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WELCOME TO THE 22ND ANNUAL SIOPSA CONFERENCE 
 

Leading through innovation: navigating the new world of work 
 
The future is now, and the future of work is human… the innovative human. As behavioural 
experts we are invited to lead the innovation transformation. Innovation—the implementation 
of creative ideas—is one of the most important factors of competitive advantage in 21st 
century organizations (Kremer, Villamor & Aguinis; 2018). We are thus called to think 
divergently and creatively to transform the world of work through our influence on organisation 
strategy; culture; leadership; employee health and performance. We are called to ready the 
employee, leader and organisation to thrive in the new reality of work that is agile, fast-
changing and technology driven.  
 
Millar, Groth, and Mahon (2018) describe the new world of work as being a “disrupted and 
arguably unforecastable environment brought about by disruptive technologically driven 
product and business model innovation; the disruptive effect of new modes of applying and 
benefitting from technology and the disruptive effect of very rapid changes to the global 
business environment, driven both in the product market arena and as a result of 
governmental, regulatory, and social actions”.  
 
According to a survey of 800 Organisational Psychologists (SIOP; 2019) the top workplace 
trends prevalent in the new world of work include artificial intelligence; diversity, inclusion, and 
equity; working with big data; the “gig economy”; creating agile organizations; and work–life 
balance to name a few. Organisations are struggling to embrace this new world of work, 
leaders are struggling to create environments that cultivate innovation and employees are 
battling to remain relevant and ahead-of-the-curve. The call towards the IOP profession to 
support organisations, leaders and employees through innovative leadership and sound 
behavioural expertise and research, is clear.  
 
The 22nd Annual Conference of SIOPSA will provide IOP practitioners, behavioural experts, 
researchers, emerging psychologists and all interested stakeholders an opportunity to join the 
innovation conversation as we explore the following key themes: 

1. Teams & culture 
2. Wellness and health 
3. Employee experience and engagement 
4. Talent attraction, development and mobility 
5. Innovative leadership 
6. The neuroscience of innovation 

 
Through collaborative research and practice within and outside of the IOP profession, we 
invited strategic partnerships to contribute to “Leading through innovation: navigating the new 
world of work”. We invited contributions to this conversation from the fields of cognitive, neuro 
and behavioral psychology. We also invited contributions from cross-disciplinary fields such 
as innovation design, user experience design, project management and entrepreneurship 
which touches on design thinking, agile management, incubation project implementation and 
innovation technology to name a few.  
 
The 2020 conference includes reaching both practical and scientific experiences of 
participants who innovate daily with clients, academic institutions, organisations, teams and 
other industry leaders.  
 

Let’s lead the way… let’s be the change the business world needs. 
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MESSAGE FROM THE SIOPSA PRESIDENT 
 
 
At our very first SIOPSA conference theme launch, held on 30 
October 2019, we could never have predicted that we would 
be inviting you to join us in cyberspace for the first fully online 
SIOPSA conference. As we continue to be faced with a life-
threatening pandemic, our globalised world was turned upside 
down in just a few weeks, impacting our work life, personal life, 
and economy. Moving past the initial disruption we had to 
adapt to new ways of living and working and continue to be 
positive and inventive.  
 
Fortunately, SIOPSA remained strong during this period, by 
adapting to new ways of doing, and organising various 
continuous professional development events that have attracted many hundreds of delegates. 
Therefore, our purpose has remained constant, SIOPSA exists to serve its members and 
strives to create conditions in which IO Psychologists will be able to deliver efficient and 
effective services to the benefit of all in South Africa. The SIOPSA conference committee, 
2019/2020 Executive committee and the office continued to work hard during this time to adapt 
and prepare for the very first virtual SIOPSA conference.  
 
Our theme for this year’s conference is “Leading through Innovation: Navigating the new world 
of work”, in which IOP practitioners, behavioural experts, researchers, emerging psychologists 
and all interested stakeholders can join the innovation conversation through themes relating 
to: Teams and culture; Wellness and health; Employee experience and engagement; Talent 
attraction, development and mobility; Innovative leadership and The neuroscience of 
innovation. We are overly excited that our virtual conference has a diverse and exciting 
programme, with a mixture of live presentations and pre-recorded sessions. What is more, 
with the advantage of the online medium, is that we offer more additional benefits than ever 
before; such as more than 10 world-renowned keynote/main speakers, including from the US 
and Europe, 100 + speakers from all over the world, 60+ sessions, on-demand access to 
conference content for 60 days, as well as obtaining continuous professional development 
points.  
 
Furthermore, networking and interacting are important reasons to attend conferences, and 
you’ll find plenty of opportunities to do this on our virtual conference platform, our virtual demo 
corner and virtual exhibition stalls. Asking questions at live presentations has never been 
easier. This is a great opportunity to find out together how we can experience the new world 
of online conferences. We are confident that the quality of the conference will be as high as 
always, and the learning potentially even greater than usual.  
 
With this said, I am sincerely grateful to the members, our sponsors, partners, exhibitors, the 
2019/2020 conference committee, the conference committee volunteers, the SIOPSA office, 
and the 2019/2020 Executive committee for making all of this happen and for enthusiastically 
supporting the move to a virtual online conference. Together with the conference team, 
2019/2020 Executive committee and SIOPSA office, I welcome you to the online 22nd Annual 
SIOPSA conference. 
 
Dr Marissa Brouwers 
SIOPSA President 2019/2020  

Dr Marissa Brouwers 
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SIOPSA EXECUTIVE COMMITTEE 2019/2020 
 
 

Management committee 
President 2019/20       Dr Marissa Brouwers 

Past President 2019/20      Alison Felix Lodewyk 

President - Elect 2019/20      Dr Natasha Winkler-Titus 

Transformation        Vinia Masombuka 

Treasurer         Dr Danie Oosthuizen 

Secretary        Nompumelelo Shezi 

 

Portfolio committee 
Conference        Lome Koekemoer 

Marketing and Communications     Vacant 

Membership Growth and Services     Talia Talmud 

Professional Practice       Louise Coetzee 

SIOPSA Academy       Vacant 

SIOPSA Foundation        Wilme van Niekerk 

 

Regional Branch Chairs 
Western Cape Branch Chair      Lindy Emsley 

Eastern Cape Branch Chair      Claire Sponneck 

Johannesburg Branch Chair      Dr Xander van Lil 

Kwazulu-Natal Branch Chair      Christopher Beukes 

North West Branch Chair      Dr Melissa Jacobs 

North West (Vaal) Branch Chair     Sibusiso Mnxuma 

Pretoria Branch Chair       Illana de Wet 

 

Interest Group Chairs 
Coaching & Consulting Psychology (IGCCPSA)    Gail Wrogemann 

Applied and Organisational Neuroscience (IGAONS)   Ingra Du Buisson-Narsai 

The Systems Psychodynamics of Organisations (IGSPO)  Dr Inette Taylor 

People Assessment in Industry (IGPAI)     David Bischof 

Psycho-Legal Interest Group (IGPL)      Barbara Donaldson/  

Dr Sharon Munyaka 
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SIOPSA HONORARY MEMBERS 
 

Dr Andrew Johnson Dr Jopie van Rooyen 

Dr Leon van Vuuren Ms Shirleen Titus 

Dr Andre Westraat Mr Andre Lombard 

Ms Kasthuri Nainaar Mr Fred Guest 

Ms Manoko Ratala Ms Kim Dowdeswell 

Ms Nadene Venter Prof Andrew Thatcher 

Prof Anton Schlechter Prof Dirk Geldenhuys 

Prof Dries Schreuder Prof Frans Cilliers 

Prof Hennie Kriek Prof Hermann Spangenberg 

Prof Joppie van Graan Prof Karel Stanz 

Prof Leo Vermeulen Prof Llewellyn van Zyl 

Prof Marius Stander Prof Melinde Coetzee 

Prof Naas Raubenheimer Mr Stephen Renecle 

Dr Rod Le Roux Prof Theo Veldsman 

 

 

ABSTRACT BOOK COMPILATION 
 

Abstracts coordinator      Kirstie Meehan 

Abstract book compilation     Marissa Barnard 

Abstract book editing      Dr Marissa Brouwers 

Conference Programme design     Lome Koekemoer 

 
 

ABSTRACT SELECTION PROCESS 
 
The submission format, review process and acceptance of abstracts handled by the Abstract 

Review Committee of SIOPSA. All abstracts submitted for the conference were subjected to 

a blind review process. Abstract Review Committee chaired by Prof Leon De Beer, assisted 

by Dr Nicola Taylor, Kim Dowdeswell, Dr Dieter Veldsman, Dr Natasha Winkler-Titus, Dr 

Petrus Nel, Prof Chantal Olckers, Dr Herbert Kanengoni, Lome Koekemoer and Prof Melinde 

Coetzee.  
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PROGRAMME DAY ONE 
 

Opening by 2019/2020 SIOPSA 
President & Opening 
Ceremony 
 

Keynote Address: Anne Fulton 
Title: The Talent Revolution: Best 
Practices in Internal Talent Mobility for 
our New World 
  
We have a new talent economy that 
requires us to rethink our employee and 
talent experience to build a culture of 
transparency and fairness to ensure the 
future skills and workforce talent that the 
2020 world is demanding of us. Anne 
Fulton will share the top 6 mega trends that 
are driving this change, along with best 
practices in internal talent marketplaces 
and career mobility. Learn how a 
democratized talent experience can be 
delivered to drive talent agility in these 
unprecedented times. Best practices in 
supporting the career growth, opportunity 
connecting, and self-driven workforce 
reskilling can be delivered. A best-practise 
guide covering the ethical use of AI to 
ensure you are delivering on your business 
goals of Diversity, Inclusivity and 
Transparency will also be shared, along 
with what are the core components in an 
Opportunity Marketplace that supports 
your business outcomes. 
  
Anne Fulton is a leading talent futurist 
working in some of the worlds’ leading 
organizations and brands like Verizon, 
HPE, Coca-Cola and CVS and many more 
who are innovating on the employee career 
experience. She will share some stories 
from these organizations if time and 
interest, during the product experience 
tour. She is author of The Career 
Engagement Game – a blueprint for 
workforce agility, Organizational 
Psychologist and CEO of Fuel50. Josh 
Bersin describes Fuel50 as the leader in its 
thinking, conceptualization, and execution 
of the Talent Marketplace.   
  
We know that organizations are having to 
respond fast to a rapidly changing world 

and redeployment, furloughs and an agile 
workforce have never been more 
important. Anne will deliver insights into 
what a new-era “best in class” 
talent experience looks like today from 
FUEL 50’s internal talent mobility e-guide 
which will be shared after the session. 
 
Who should attend:    
This session will be appropriate for all HR 
professionals, particularly those with 
learning, development, and talent 
acquisition as their responsibilities. 
  
What you will learn: 

• Learn what best practise looks like in 
internal talent marketplace experiences 
today 

• Understand what some of the world’s 
largest and fastest growing companies 
are doing to support the internal talent 
mobility of their people. 

