

1820 Foundation

Symo Engineering Corporation
Civic Theatre

Market Theatre

Pieter Toerien Productions
Dorkey House

University of the Witwatersrand
Glenhaze! Shul

Ex Primary School Teacher
National Sotghum Breweries
National Sorghum Breweries
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APPENDIX 3

DEFINITIONS

P

This appendix cuntains the researcher’s definition of the concepts as used in this
report to classify the data for analysis purposes.

*

Generally Effective - the story being able to convey the mo-cage.
* Exp!anation - the story intended to explain something to aother person (s).
+ Behaviour - the story that deals with a ﬁerson(s) behaviour or manners,

+ Instructive - the story that is intended to instruct or convey a lesson to

another person.
« Bducation - the story that i intended to educatethe person(s).
* Comunicatioﬁ ~fhe story that is intended to impart knowledge or information.
+ Simplicity - the story that provides a condition of being simple.

« Culture - the story that gives customs, civilisation and achievements of the

organisation,

» Relevant - the story which provides facts, information and message that is

relevant to the audience.

Appendix | | Pags 82



+  Humour- the story thai is amusing to the ﬁeoplé. .

« Imagination - the story that allows people to use ixnaginaﬁﬁn.

. Histo:ﬁ - the story that reflects the past life of th_e organisaﬂoﬁ.
+ Credibe - the story that is believable to the audierice.

= Achievement - the story that shows the act of achieving.

*  Real - the story that is based on reality.

« Impressive - the story which is impressive or excite deep feeling to the

audience,
* Mot%vat.i(.m - the story that ins_pireé péﬁple to do something willingly.
« Success - the story that reﬂect‘s the accomplishment of the aims,
« Strategy - the story that gives g policy in business or orgar;isation.
* Foundgr - the story that talks about the person who started the organisation.

+ Sensitive - the story that takes other people’s feelings and situations into

consideration,
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