• Learn how to embed your D & charter 
into your organizations career mobility 
practices 

 
 

TEA BREAK / EXHIBITION 
 
 

Experiential learning as a catalyst in 
culture transformation 
Speakers: Dr. Natasha Winkler-Titus 
& Deirdre Jensen 
Type: Master Tutorial 
 
Gamification in management is currently 
informed by two contradicting framings or 
rhetoric: the rhetoric of choice architecture 
casts humans as rational actors and games 
as perfect information and incentive 
dispensers, giving managers fine- grained 
control over people’s behaviour. In 
contrast, the rhetoric of humanistic design 
casts humans as growth-oriented and 
games as environments optimally 
designed to afford positive, meaningful 
experiences. This view, fitting humanistic 
management ideas and the rise of design 
and customer experience, casts managers 
as “second order” designers. While both 
rhetorics highlight important aspects of 
games and management, the former is 
more likely to be adopted and absorbed 
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into business as usual, whereas the latter 
holds more uncertainty, but also 
transformative potential. (Deterding, 2019). 
Changing an organisational culture starts 
with changing individual behaviour. 
Changing behaviour has the daunting task 
of surfacing embedded beliefs and identity 
that inform our habits and drives our 
behaviour. How do you achieve that across 
multiple levels within an organisation of 
25000 people in dispersed locations 
speaking various languages etc.? The 
solutions require an innovative approach to 
applying science developed in different 
world context to work for our context. A  
well-designed transformational game could 
bring participants (players) to an unfolding 
narrative, with a construct to allow each 
participant to contribute towards the 
experience whether it is a story and/or a 
journey. This dialogical approach is 
enabled by the transformational game, 
which is focused on social construction and 
meaning making. 
 
We will describe our key elements to 
design a transformational game which 
serves as a catalyst for culture change: 
1. Team Leader Led 
2. Designing relatable narratives within 

the game journey 
3. Team dynamics foster energy and new 

insights 
 
Objective 

• Our master tutorial will have the 
following objectives: 

• Delegates to experience the 
methodology, and 

• Share learnings from a case study, and 

• Leave with tips and tools for 
application. 

 
Approach and methodology 
This session will be an interactive learning 
event, addressing knowledge elements on 
the topic but in a game-based approach for 
participants to experience first-hand. It will 
challenge practitioners to think critically 
about their current practices while 
encouraging an active debate around the 
topic. 
 
Reference 

Deterding, S. (2019). Journal of 
Management Inquiry, 28(2), 131-136). 
 
 

Learning at the speed of business 
Speaker: Ryno Zeelie 
Type: Master Tutorial 
 
Introduction/ rationale 
One of the biggest evolutions in modern 
business is the shift towards “A Learning 
Organisation”. The reason this has such 
significant impacts on the businesses is 
because with a culture of learning, and a 
mindset of “learner for life” the full capability 
of human potential is unleashed. But what 
if professionals in the field of people 
management could understand, in more 
detail, how to foster a culture of learning to 
enable Learning at The Speed Of 
Business. 
 
Objective 
The tutorial intends to share the principles 
of neuroscience, discuss how memories 
are formed and stored in the brain and what 
can be done enhance learning amongst 
adults, through:  
 

• Sharing the latest neuroscience 
research on learning principles. 

• Understanding how to apply the 
principles of neuroscience in learning 
and development practices and design 
learning efforts around these principles. 

• Exploring practical memory hacking 
tools that professionals can make use 
of especially in the learning and 
development space for employees. 

• Sharing actionable steps that I/O 
psychologists can take towards 
achieving the culture of “A Learning 
Organisation”. 

 
Methods/approach 
The tutorial draws on the research and 
knowledge of experienced professionals 
practicing in high performance 
environments and specializing in learning, 
development, and human behavior to help 
and empower the “learning” revolution 
within organizations.  
 
The session will be anchored in the 
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following theoretical frameworks: 

• Marr's Theory of The Hippocampus 

• The A.G.E.S. Model 

• McCall’s 70:20:10 Model for Learning 
and Development 

 
The session will mainly focus on 
experiential learning and practical 
application. The session aims to make use 
of the following learning approaches during 
the tutorial: 

• Gamified participation  

• Expert presentation and facilitation 

• Collaborative discussion groups 
 
Results  
Critical to enabling organisations to “Learn 
At The Speed Of Business”, is building a 
culture of learning. Actively developing the 
ability to absorb new information and apply 
it on the go is a progressive step to leading 
innovation. Forward-thinking, innovative 
leaders become experts at learning on the 
go and engrain it in every part of the 
business’ process. Creating a loop of 
feedback, learning and action that 
continually improves. Part of this learning 
agility that needs to become engrained in 
the culture involves regular reflection - 
screening every obstacle through the lens 
of a ”learner mentality” to encourage 
feedback and established a course of 
deliberate action to learn, improve and act 
in order to achieve an energised innovation 
culture. 
 
Conclusions 
Achieving a learning organisation starts by 
having effective learning strategies in place 
that energise and engage employees. This 
tutorial intends to spark ideas around how 
to create and structure learning content, 
deliver information and achieve the 
maximum learning retention through 
utilizing scientific based principles.  
 
 

Hello Alexa, what should I wear to 
work today?  
Speakers: Barry Vorster & Robert 
Sutherland 
Type: Master Tutorial 
  
Introduction/ rationale 

The emergence of digital assistants is 
already helping re-imagine how tomorrow’s 
employee will do their work. From planning 
their diary to giving detailed insight into risk 
and compliance, Cortana, Alexa, Siri and 
Google Assistant is already revolutionising 
what a day in the life of tomorrow’s 
employee will look like. The current master 
tutorial aims to explore the impact of virtual 
assistants on the employee and the 
working environment.  
 
The session will explore the applications of 
virtual assistants such as: 

• The mundane - Diary planning, 
scheduling, minute taking  

• The interesting - Make room bookings, 
schedule multiple participant meetings, 
parking bay bookings 

• The mind blowing - compliance and risk 
checking, legal and medical opinions, 
proxy representation at meetings. 

 
The session also aims to explore the 
impact of the following examples: 

• Alexa - prepare a presentation for me 
for a sales pitch to ... 

• Cortana - what is our global compliance 
risk if we buy a business in ... 

• Hey Google - please arrange a global 
board meeting in London for ... 

 
Finally, the session will conclude by 
outlining the practical considerations for 
IOP’s, behavioral experts and leaders with 
the rise of virtual assistants in the 
workplace. 
 
The session will refer to the latest research 
presented on artificial intelligence and the 
use of virtual assistants in the workplace 
(with special focus on research concluded 
by PWC). 
 
The session will contribute to the learning 
of the audience by exploring how leaders, 
IOP’s and behavioral experts can prepare 
for the implementation of virtual assistants 
as they enter the workplace.  
 
Considerations to be discussed will 
include: 

• Overcoming resistance, 

• Work redundancy, 
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• Tasks that virtual assistants cannot 
replace and the importance of human 
interaction  

• Integrating virtual assistants into 
existing processes and systems 

• The digital fitness that is required of 
employees with the rise of AI 

 
Conclusions 
Siri, Cortana, and Amazon’s Alexa are just 
a few common virtual assistants of today. 
Virtual assistants introduce simple 
programming meant to carry out relatively 
easy requests such as researching the 
internet, doing administrative tasks, and 
scheduling events. The future of these 
devices is going to look very different than 
what we have now, and virtual assistants 
will become a far more crucial part of our 
lives. Readying the workforce, the 
workplace, and the HR industry for the 
entry of these artificially intelligent 
assistants are a necessity as we move into 
the future world of work. 
 
 

Mediation for the IOP doing Medico-
Legal work  
Speakers: Marion Shaer 
Type: Master Tutorial 
  
Mediation is a process in which a neutral 
third party, facilitates the communication 
and negotiation between disputing parties 
with a view of the parties reaching a 
settlement agreement.  
The key principles are that mediation is: 

• confidential, meaning that what is 
discussed in the mediation cannot be 
disclosed outside of the mediation and 
the mediator will keep everything 
discussed confidential and will only 
convey what he/she has permission to 
convey to the parties; 

• without prejudice, meaning that what is 
discussed in the mediation cannot be 
used in any other forum and is 
inadmissible in court; 

• there is no agreement until it is written 
down and signed by the parties, at 
which point it becomes a binding 
contract; 

• a voluntary process, although as 
mentioned above parties contemplating 

litigation in the High Court must explain 
why they have decided not to use 
mediation before they litigate; 

• a process of negotiation for which all 
parties present in the mediation will 
have a mandate or authority to 
negotiate. 

 
Mediation is increasingly being used in 
RAF, personal injury and medical 
negligence disputes. Mediation is also 
used in the workplace following conflict 
between employees, resulting in stress and 
mental health issues. Industrial 
psychologists are well placed to become 
mediators and also to participate in 
mediations alongside their clients as 
experts and as support for their clients. 
 
The speakers would like to use this session 
at the conference to debrief a pre-recorded 
demonstration of a typical mediation, one 
in which a psychologist is present with a 
party. In this way they will demonstrate the 
skills of a mediator as well as the role of a 
psychologist. 
 
 

TRANSITION TIME 
 
 

Executive coaches' work 
experiences through a well-being 
and values lens 
Speaker: Beth Norden 
Type: Master Tutorial 
  
The primary objective of the study was to 
explore how executive coaches experience 
their work, as this has been largely 
unexplored in the coaching literature 
(Bachkirova, 2016; Grant et al., 2010; 
Schermuly, 2014). Both a wellbeing and 
values lens were applied to gain a better 
understanding of how coaches experience 
their work. The research questions 
addressed in the study were: What are the 
positive aspects and challenges coaches 
experience in their work, what strategies do 
they apply to sustain their wellbeing and 
what is the association between coaches’ 
wellbeing and values? A mixed methods 
research design was chosen to answer the 
research questions. Twenty executive 
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coaches comprised the qualitative sample 
and ninety-eight coaches comprised the 
quantitative sample. The qualitative 
component looked at coaches’ wellbeing 
and how these experiences align to Ryff’s 
(1989) six-component model of wellbeing. 
Strong support was found for the alignment 
of coaches’ wellbeing with the model. The 
quantitative component examined the way 
in which wellbeing and values are 
associated by using the PERMA-Profiler 
(Butler & Kern, 2016), based on Seligman’s 
(2011) model of human flourishing, and the 
Portrait Values Questionnaire (PVQ-RR), 
based on Schwartz’s (1990) model of 
human values. Inter-battery factor analysis 
(IBFA) confirmed the association between 
coaches’ wellbeing and values. Four 
factors were identified from the analysis, 
resulting in the identification of four coach 
profiles: good timers, traditionals, 
independents and achievers.  
 
KEY WORDS 
Wellbeing; eudaimonic; values, executive 
coaching, workplace coaching. 
 
 

Organisation design in the new 
world of work 
Speaker: Marthle du Plessis 
Type: Master Tutorial 
  
Introduction/ rationale 
Aggressive competitors are responding to 
market demands with extreme speed, how 
do organisations cope with this. The call for 
change to scale agile has become critical 
in an environment where businesses are 
facing complex organisational change. 
Agile is about turning complexity into 
simplicity. 
 
Objective 
This tutorial aims to: 

• Define agility in terms of the business 
world 

• Highlight the importance of being agile 
in a VUCA environment  

• Look at strategies to become agile 

• Explore contemporary operating 
models - why and what does it mean? 

• Explore how contemporary operating 
models are different from the traditional 

model, with a specific focus on: 
- Holacracy 
- Liquid model 
- Spotify 
- Discuss a sample agile 

(contemporary operating model) 
baseline plan 

- Discuss success factors of an agile 
transformation at the enterprise 
level 

 
Methods/ approach  
The speaker will refer to the SAFe Agile 
methodology as well as PwC's agile 
methodology 
 
Results 
After attending the session, delegates will 
have a clear understanding of the 
following:  

• Why Agile is not a "one size fits all" 
approach 

• The large operational and cultural 
changes that are required (for example 
new processes and roles, tools 
changes, alignment with non-
development processes like marketing 
etc.) 

• Specific Agile roles that require extra 
attention and coaching for successful 
implementation 

• The complexities that are involved in 
running a "two speed organisation”  

 
Conclusion 
The business world is experiencing more 
uncertainty and volatility than ever before. 
Businesses are left with the choice to either 
adapt or become irrelevant. By taking an 
agile approach to organisational 
challenges, companies are allowing 
themselves to be competitive and thrive in 
this VUCA environment. 
 
 

The talent analytics train is 
departing! Are we ready to play our 
role and where does block-chain fit 
in? 
Speakers: Charles Frederick Guest, 
Kim McCallum, Prof HJ Kriek, Marius 
Meyer & Jillian Monahan 
Type: Panel Discussion 
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Introduction and rationale 
Increasingly, organisations are investing in 
or upgrading their efforts in talent analytics. 
In this process, organisations are finding 
that they need multi-disciplinary teams to 
deliver insights that are actionable and 
address specific business questions.  
 
Organisations have realised that the 
massive amounts of people data they 
collect through HR and assessment 
systems, combined with data science and 
advanced technologies such as machine 
learning and artificial intelligence (AI), can 
help to make sense of human behaviour. 
 
Machine learning models are good at 
identifying patterns from data; however, 
you still need humans to interpret the many 
trends that big data analysis often lead to, 
and to pick those few data stories that 
answer some valuable business questions. 
To do this, it has become clear that 
effective talent analytics requires skills from 
Industrial Psychology, data science, and 
IT.  
 
Kaur & Fink (2017) explains that the work 
done in Talent or HR analytics falls into the 
following three broad subfunctions:  

• Data infrastructure and reporting to 
capture, store and report HR-relevant 
data and metrics. 

• Advanced analytics focused on data 
exploration, analysis, and modelling; 
and 

• Organisational research comprising 
scientific studies related to specific 
organisational problem statements. 

 
Objective 
This panel aims to discuss how Industrial 
Psychologists can contribute to each of 
these areas, and if we have the skills to do 
so. 
 
Methodology 
The panel, consisting of multi-disciplinary 
members from academia, data science, 
business and HR will address the following 
questions: 

• What type of work is being done in 
talent analytics and in which area of 
talent management can analytics 

contribute (e.g. employee engagement, 
building staffing plans, measuring 
training impact, developing predictive 
models for hiring, retention and 
attrition)? 

• What benefits and challenges have you 
found in working as part of a multi-
disciplinary team (e.g. different frames 
of reference, language or 
methodologies)? 

• What type of advanced tools and 
methodologies will be valuable in doing 
this work (e.g. R, Tableau, AI, network 
analysis) and is Industrial 
Psychologists ready to use them? 

• In working with people's sensitive data 
(psychometric data), data governance 
is critical. What legal and ethical 
challenges have you observed, and 
how can these be addressed? 

 
Practical contribution 

• Practical guidance from non-IOP's on 
how to work better in multi-functional 
analytics teams. 

• Gain insights on how to 'sell' the 
contribution of Industrial Psychology. 

• Learn which skills and tools to use and 
get training in. 

• Identify specific ethical challenges and 
possible solutions. 

 
Reference 
Kaur, J., & Fink, A. (2017). Trends and 
Practices in Talent Analytics. SHRM and 
SIOP. 
 
 

Defining the field of organisational 
neuroscience and its implications 
for organisational psychology 
Speakers: Ingra du Buisson-Narsai, 
Dirk Geldenhuys, Andrew Johnson, 
Rob Jardine, Stefan Botes & Jenny 
Venter 
Type: Panel Discussion 
  
Introduction  
Organisational Neuroscience is a nascent 
discipline that explores the neural 
correlates of human behaviour in 
organisations. It is best thought of as a 
paradigm or interpretive framework that 
sheds new light on existing problems.  
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However, it appears despite the claimed 
concreteness and rigour of this new 
science to improve organisational 
capabilities there is a lack of clarity about 
how it can be practically integrated with 
Organisational Psychology.  
 
Objective 
To contribute towards the debate in 
defining Applied Organisational 
Neuroscience and its integration with 
Organisational Psychology through a 
synthesis of findings from formal academic 
research, lead body publications, and 
consulting practices/conceptualisations in 
formal Organisations.  
 
Approach  
To discuss and debate emerging themes 
and thinking frameworks in Applied 
Organisational Neuroscience and what 
Neuroscience can (can’t) do for 
Organisational Psychology. 
 
Results  
The panel will debate current themes in 
Applied Organisational Neuroscience and 
its relevance to Organisational Psychology. 
This will include a brief synthesis of several 
disciplines, including Organisational 
psychology, Neuropsychotherapy, 
Organisational sciences, Behavioural 
economics, Cognitive psychology, and 
Social Cognitive and Affective 
neuroscience.  Ethical concerns will be 
covered including the errors in making 
causal connections between the brain and 
organisational behaviour phenomena, 
small research samples involved in 
neuroscience studies, lack of replication 
studies available and the lack of convincing 
application and implications of 
Neuroscience to Organisational 
psychology.  
 
Conclusion 
The panel discussion will aim to leave the 
participants with - (1) theoretical and 
practical insights into the current body of 
knowledge of Applied Organisational 
Neuroscience and its assimilation with 
Organisational Psychology (2) raised 
awareness of the ethical dilemmas 
involved (3) a thinking framework to 
contribute to conceptualising Applied 

Organisational Neuroscience in 
Organisational Psychology. 
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LUNCH BREAK/EXHIBITION 

 
 

Systems mapping for team 
coaching: the shadow system and 
the conscious system 
Speaker: Gail Wrogemann 
Type: Master Tutorial 
  
Introduction 
The world of work requires agility and 
adaption, and more effective teams to 
better manage complex stakeholder 
engagements and to fulfil successful 
solutions in the face of many uncertainties.  
Business environments are complex, 
requiring a balance of structure and 
consolidation, fluidity and innovation, 
equilibrium, and chaos, to stay at their most 
productive - aligned to organisational 
purpose and related tasks.  A deeper 
understanding of unconscious 
communications and how this could inhibit 
team functioning and disrupt this balance is 



 

  18 

useful. 
 
Objective 
There are several different team coaching 
methodologies. Some client situations 
require the emergence and articulation of 
unresolved unconscious processes to re-
align team work to purpose and task. 
Systems mapping as a methodology uses 
imagery, a psychoanalytic technique, to 
externalise internal unconscious ideas. 
This master class will outline these 
theoretical foundations and teach two team 
coaching methodologies.  
 
Methods/approach  
The theoretical foundation includes 
systems psychodynamics, complexity, 
context, and relational theories. These 
illustrate how defenses can be emerged in 
safe contained spaces (coaching 
processes) to allow previously unnamed 
anxieties to be grappled with. Unprocessed 
anxieties lead to defenses which can be 
seen in an over-reliance on structure and/ 
or distraction into ineffective chaos.  
 
Methodologies using systems mapping can 
lead to resolution of defenses such as 
splitting, projection and transference. The 
role of team coach is important - as 
transitional object and psychological 
bridge.  Such methodologies consider a 
phenomenological perspective and make 
use of multi-level hermeneutic 
interpretations. 
 
Results 
Systems mapping allows team members to 
integrate learning real time, to create 
constructive discussions, inhibiting the 
tendency to cycle around unresolved 
issues.  
 
Demonstration of these methodologies and 
their theoretical foundations means that 
delegates will be exposed to the value of 
depth psychology in team coaching, with 
some confidence to apply these 
methodologies in their own practice.  
 
Conclusions and relevance 
Teams that better manage complexity and 
cultivate a state of balance, can organise 
themselves for clarity of vision and 

direction. This is a business imperative. 
Team coaches need adequate skill to 
understand the unconscious processes in 
action and create coaching processes for 
integration and resolution. 
 
 

Are we complicit in our oppression 
at work? 
Speaker: Dr Sane Moleko & Dr 
Ruwayne Kock 
Type: Master Tutorial 
 
Marginalised professionals such as 
devalued racial-ethnic groups, and women, 
often struggle to construct positive, 
authentic work identities. While authenticity 
at work is important for marginalised 
professionals, we know little about how 
they construct authentic work identities. 
This Masterclass uses a qualitative study 
by Dr Kock and mixed-methods study by Dr 
Moleko to focus on understanding how 
marginalised professionals configure their 
multiple identities to operate authentically 
in South African organisations. In the 
Masterclass, we focus on three identity 
management strategies used by these 
professionals and consider the personal 
and ethical dilemmas faced in constructing 
their work identities.  
 
First, we review the implications of 
differentiation identity tactics on 
internalised oppression at work.  
Second, we elucidate how integration 
identity tactics may facilitate a sense of 
belonging at work but also contribute to 
oppression by others at work.  
 
Third, we propose balance identity tactics 
to formulate of a coherent sense of multiple 
identities at work. Overall, the Masterclass 
serves to encourage participants to embark 
on self-discovery journeys to be their best 
selves at work. 
 
 

An innovative response: employees 
and teams in a post-COVID-19 world 
Speakers: Prof. Theo Veldsman 
Chris Havrilla; Shirleen Titus; Scott 
Smith Lome Koekemoer 
Type: Panel Discussion 
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While the spread of COVID-19 continues, 
the wide spread impact of strict lock down 
measures have changed the way we 
perceive work worldwide. The global 
economic shock has disrupted 
organisations, leaders, and employees 
alike.  
 
Human Capital Management is undergoing 
a major transformation. Having risen to the 
level of business partner in many 
organizations, HCM professionals are 
challenged to lead through innovation as 
they navigate the new world of work. They 
are called to embrace agility, diversity and 
inclusiveness, data analytics, technology 
and artificial intelligence, cross-functional 
collaboration to name but a few, to help 
position their organisations for success. 
During this panel discussion, leading 
experts will explore the impacts of the 
pandemic on the world of work as well as 
optimal ways for human capital 
management professionals to manage the 
impact of COVID-19 on the global 
workforce. Panel members will provide a 
global, best-practice perspective on 
various employment issues amidst the 
spread of the novel coronavirus.  
 
 

TRANSITION TIME  
 
 

Main Speaker: Chris Havrilla 
Title: The social enterprise at work: 
Paradox as a path forward 
Deloitte 2020 Global Human Capital 
Trends 

 
In today’s transformed world, can C-suite 
leaders rise to the challenge to remain 
distinctly human in a technology-driven 
world? We believe the power of the social 
enterprise lies in bringing together these 
seeming opposed forces—technology and 
humanity—calling on organizations to 
make three bold shifts to create a new 
sense of purpose, potential, and 
perspective. 
 

The Deloitte 2020 Global Human Capital 
Trends report offers organizational leaders 
a sustainable path forward that helps put 
the social enterprise to work—creating 
lasting value for people, organizations, and 
society. The path starts here… 
  
Chris works with business and HR leaders, 
as well as solution providers, on radically 
improving people strategy, technology, and 
leadership for organizations. She 
laughingly describes herself as a talent, 
technology and Future of Work 
"whisperer”. She’s a Human Resource 
Executive® & HR Technology Conference 
Top 100 HR Tech Influencer, with a unique 
blend of technical, HR practitioner, 
business and vendor experience. Chris 
graduated UGA with a degree in MIS, 
concentration in AI. She loves figuring out 
how the latest trends and innovations in 
data, tools, and technology can help 
change the face of HR and the world of 
work and worker experience. 
 
 

Main Speaker: Scott Smith 
Title: Elevation of the role of talent 
selection, assessment, and 
development in the age of COVID 
  
The seeds of the need for better talent 
selection, assessment, and development 
process and tools were planted decades 
ago.  Organizations have spent the better 
part of 20 years making varying 
advances.  Despite those advances they 
have often encountered a common 
barrier... business adoption.  But that all 
changed in the spring of 2020, and by the 
looks of things, the need for even more 
advancement is on the horizon.  So what 
are organizations thinking about how they 
will hire people?  When and whom will 
return to a physical workplace?  How will 
they assess and develop their top 
talent?  Russell Reynold has been working 
with leaders from top organizations on 
those very questions. 
 
 

TEA BREAK / EXHIBITION 
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Main Speaker: Diana Styles 
 
Title: How to build Readiness and 
Resilience in a Disruptive 
Environment 
 
Preparing yourself, your teams, and 
the organizations you support to be 
ready for the unpredictable. 
 
Disruption can come from anywhere – 
innovative technologies, political unrest, 
economic fluctuations and, as in the 
present moment, unprecedented historic 
global turmoil.  
 
We will explore how the way individuals as 
workers, leaders, and human beings act in 
times of uncertainty will determine an 
organization’s ability to remain competitive 
and relevant in the future.  
 
We will also discuss the less tangible, more 
emotional factors like loss of autonomy, 
behavior change and culture change and 
how they impact the employee experience. 
This is where resilience comes in. 
 
We emerge from every disruption changed 
but with resilience we come out stronger 
and better for it. I will share how to build a 
resilient and agile workforce that can help 
drive organizational success by creating 
transformational readiness and adaptability 
even in the most challenging and disruptive 
environments. 
 
How to build readiness and resilience in a 
disruptive environment.  
 
 

Main Speaker: Nigel Guenole 
 
Title: Scoring keys and 
measurement models not required: 
Gradient boosted scoring of 
situational judgment responses. 
 
Situational judgment tests are a 
measurement method that usually 
measures heterogeneous content with 
moderate predictive validity. Researchers 

have focused extensively on how to 
improve their relations with performance.  
 
Methods that do that best so far have been 
criterion keying approaches borrowed from 
the biodata literature, where the ‘correct’ 
response is the response with the strongest 
correlation with performance.  
 
Until now, however, efforts have focused 
on traditional psychometric methods. In this 
paper, we examine the effectiveness of a 
new machine learning algorithm, a gradient 
boosting method called CatBoost.  
 
We show that this method easily 
outperforms traditional empirical keying in 
accuracy of performance predictions in a 
large data set.  
 
The question, however, is why. We 
demonstrate that the increased accuracy is 
achieved by increasing the cognitive 
saturation of boosted SJT scores. We 
focus on implications of this practitioners 
working in talent acquisition that are 
concerned about the diversity validity 
dilemma.  
 
This is a collaborative project with Jeff 
Weekley at University of Dallas, and Paul 
Tiffin and Lewis Patton at University of 
York. 
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PROGRAMME DAY TWO 
 

Welcome & Abstract Review 
Process 
 

Keynote Address: Prof. 
Andrew Thatcher 
New forms of work in the new world of 
work: psychological implications for a 
post-Covid world 

 
In this keynote presentation I will present 
my ideas about the challenges associated 
with emerging forms of work for South 
Africa and how these transitions have been 
accelerated by the arrival of Covid-19.  The 
presentation will be built around the work 
psychology implications of three 
interrelated factors: new forms of 
casualisation in the world of work; 
technology, AI, and the digitisation of work; 
and emerging threats associated with 
unemployment. I will explain the 
implications for I/O psychologists and the 
study of work psychology for each of these 
three factors individually, and then show 
how the complex interplay between these 
factors produce particularly acute concerns 
for a post-Covid South Africa. 
 
 

TEA BREAK/EXHIBITION 
 
 

AI Implications for IO psychology: 
Will personality questionnaires 
survive the test? 
Speaker: Hennie Kriek 
Type: Master Tutorial 
  
Introduction/rationale 
That artificial intelligence (AI) has 
implications for the field and practice of IO 
Psychology is undeniable, with AI and 
machine learning the number one mention 
for the second year in a row in SIOP’s 
annual workplace trends survey (SIOP, 
2020). Similar to the challenges and 
opportunities presented by evolving 
technology with matters such as the advent 
of unsupervised internet testing and 
mobile-delivered assessment 

methodologies, it is important for IO 
Psychologists to be involved and guide AI-
enabled applications to ensure effective, 
efficient and fair practices ensue. 
 
Objective 
This paper reflects on the current state of 
play of artificial intelligence and machine 
learning applications within the context of 
personnel selection practices and Explores 
potential futures that have critical 
implications for the IO Psychologist in 
South Africa. 
 
Session outline 
This master tutorial is divided into four 
sections: 
 
 
1. To open the session, a grounding in AI 

will be given, looking at the past and 
present state of AI, different types of AI 
technologies, and practical applications 
in everyday life. 

 
2. With the background in place, 

consideration will then be given to 
different applications of AI in talent 
management, with specific focus on 
uses within the context of personnel 
assessment and selection decisions.  

3. The presenter will then reflect on the two 
major – and opposing – approaches 
currently seen in incorporating AI in 
personnel selection practices. The first 
seeks to streamline and enhance 
current practices with the inclusion of AI-
driven technologies, while the second 
attempts to utilise machine learning to 
replicate and replace the results of 
current assessment practices. 

4. Finally, the implications of the current AI 
applications in personnel selection 
practices will be explored, and the 
session will conclude with an 
extrapolation of the future view for AI 
and IO Psychology practices. 

 
References 
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Alignment of the South African 
educational system with the 
business needs of the Fourth 
Industrial Revolution 
Speakers: Karissa Govender, Rob 
Macaulay, Cathy Sims, Prof. Theo 
Veldsman, Shazia Labhadur & 
Aneesa Ameer 
Type: Panel Discussion 
  
Introduction/ rationale 
The 4th Industrial Revolution has become 
synonymous with science, technology, 
engineering and mathematics, the 
combination of which has led to a gradual 
yet dramatic shift in the way in which we 
conduct business and remain competitive.  
The future is about innovative, 
personalised and purposeful experiences 
enabled and enhanced through data 
analysis, augmented reality, and robotics. 
(Unily, 2019) To remain competitive, 
organisations are starting to re-evaluate 
their client and employee experiences, 
ensuring that relevant business models 
and skillsets are put in place to achieve 
this. (Singularity Hub 2020). 
 
Experienced individuals and graduates 
with a technically strong STEM focused 
background are becoming highly attractive. 
In addition, leadership skills that facilitate 
innovation, team dynamics, problem 
solving, creativity, critical thinking, and 
interdisciplinary learning become valued.  
Recent literature suggests that the jobs of 
2030 do not yet exist, creating an 
impending reality around the rate of 
change! Predictive analytics outlining 
unrecognizable job titles has left many in 
the organisational psychology and human 
capital profession uncomfortable yet 
excited about how the skill requirements 
will change and the need to prepare for 
such (Anderson, 2018).  
 
As the demand for these skills increase and 
organisations compete to attract them from 
very small talent pools, one must consider 
the alignment of the South African 
Education System to produce and reskill at 
an acceptable rate and globally competitive 
standard (Veldsman, 2019). In addition, we 
must consider traditional curriculum design 

from primary to tertiary levels, student 
facilities, training costs, sponsorship, and 
institutional expertise to name but a few. 
Furthermore, the disparity in quality of the 
South African educational system as well 
as a traditional culture of academic 
recognition have a compounding effect. 
(Shay, 2017) 
 
Objective 
As organisational psychologists, human 
capital professionals, consultants and 
businesspeople, it is our responsibility to 
assist in creating this alignment.  
 
The current panel discussion aims to 
discuss the reality, implications and 
possible solutions that need to be put into 
place to address the abovementioned gaps 
with a specific focus on: 
 

• The predicted skills requirements of 
future jobs 

• The current youth unemployment rate, 
compounded by the rising skills 
shortage experience when 
organisations search for new 
employees  

• The educational requirements to 
prepare the younger generation for the 
future world of work and the shifts that 
are needed to ensure a future-fit 
educational system 

• The role of the human capital 
profession in influencing and driving the 
above-mentioned shift  

• Practical ways to teach key (future-fit) 
skills within schools to ensure a digitally 
transformed future workforce. These 
skills include: an innovation mindset, 
entrepreneurship, learning-agility, 
digital savviness, emotional 
intelligence, and critical reasoning to 
name a few. 

 
Methods/ approach  
The panel draws on the research and 
knowledge of experienced professionals. 
The panel discussion will therefore be 
based on the real-life experience of each 
speaker to allow listeners the opportunity to 
learn from practical solutions that have 
been applied in each instance. 
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Results   
At the conclusion of this discussion, 
participants will: 

• Have an informed understanding of the 
educational requirements that are 
posed to schools to deliver a future-fit 
workforce (including the challenges 
faced by most South African schools in 
delivering the above) 

• The role that human capital 
professionals can play to support 
schools, students, and education 
institutions from the grassroot levels 
upwards 

 
Conclusions 
Human Capital interventions are often 
focused on finding (reactive) ways of 
developing a workforce that can navigate 
the changing environments within which it 
needs to thrive. But little focus is placed, on 
taking a more proactive approach to this 
problem by focusing on the development of 
the future generation. The 2020 State of 
the Nation Address by President Cyril 
Ramaphosa confirmed that the youth 
unemployment rate now stands at 40%, 
confirming the desperate need for 
organisations and professionals alike to 
prioritize the urgent development and 
upskilling of the younger generation.  
 
 

Pillars of humane workspaces in a 
changing world of work 
Speaker: Dr Jerry M Gule 
Type: Master Tutorial 
 
The world of work has seen breath-taking 
changes and inventions since the first 
industrial revolution in the late 1700s into 
the mid-1800s. The onset of the new 
industrial revolution dubbed the “Fourth 
Industrial Revolution” (or 4IR) which has 
been underway since the early 2000s is 
promising even deep, systemic and 
profound changes of work, how it is 
performed, what and who performs, 
interfaces in work processes, of both “man” 
and machine as well as machine-to-
machine learning as digitization takes root 
and gets more entrenched.   
 
New technologies being introduced 

because of new inventions and innovations 
are bringing fundamental changes to not 
only work but to how people live, socialize, 
interact and relate to one another and with 
those in authority. These changes require 
a complete overhaul of the definition of 
work and workplace.  They also have 
implications for how workplaces are led, 
managed, organized and how contracts 
are structured so that people find 
workplaces humane and are spaces where 
they can genuinely connect and work to live 
their purpose and realize their full potential.  
 
Yet, it is also true that the new world of work 
is a world that is technologically 
connectivity but is simultaneously 
producing a generation of very lonely and 
isolated individuals. These feelings of 
being “alone” but technologically 
connected leads to “stressed out” people 
making it imperative that workplaces 
become “Centers of Humaneness”. 
Therefore, within the workplace leaders 
and their teams can become critical pillars 
of support that ensure people coming to 
work in organized environments find these 
humane and full of positive energy to 
enable them to thrive and perform.  
Scholars and researchers have through a 
variety of studies and investigations been 
able to make a case for why it is important 
for leaders and managers to create 
conducive conditions to enable individuals, 
teams and entire organizations to become 
high performing over long periods. In short 
no matter the stage of the industrial 
revolution the caliber of leaders and people 
in that revolution make a difference as to its 
success or failure.  
 
The OBJECTIVES of the presentation 
shall be as follows: 
 
Firstly, to illustrate through examples of 
how work and workplaces have evolved of 
over the last while because of technological 
and social developments.  The positive and 
negative effects or impact brought about by 
such changes or evolution of work has had 
on people (workers) and society in general 
will be highlighted. 
 
Secondly, to provide an overview of a 
roadmap necessary for creating 
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harmonious and humanizing the workplace 
to sustain people and organizations in the 
long-term. 
 
Thirdly, to make a call to action for 
unapologetic and supportive leaders who 
are imbued with integrity, authenticity and 
competent manage and drive “work 
ecosystems” for sustainable and positive 
outcomes at work and in society. 
 
Fourthly, to make the case for 
professionals and professional bodies to 
become agile and to work in collaboration 
in order to uplift professional conduct and 
standards across sectors and the 
economy.  
 
RATIONALE for Presentation 
If, as it has been predicted, that work in 
general and the world of work in particular 
will continue to be volatile, uncertain, 
complex and ambiguous (refer 
www.impactinternational.com) then it 
stands to reason that there must be a 
closer interrogation of what and how 
leaders and managers do in the workplace 
to make sure that work continues to be 
done in dignity and is satisfying and value 
adding to all concerned. In the presentation 
I will argue that workspaces (traditional and 
modern) should be made humane or 
humanized because empirical studies and 
anecdotal evidence point to the modern life 
becoming more and more isolationist and 
lonely despite the fact that people are 
connected 24/7 on social media and other 
platforms.  Wellness and Mental Health 
studies indicated that these feelings of 
being isolated in the super connected world 
are leading to increased incidents of death 
by suicide and total social dysfunction.  For 
instance, TIME, 14 June 2019 reported that 
“more millennials were dying “deaths of 
despair”, “drug-related deaths increased by 
108% among adults aged 18-34 while 
alcohol-related deaths increased by 69% 
and suicides increased by 35%” (Centre’s 
for Disease Control and Prevention). It is 
said that millennials are showing symptoms 
of being socially disconnected, are 
depressed, and successfully commit 
suicide more than any other generation.  
Therefore, it would be a great disservice to 
the next generation if current leaders fail to 

act to change the discourse and trajectory 
of today’s and tomorrow’s workspaces by 
understand the main pillars for creating 
humane workplaces.  
 
References/Methodologies/Models 
 
In this presentation I will refer to the works 
of Stephen Covey especially the Speed of 
Trust and 13 Trust Behaviours that leaders 
must exhibit to engender sustainable trust 
in the workplace.  I will also refer the work 
of Evan W. Carr, Andrew Reece, Gabriella 
Rosen Kellerman and Alexi Robichaux on 
The Value of Belonging at Work”, (Harvard 
Business Review, 16 December 2019.  
This works points to the importance of 
employees feeling that they belong and 
have psychologically safety at work is a big 
factor on how people perform. Simply put 
Maslow’s Hierarchy of Needs also has 
reference in discussing the need to create 
humane workspaces.  
 
The employee engagement and/or 
experience movement also has a bearing 
in understanding the importance of shifting 
the paradigm of the workplace from a 
traditional construct to a modern and more 
sustainable model that caters to the whole 
being or person. Reference will be made to 
the factors accounting for positive 
employee experience at work. Also, the 
Great Place to Work framework will inform 
the presentation 
 
There are THREE MAIN CONCLUSIONS 
that can be drawn from the 
presentation. 
 
First, leaders through their words and 
actions can create humane and people-
friendly workspaces or totally toxic 
environments where unethical, 
dysfunctional and debilitating conditions 
thrive.  
 
Second, in the new world of work that is 
technologically and digitally driven where 
governments or public institutions including 
politicians are getting less and less trusted, 
corporates and small enterprises must take 
up the mantle and do more than just garner 
profits and exploit labour but must create 
conditions that sustain the whole being. 
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This is more so as failure of enterprises 
have a devastating impact on whole 
communities and different value chains 
both locally and globally because of the 
connectedness of economies.   
 
Third, workspaces must be places of 
healing and thriving for humans who in their 
own social spaces will increasingly be 
isolated.  The workplace is where people 
will find community and leaders must make 
sure that they make this community 
harmonious and functional.  
 
 

TRANSITION TIME  
 

 
South African Personality Inventory 
(SAPI): Preserving the status quo 
and continuing the legacy 
Speakers: Jan Alewyn Nel, Carin Hill 
& Leon de Beer 
Type: Symposium 
  
Introduction  
The SAPI was initiated to overcome the 
challenges of personality assessment 
practices in the South African context. It 
aims to discover the indigenous meaning of 
personality in South Africa, and to develop 
a culture-free, unbiased measurement. 
Prof. Deon Meiring, Prof. Ian Rothmann, 
Prof. Deon de Bruin and Prof. Fons van de 
Vijver were the founders. In later years, 
Prof. Rothmann and Prof. De Bruin moved 
on towards other projects while Prof. 
Meiring and Prof. Van de Vijver continued 
as the main collaborators of the project. 
Sadly, both passed away during 2019. The 
project continues on with Prof. Leon de 
Beer (NWU), Dr. Velichko Fetvadjiev 
(University of Amsterdam), Prof. Carin Hill 
(UJ) and Prof. Alewyn Nel (UP).  
 
Purpose 
The aim of the symposium is to bring 
homage to the past developments, give a 
synopsis of current projects, and share the 
vision for the future of the SAPI. The latest 
results pertaining to the SAPI are 
presented. 
 

Method 
Various methodologies of the SAPI utilised 
in past research are recapped, and current 
methodologies are explained. 
 
Results 
While past research is summarised, the 
latest English version of the SAPI is 
discussed. The results revealed that the 
model was a good fit to the data and that 
the SAPI factors accurately represent 
personality in a multi-cultural context. 
Different translated versions of the SAPI 
are also presented. While a model fit was 
attained for the various studies, various 
SAPI facets did however not always load 
significantly on the correct factor. 
 
 
Conclusion 
Assessment practitioners should be 
cautious in constructing and using 
personality assessments, especially in the 
diverse environment of South Africa. This 
study advances the processes surrounding 
indigenous test development through the 
establishment of a personality model and 
measure that encapsulates personality 
traits exhibited in a multi-cultural context. 
 
The following studies will be presented in 
this proposed symposium: 
 

• South African Personality Inventory: A 
review of 15 years of cross-cultural 
personality research 

• Psychometric evaluation of the English 
version of the South African Personality 
Inventory 

• Item and construct evaluation of the 
translated versions (Afrikaans, isiZulu 
Setswana, Southern Sotho, and 
Tshivenda) of the South African 
Personality Inventory (SAPI) 

 
 

South African Personality Inventory: 
A review of 15 years of cross-
cultural personality research 

• Nel, J. A. (University of Pretoria) 

• Hill, C. (University of 
Johannesburg) 

• De Beer, L. T. (North-West 
University) 
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• Fetvadjiev, V. H. (University of 
Amsterdam) 

 
Rationale 
The diverse work environment of South 
Africa demands an increase in the 
importance of languages and cultural 
sensitivity in assessments. Since the 
project’s inception 15 years ago, the South 
African Personality Inventory (SAPI) 
utilised various approaches to establish a 
fair, unbiased, and culture-free personality 
assessment. 
 
Objective 
The overall objective of the SAPI is to 
develop an indigenous (i.e., not “imported”) 
personality assessment that can be used in 
the eleven official South African languages. 
The purpose of this presentation is to 
provide an overview of research conducted 
over 15 years pertaining to SAPI, and to 
give a summary of current projects and 
planned projects. 
 
Method 
A review of completed SAPI research is 
conducted and future ideas are given 
pertaining to the SAPI. The methodologies 
utilised in the earlier phases (i.e. modified 
lexical approach; combined emic-etic 
approach) and later phases (i.e. pertaining 
to item development and analysis; 
construct validation and more) will be 
recapped. 
 
Results 
The progress and refinement of the initial 
nine personality cluster structure towards 
the current six personality cluster structure 
will be summarised. Challenges pertaining 
to the project encountered during the past 
15 years are discussed, and implications 
for future research are provided. 
 
Conclusion  
In South African, assessment practitioners 
should be cautious in constructing and 
using assessments, and the SAPI project 
aimed to overcome this by being sensitive 
to language and culture elements by 
developing a culture-free and unbiased 
assessment. 
 

Psychometric evaluation of the 
English version of the South African 
Personality Inventory 

• Morton, N. (University of 
Johannesburg) 

• Hill, C. (University of 
Johannesburg) 

• Meiring, D. (University of 
Pretoria) 

• Van de Vijver, F. J. R. (Tilburg 
University) 

• De Beer, L. T. (North-West 
University) 

 
Introduction 
Most psychological measuring instruments 
developed in Western, educated, 
industrial, rich, democratic (W.E.I.R.D.) 
countries have been found to inadequately 
capture and represent personality outside 
the borders of these countries. 
Consequently, culturally informed, or 
indigenous measuring instruments need to 
be developed. 
 
Research purpose 
This study aimed to inspect whether an 
overlap exists between the empirical data 
obtained and the theoretical six-factor SAPI 
framework, providing evidence for an 
indigenous personality structure in a multi-
cultural context. 
 
Motivation for the study 
Psychological professionals in South Africa 
have been criticised for using culturally 
biased instruments that do not display an 
accurate representation of the 11 official 
cultural groups. The South African 
Personality Inventory (SAPI) aims to 
address these criticisms, highlighting the 
importance of establishing the cultural 
applicability of the model through model-fit 
analyses. 
 
Research approach/design and method 
A quantitative, cross-sectional design was 
used to administer the SAPI-English 
version to a sample of employed, 
unemployed and employment seeking 
South Africans (N = 3912). Exploratory 
Structural Equation Modelling (ESEM) was 
used to model the data. 
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Main findings 
The results revealed that the model was a 
good fit to the data and that the SAPI 
factors accurately represent personality in 
a multi-cultural context. 
 
Practical/managerial implication 
Using a well-researched indigenous 
personality assessment like the SAPI can 
assist South African organisations to fairly 
and reliably assess people across the 11 
official cultural groups. 
 
Contribution/value-add 
This study advances the processes 
surrounding indigenous test development 
through the establishment of a personality 
model and measure that encapsulates 
personality traits exhibited in a multi-
cultural context. 
 
 

Item and construct evaluation of the 
translated versions (Afrikaans, 
isiZulu Setswana, Southern Sotho 
and Tshivenda) of the South African 
Personality Inventory (SAPI) 

• Hill, C. (University of 
Johannesburg) 

• Nel, J. A. (University of Pretoria) 

• Grib-Bellingan, C. (University of 
Pretoria) 

• Hlahleni, M. (University of 
Johannesburg) 

• Legodi, L. (University of 
Johannesburg) 

• Mogoti, I. (University of 
Johannesburg) 

• Oosthuizen, H. (University of 
Pretoria) 

 
Objectives 
This study examines the psychometric 
properties of two indigenous language 
versions of the South African Personality 
Inventory, targeting the Afrikaans, isiZulu, 
Setswana, Southern Sotho and Tshivenda 
languages. 
 
Methods 
Each study was done in South Africa 
among five languages (approximately N = 

1200) thus far (Afrikaans, isiZulu, 
Setswana, Southern Sotho, and 
Tshivenda). Exploratory Structural 
Equation Modelling was used to analyse 
the data. 
 
Results 
Model fit was attained for the various 
studies. The various SAPI facets did 
however not always load significantly on 
the correct factor. 
 
Conclusions 
While construct validity for various 
language versions was obtained, the 
language in which a person completes a 
personality questionnaire seems to 
influence the factor structure of such an 
assessment. 
 
Public Significance Statement 
This study suggests that, despite the care 
taken when developing a personality 
instrument that represents major language 
groups in a specific country, once the 
instrument is translated into those 
languages, the initially proposed manner in 
which personality items will cluster together 
may differ across language versions. 
Practitioners should be careful to use 
translated personality measures unless it 
has been proven to represent the same 
factor structure as the original version. 
 
 

Innovative Self-Leadership in the 
Future World of Work 
Speakers: Vanessa Carstens & 
Jessica Tecklenburg 
Type: Master Tutorial 
  
Introduction/ rationale 
The way we live, work and interact with the 
world is fundamentally changing. As 
human resource and behavioural 
specialists we need to be able to identify 
the possible challenges and opportunities 
which may arise in the future world of work 
(FWOW). As team members, consultants, 
or leaders we need to ensure those around 
us are equipped and we ourselves are 
equipped.  
 
Self and Career development is highly 



 

  30 

dependent on what is happening in the 
environment. Environmental and work-
related complexities are increasing 
exponentially, and this requires a new skill 
set, both at technical and non-technical 
levels. The gig economy may not be a new 
terminology but the implications for the way 
people and work will interact are immense 
and require us to constantly anticipate, 
prepare, interweave and create value 
despite constant change and uncertainty. 
There is a degree of self-leadership and 
personal agency needed in each 
professional to ensure that employees are 
enabled to thrive in the future world of work. 
 
Objective 
The master tutorial aims to empower and 
equip behavioural specialists with new 
knowledge and understanding of novel 
futures methodologies and the application 
of this to themselves, their teams, functions 
and organisations. 
The tutorial aims to: 

• Be more comfortable with complexity 
and uncertainty as you step into the 
future world of work 

• Apply novel futures concepts to a 
broader context of your career 

• Equip you with different skills for the 
distant future 

• Transform your mindset and raise your 
level of futures consciousness 

• Elevate the need for life-long learning 

• Contribute to the wellbeing both of now-
living people and of the as-yet-
voiceless people of future generations 

• Experience a practical and more 
holistic way of navigating career 
decisions and self-leadership 

• To develop a roadmap of your next 
“gig” or slash career 

 
Methods/ approach 
The tutorial will explore futures thinking 
methodologies that allow participants to 
create scenarios and narratives in a master 
tutorial workshop setting.  The process will 
simulate elements of the gig economy and 
is packed with constant change that 
simulates the future world of work.  The 
session will be experiential in nature to 
safeguard the transfer of learning and 
personal growth. Research on the gig 

economy and related African trends will 
form part of the backdrop and context to the 
group process.   
 
In addition, delegates will be equipped with 
futures tools such as systems thinking, 
environmental scanning, personal SWOT 
analysis, back casting and scenario 
vignettes that provides a roadmap for 
career management and self-leadership 
essential to thrive in the future. 
 
Results  
The key results of the session will be: 

• Immersive and experiential exposure to 
futures methodologies 

• Depth of understanding for the gig 
economy and future ways of work, 
specifically from a behavioural 
perspective 

• Awareness of and the ability to 
translate future skills for self, team and 
organisations. There skills include: 
- Foresight 
- Resilience 
- Creativity and Innovation 
- Learning and upskilling oneself 

continuously 
- Personal mastery 
- Career agency and self-leadership 
- Business acumen 
- Mindset transformation 
- Stepping into one’s own agency 
- Gain multiple perspectives to 

anticipate opportunities and 
challenges in the future 

 
Conclusions 
The real value of the session stems from 
the ability to equip Industrial Psychologists 
and Human Resource professionals with 
the application of futures thinking. Human 
Resource professionals are facing massive 
disruption and transformation in their 
places of work.  Through this master 
tutorial, delegates will be better equipped to 
anticipate patterns, trends and drivers of 
disruption to their organisations’ workforce. 
It further aims to address political, legal, 
economic, social, technological, and 
environmental implications of the future of 
work and encourage professionals to 
include these threats and opportunities into 
existing programmes such as leadership 
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development. The workshop will add to the 
behavioural specialists in consulting or 
team roles that need to deliver on a vision 
and associated objectives despite constant 
change in a growing contingent workforce. 
It will provide value in giving delegates 
alternative perspectives through the 
practical application of skills needed to 
thrive in the distant future. 
 
 

From Fragile to Agile 
Speakers: Sarel Koekemoer & Ryno 
Zeelie 
Type: Master Tutorial 
 
Introduction 
 
The modern world of work is characterised 
by two consistent factors: uncertainty and 
change. The preceding world of work 
(brought about by the Industrial Revolution) 
was designed to drive precision, stability, 
and control. Business frameworks such as 
the Value Chain Analysis, Scenario 
Planning, Balanced Scorecard, and the 
Waterfall Planning framework were all 
designed to help leaders predict the future 
and plan accordingly to as much perfection 
as possible. The 4th Industrial Revolution 
has however brought about so much 
uncertainty and rapidly changing 
technologies, that this is no longer 
possible. No longer are we able to predict 
what might happen in 5 years’ time. We are 
required to enter an iterative process of 
planning, prototyping, reviewing and 
adapting to ensure we course-correct on a 
consistent basis while taking the external 
changing environment into consideration. 
Enter frameworks such as Agile, Lean, 
Design Thinking and OKR, which have 
become extremely popular and successful 
within the modern business environment 
for one simple reason: they are designed 
for the uncertain, rapidly changing 
environment.  Research shows that 
organisations that can align their way of 
working to either of these methodologies 
are significantly more successful than 
those that do not. It offers a compelling 
competitive advantage for businesses 
wanting to not just survive but thrive in the 
VUCA world.  

 
The above ways of working have been 
adopted by many business, industries and 
functions within the business including IT, 
Supply-Chain, Finance, Marketing and 
Sales. But unfortunately, in most 
organisations, HR has been the last to 
adapt its way “of working. According to the 
HR Trend Institute, “Agile HR” refers to: 
a way of working and organizing of the HR 
function that facilitates responsiveness and 
adaptiveness of activities and structures, 
facilitating the flexibility in matching 
workforce fluctuations to demand”.  
 
The business case for Agile HR is further 
supported by the following: 

• It can be argued that the South African 
context, offers more instability, 
uncertainty and change than most 
westernised working environments, 
exacerbating the need for more agile 
ways of working. 

• With the rise in artificial intelligence and 
machine learning, the importance of 
competent people is reaching an 
ultimate high. The war for competent 
talent in a market that is short of supply, 
over-stressed and highly competitive, is 
fast becoming one of the most pressing 
strategic initiatives of all organisations. 
Therefore, increasing the strategic role 
that HR needs to play in LEADING the 
business forward and not just 
functioning as a support to operations. 

 
Unfortunately, most HR and IOP 
consultants are not yet ready (or possibly 
willing) to take up their role as agile and 
strategic leaders of the business. The 
current workshop Headlines from the 
Future 
 
We are standing at the cusp of foundational 
changes in geopolitics, economics, 
monetary systems, demographics, and 
technology. These changes will have an 
impact on every aspect of our lives, ranging 
from healthcare and manufacturing, to 
finance and communication. The 
"Headlines from the Future" presentation 
will strive to break away from the mould of 
identifying the trends underneath daily 
headlines. The future is described by novel 
stories and enticing views of possible news 
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headlines in the world that awaits. The 
presentation will highlight the various 
opportunities that will unfold in the near 
future, as well as its impact on the ever-
evolving world of work. Therefore aims to 
equip human capital professionals with an 
understanding of the shifts that are 
required and to provide practical 
knowledge that will enhance their 
competence to deploy more agile ways of 
working in focus areas such as talent 
management, team development, 
recruitment, employee engagement and 
performance management. 
 
 
Objectives  
The following focus areas will be covered 
during the session: 
1. Introducing Agile methodology and 

key principles. 
2. The value that Agile can bring to 

problems in talent management, 
recruitment, performance 
management and learning & 
development. 

3. Cultivating a company culture that 
is nimble, learning-oriented and 
focused on business results, 
utilizing the Agile methodology on 
an enterprise level. 

4. Employee experience as the core 
focus of the Agile approach 

5. Practical ways to deploy an Agile 
approach to performance 
management using OKR 
methodology. 

6. Practical ways to deploy an Agile 
approach to Team Development. 

7. Practical rhythms, tools and 
technologies used by successful 
organizations (case studies of 
successful implementation of Agile 
HR practices and the impact thereof 
on business results) 

 
Approach 
This session draws on the research, 
knowledge and experience of 
professionals who have consulted to 
organizations wanting to better respond to 
the changing world of work. These projects 
range from teaching new methodologies 
like Design Thinking to HR teams to 
company-wide innovation programs. 

 
The session will be anchored in the 
following theoretical frameworks: 

• The Agile and Scrum Methodology (Jeff 
Sutherland) 

• Design Thinking Methodology 
(Stanford Design Thinking model) 

• OKR methodology (Andy Grove and 
John Doerr) 

 
The session aims to make use of the 
following learning approaches: 

• Review of best-practice case studies 
and research 

• Expert presentation and facilitation 

• Experiential learning from agile and 
innovation projects 

• Interactive group discussion 
 
 
Results 
The proven benefits for companies who 
succeed in adopting agile practices are 
staggering. Organizations that have 
adopted Design Thinking or Agile in their 
approach to work, out-perform their 
competitors by 228%. A 20% increase in 
employee engagement has been shown in 
companies that employ agile principles, 
with critical talent initiatives being 
completed 75% faster.  
 
Delegates will therefore receive practical 
information and knowledge that could be 
implemented in their respective working 
environments for significant impact. 
 
 
Conclusion 
The session intends to create a much 
clearer understanding of what it takes to 
implement agile practices in HR. This 
session will also show why agile practices 
are unique in its ability to respond to a 
changing environment and how employee 
experience can be improved through the 
various available frameworks. 
 
 

Medico-legal practice: StatsSa or 
corporate surveys? 
Speaker: JP Venter 
Type: Master Tutorial 
 



 

  33 

Introduction/rationale  
There is currently a huge controversy 
raging in the Medico-Legal fraternity 
regarding the use of earnings information 
from StatsSA, versus earnings information 
from professional earnings surveys such as 
from Deloitte Consulting or PE Corporate 
Services. The view on the one side is 
professional surveys should be used as the 
methods used by StatsSA is too crude and 
inaccurate. The opposing view is that 
StasSA should be used despite errors as 
professional surveys are from a biased 
sample including only earners from big and 
wealthy organisations.  
 
Objective  
To test the applicability and correctness of 
using one of these earnings sources 
against the actual records from a typical 
medico legal practice.  
 
Methods/Approach 
A sample of 110 recent cases from the 
records of a Gauteng practice is used. 
Each case is then tested to determine the 
applicability and accuracy of the different 
earnings sources  
 
Results 
Claimants from better socio-economic 
circumstances who were educated in well-
functioning schools tend to work and earn 
at better paying organisations and 
corporate surveys reflect their earnings 
well. Claimants from poorer socio-
economic circumstances who were 
educated in poorly functioning schools tend 
to work and earn in the informal sector and 
at poorer paying SMEs and StatsSA reflect 
their earnings better.  
 
Conclusions  
Both earnings sources should be used 
depending on the circumstances of the 
claimant. The StatsSA information is 
ordered according to the statistical 
quadrants of Lower Quartile, Median and 
Upper Quartile. Errors due to poor methods 
tend to cause underreporting of earnings. 
This can be mitigated by using earnings on 
the higher side (Between the Median and 
Upper Quartile) as opposed to earnings on 
the lower side (Between Median and Lower 
Quartile).  

 
Interest and Appeal to Audience 
Many Medico-Legal Practitioners have 
been calling for information to solve the 
earnings information controversy. 
 
Important contribution to 
research/practice/theory or knowledge 
It will assist medico-Legal practitioners to 
select the right earnings information source 
and to use it more correctly.  
 
 

LUNCH BREAK 
 
 

SIOPSA OATH CEREMONY 
 
 

From employee experience to 

employee engagement: A new reality 

Speakers: Valerie Hammond, 

Bedelia Theunissen, Brigitte da 

Gama 

Type: Panel Discussion 

 
Introduction/ rationale 
The world of work is constantly changing, 
and employees are at the forefront of 
experiencing these changes daily. Studies 
show that organisations who have an 
employee-focused culture are more likely 
to succeed in the tough economic 
environment. Employees drive the brand of 
the organisation, and they are the ones 
who carry this brand to customers. 
 
Over the last few years, extensive research 
has been done on the role of the employee 
in the organisation, the changing needs of 
the employee and the organisation, how 
the employee wants to be treated and what 
the employee expects from the 
organisation. The employee now requires 
more than just a pay cheque. The 
employee requires continuous 
development, different types of rewards, 
work-life balance and growth. The current 
panel discussion aims to explore the 
requirements of the new world of work as it 
relates to employee experience and 
engagement. 
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Objective 
The main objective of the panel is to 
explore pragmatic ways organisations can 
drive an employee-centric culture as a way 
to increase employee engagement from 
the perspectives of four diverse expert 
panel members.  
 
The discussion will focus on the following 
points:  

• Practical ways organisations can move 
towards an employee-centric approach 
of people management  

• What can we learn from customer-
centric and user-centric design 
experts? 

• How a focus on employee experience 
can contribute to enhance employee 
engagement (each panel member 
sharing practical examples from their 
own experience) 

• Is the focus on employee experience 
just a fad, or is it backed by real data 
and research? 

• Do employee preferences differ based 
on level? Or gender? Or generation? 
And should the employee experience 
be adapted for different preferences? 
How could this be done? 

• How employee experience can be 
assessed 

 
Methods/ approach 
The panel draws on the research and 
knowledge of experienced executive HR 
professionals practicing in high 
performance organisations. The panel 
discussion will therefore be based on the 
real-life situations experienced by each 
panel speaker at their respective 
organisations / clients to allow listeners the 
opportunity to learn from real-life 
experiences and the practical solutions that 
have been applied in each instance. 
 
Results 
At the conclusion of this discussion, 
participants will: 

• Have an informed understanding of the 
impact of employee experience on the 
organisation 

• Know how the employee experience 
can be used to develop employees and 
the organisation 

• Have more information on the success 
of different employee experience 
strategies that have been implemented 
in South African and Global 
organisations. 

 
Conclusions  
The panel discussion intends to put a 
spotlight on the employee’s experience as 
they themselves navigate the vastly 
changing world they work in. It aims to 
explore practical ways organisations can 
support employees throughout their 
journey to activate increased levels of 
engagement and performance. 
 
 

From Managing people to leading 

innovation 

Speaker: Aneesa Ameer 

Type: Master Tutorial 

 
Introduction 
To strategically influence in this ever-
changing world we live in and work in, is no 
longer a luxury leaders can afford to ignore 
or only focus on when they feel like it. The 
new world of work requires leadership that 
can draw on fresh insights and turn 
challenges into opportunities. This session 
will address various problems that arise, 
such as how to deal with rapid innovation, 
a changing workforce, and cultural and 
societal shifts. It will also cover how one 
can positively motivate teams about the 
future, even if that future is volatile, 
uncertain, complex, and ambiguous. 
 
Objectives 
The master tutorial intends to highlight the 
need for innovative leadership and how 
creating a culture of innovation can help 
organizations thrive and grow.  
 
The following areas will be covered during 
the session: 

• Innovative leaders in action 

• Companies that will be discussed 
include Pixar, Volkswagen, Uber and 
Absa, as well as big companies that did 
not take up the innovative leadership 
challenge and consequently closed 
their doors 
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• What are the traits of innovative 
leaders? 

• Driving collective genius- and future 
proofing our people. 

 
Methods/ approach  
The master tutorial draws on the research 
and knowledge of an executive leader 
within the innovation field, who has many 
years of experience. The master tutorial will 
refer to the failing fast philosophy, as well 
as creating a declaration of innovation in 
your organisation, and what needs to be 
considered to do so.  
 
Results 
The speaker will discuss past experiences, 
drawing on her own experience of what has 
been successful and what has failed, as 
she has spear-headed multiple innovation-
related projects in multiple industries and 
companies. She will also refer to the latest 
research on the topic of innovative 
leadership. 
 
Conclusions 
At the end of the session, participants will 
have a clear understanding of not only the 
importance of innovative leadership, but 
the important role it plays. Attendees will 
also have insight into how to deal with rapid 
innovation and consequent changes to the 
workforce, the changing social 
environment, and cultural shifts. Lastly, 
how one can positively motivate your team 
about an uncertain future will be discussed. 
 
 

Talent Mobility - delivering available 
talent to meet business needs 
Speakers: Liza Govender, 
Magdaleen Roode and Henry 
Chandler 
Type: Panel Discussion 
  
 
Introduction/ rationale 
In light of a rapidly changing economy, 
organisations that want to compete in the 
future of work must develop strategies for 
attracting, acquiring, developing, engaging 
and retaining talent for their organisations. 
Too often, talent management strategies 
fall short of delivering available talent when 

it is required.  
 
The advancements in technology, the new 
world of work, career development 
research theory, generational theory and 
the global “war for talent” means that more 
robust talent management strategies that 
truly deliver available talent are needed if 
organisations are going to not only survive 
but thrive in an ever changing environment. 
 
At its heart, talent management is simply a 
matter of anticipating the need for human 
capital and then meeting it. But being able 
to do this is going to require something 
different from HR Executives. There 
requires a change in the way they think 
about talent management. It is a move from 
reactive placements and elaborate multi-
year talent reviews to strategies that 
ensure the right talent is available, at the 
right time and at the right cost. 
 
Objective 
The panel discussion intends to highlight 
the need for innovative thinking of Human 
Capital Executives to ensure that effective 
talent management becomes a key enabler 
(rather than a hindrance) for business 
performance. 
 
The following critical focus areas will be 
covered during the discussion: 

• How can both strategy and execution 
consistently deliver available talent as 
required both now and in the future?  

• How could the organisation build 
succession for key jobs (drawing on 
career development and succession 
planning research)? 

• How do we effectively identify, engage 
and retain key talent within and external 
to the organisation?  

• What advancements (in technology, 
agile practices, etc.) could be 
leveraged to support talent mobility? 

• What are the changing needs of talent 
segments (eg. Millennials) and how do 
we meet these needs?  

 
Methods/ approach  
Panel members will draw upon their 
expertise, insights and practical application 
of leading talent management within large 
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organisations or working closely with large 
organisations both locally and globally to 
share practical solutions that could be 
adopted by attendees working in various 
industries and organisations. 
 
Results 
Each speaker will share their learning from 
practical solutions implemented in their 
respective organisations (past and/or 
present) to allow listeners the opportunity 
to learn from the experiences of each 
speaker.  
 
Conclusions  
The panel discussion intends to explore 
talent mobility in the context of the new 
world of work with a specific focus on the 
imminent need for available talent and 
practical strategies that can be deployed to 
meet this need. 
 
 

Managing micro-aggression at work 
Speakers: Byron Adams 
Type: Master Tutorial 
 
When we think about people who 
discriminate, we often imagine these 
people as bad, nasty, and horrible people. 
However, for many, this is far from the 
truth. People often experience 
discrimination from people to whom they 
are close and are found in their immediate 
environment. One reason for this is that, 
people who discriminate are not often 
aware that they are discriminating due to 
the fact that they are unaware of the impact 
that their education, socialization, and 
enculturation has had on informing their 
biases. Essentially, people are born into 
power structures on which they grow 
dependent and which they wish to keep 
intact.  
 
Given the awareness created by the 
#MeToo and the #BlackLivesMatter 
movements, it is impossible not to question 
these systems which undermine, oppress, 
and exclude others. If we wish to evolve as 
a society which values justice and equality 
for all, we must become more inclusive. We 
cannot hide behind inaction anymore and 
need to address discriminatory practices 

head on and with purpose. In this session, 
the speaker will focus on one, often 
overlooked, form of discrimination, namely 
micro-aggressions.   
 
Microaggressions provide subtle cues that 
serve to remind people that they are 
different and that they do not belong.  While 
diversity presents itself in many forms (viz, 
gender, cultural, (dis)ability, and race), and 
many diverse people experience 
microaggressions, as a matter of simplicity, 
the discussion will deal with race and 
microaggressions directed at People of 
Colour. However, the examples used in 
relation to race will be relevant for other 
minority groups as well.  
 
The speaker will start by evaluating the 
pervasive nature of institutional racism as it 
continues to fuel the power and privilege of 
people who do not define themselves as 
people of colour (viz, White, Caucasian, 
Western European). The speaker will then 
discuss how microaggressions create 
divides by reminding People of Colour of 
who they are (their identities) and their 
place in society (often less than) as a 
means of excluding them.  Then the 
speaker will consider how we can identify 
micro aggressive behaviour. Lastly, the 
speaker will demonstrate how 
microaggressions can be addressed by all 
parties, providing tips on how we can start 
conversations that would move us towards 
becoming a society intolerant of 
discrimination of any form.  
 
 

TRANSITION TIME 
 

Main Speaker: Dr Steven 
Rogelberg  
The Surprising Science of Meetings: 

Implications for HR, Talent 

Management, and You as a Meeting 

Leader 

 
Dr. Steven Rogelberg will discuss his 
extensive research on the science of 
meetings.  He will bring a sharp and 
strategic light to an activity typically taken 
for granted – the meeting. A recent 



 

  37 

estimate suggests that employees endure 
a staggering 100 million meetings a day 
across the globe, with some evidence to 
suggest these numbers are increasing 
during Covid work-at-home 
initiatives.  Sadly, most meetings fail to 
engage us, or even worse, blatantly 
disregard our time.  There is now a meeting 
science that can bring solutions forward to 
solve the meeting “problem”.   
 
Dr. Rogelberg, a highly decorated and 
award-winning researcher, speaker, and 
teacher will share an exciting evidence-
based path for organizations, teams, 
committees, and leaders to realize the true 
potential of meetings and assure ROI on 
what is a massive investment of time.  His 
newest research focusing on maximizing 
the value of virtual meetings and new 
approaches to brainstorming will be 
highlighted.  
 
 

Main Speaker: Denise Moulton 
Talent Marketplaces: The New 

Journey for Workers 

  
Organizations are reimagining how they 
can effectively mobilize the full breadth of 
their workforce to create value for 
organizations and their stakeholders and 
meaning for workers.  At the same time, 
individual workers increasingly want more 
visibility into development and job 
opportunities from an employer and are 
seeking to contribute beyond the scope of 
their role.  These forces have created a 
disconnect for workers, who want to lean 
into their unique capabilities, interests, and 
passions, and for the organization, as they 
strive to address evolving workforce 
preferences. 

As a result, creating an efficient, 

transparent approach to talent mobility is 

top of mind for many organizations. But, do 

organizations have the necessary mindset 

and agility to capitalize on its potential?  

During this session, Denise will explore:  
  

1. Why talent marketplaces are an 
important component of workforce 
design and strategy 

2. How different approaches can 
enable worker growth 

3. What marketplace-enabled mobility 

might look like in the future of work 

 
 

TEA BREAK / EXHIBITION 
 
 

Keynote Address: Dr. Caroline 
Leaf 
Title: Cleaning up the Mental 
Mess - the Mind/Brain 
connection  
 
The core focus of this keynote address is to 
give delegates simple, practical, 
applicable, scalable, and scientific 
solutions regarding mental health, well-
being and how to support the community 
around us. The speaker will discuss 
optimal ways to manage the day-to-day 
stressors of life as well as acute stressors 
that blindside the wellbeing of employees. 
The aim of the session is to address the 
most pressing mental health concerns of in 
the workplace (especially amidst the novel 
coronavirus pandemic), by equipping 
professionals with the knowledge and 
resources needed to successfully address 
mental well-being and health.  
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PROGRAMME DAY THREE 

 
 

Opening by 2020/2021 SIOPSA 
President 
 

Keynote Address: Busi Sizani 
Title: When difference makes a 
difference  
 
In this talk, Busi will share her own 
experience of cultural transformation and 
business growth at Uber, one of the fastest-
growing technology companies in the 
world. She will share the lessons learnt 
about the intentional work of moving 
beyond the fact of human difference 
(diversity) to the profound benefits of 
embracing that difference (inclusion) for 
business outcomes.  
 
The session will cover: 

• The business case for diversity and 
inclusion 

• The lessons learnt from the 
transformative work of culture change, 
and  

• Her personal learning journey in 
challenging mindsets and building the 
skillset to becoming and developing 
more inclusive leaders in the 
organisation. 

 
 

TEA BREAK/EXHIBITION 
 
 

An overview on the application of the 
Diversity and Inclusion Global 
benchmarks (GDIB) 
Speakers: Nene Molefi, Natasha 
Winkler-Titus & Alan Richter [PhD] 
Type: Master Tutorial 
 
The GDIB can be used to establish 
development standards and agree on the 
desired state of D&I in your organisation. 
Practitioners can furthermore use the tools 
and standards to: 

• Assess the current state of diversity 
and inclusion in the organisation. 

• To engage management and staff. 

• Set tactical and longer-term goals 
for D&I; 

• Measure progress. 

• Assist in hiring D&I staff, 
consultants and on a limited basis, 
all employees; and 

• Is a gift to organisations in your 
community.  

 
The GDIB Model will be shared during this 
session. 
 
 

South African Organisations on the 
Couch 
Speakers: Frans Cilliers & Louise 
Tonelli 
Type: Master Tutorial 
 
Introduction/ rationale 
This Master Tutorial is presented by 
IGSPO (SIOPSA’s Interest Group in the 
Systems Psychodynamics of 
Organisations). The event uses 
experiential learning as method and a 
Listening Post as instrument. 
 
South Africa’s identity is fraught with 
conflict emanating from for example, 
colonialism, discrimination, inequality, 
unemployment, poverty, corruption, state-
capture and violence. The day-to-day 
management of systems by managers, 
leaders and citizens follow rational, 
conscious and mechanistic procedures. 
The result is a form of stuck-ness 
manifesting as reactivity, a systemic 
repetition of past patterns as well as 
intense feelings of frustration, anger, 
aggression and violence. 
 
This event’s rationale is that the present 
(mainly conscious) discourse on the 
identity of South African organisations, 
denies the deeper roots and causes of 
what may be happening in the unconscious 
of the system. Putting South African 
organisations on the metaphorical 
Freudian couch, will provide us with 
opportunities to study its collective anxiety, 
its kind and intensity, as well as its 
manifesting defensive structures. This 
could facilitate our understanding of and 
empathy for the splits, introjections, 
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projections, projective identification and 
transferences, the impact thereof on the 
present South African organisational 
identity and prevailing organisational 
cultures, and hopefully more pro-action in 
addressing these. 
 
The objective of this event is to explore the 
systems psychodynamic (unconscious) 
lived experiences manifesting amongst 
reflective participants as a representation 
of South African citizens working in 
organisations. 
 
The method comprises an OPUS Listening 
Post. The presenters take up the role of 
convenors and all participants are actively 
involved in the event. The procedure over 
two hours allows for (1) data gathering 
(participants’ free association about their 
experiences), (2) theme abstraction 
(participants analyse the data in part 1) and 
(3) hypothesis formulation (participants 
interpret the data onto higher levels of 
abstraction). Standard ethical boundaries 
will be respected. 
 
This event provides opportunities for 
participants as reflective citizens to learn 
about (1) the Listening Post methodology; 
(2) to listen to and appreciate the 
manifesting unconscious themes, to (3) 
formulate working hypothesis about the 
unconscious identity and (4) to 
operationalise the event towards the 
monitoring of organisational culture in the 
workplace. 
 
 

Actuary requirements for IOP 
reports 
Speaker: Dean Berndt 
Type: Master Tutorial 
 
This session covers the quantification 
considerations for loss of earnings cases 
and the details needed from the IOP to 
enable objective calculations. We start off 
by covering the key considerations within 
the Actuarial calculation and why certain 
details are needed from the IOP/Earnings 
Expert report and what those details are.  
 
We briefly introduce The Earnings 

Assistant (what it is and why it was 
created), before diving into a practical 
example of how an IOP/Earnings Expert 
would represent the required quantification 
details in a case where the claimant is a 
minor. 
 
 

Leveraging technology platforms for 
team building: a cognitive load 
theory Perspective using Cloverleaf 
case studies 
Speakers: Scott Dust & Adam 
Tucker 
Type: Master Tutorial 
  
Introduction 
Current approaches to team building—
interventions that focus on improving social 
relations and clarifying roles, as well as 
solving task and interpersonal problems 
that affect team functioning—are relatively 
outdated. Prior research focuses on the 
content (e.g., assessment, framework) or 
the delivery process (e.g., experiential, 
group facilitation), but neglects 
consideration of the “platform” on which 
this content or process is delivered. Along 
these lines, the goal of this master tutorial 
is to discuss how technology platforms can 
be leveraged to enhance team building. We 
will first discuss Cognitive Load Theory 
(CLT: Sweller, van Merri¨enboer, & Paas, 
1998); an instructional design theory that 
reflects the way that individuals process 
information. We will then illustrate several 
best practices for team building using case 
examples from Cloverleaf 
(www.cloverleaf.me); an organization 
offering a technology platform that focuses 
on human capital solutions. 
 
Objective 
The overarching objective of this master 
tutorial is to highlight how technology can 
be leveraged to improve team building 
activities. To accomplish this objective, we 
first outline the limitations of existing team 
building approaches. Using CLT as a 
theoretical lens, we discuss the importance 
of two key features of team building 
platforms. First, the importance of 
encouraging systematic versus intuitive 
thinking (Ma-Kellams & Lerner, 2016). 
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Second, the importance of facilitating 
incremental primes across long periods of 
time (e.g., longitudinal nudges: Thaler & 
Sunstein, 2008)  
 
Methods 
The theoretical material is explained using 
prior research findings. The practical 
recommendations, which align with 
evidence-based discoveries, are illustrated 
through a case example approach. 
Participants will be given the background of 
several Cloverleaf clients, a description of 
the implemented solution(s), and a 
reporting of the outcome. 
 
Results 
The participants will be given a reporting of 
how Cloverleaf’s clients’ problems were 
solved and/or goals were achieved using a 
before-and-after reporting of key metrics. 
 
Conclusions 
The material presented will be both 
theoretically and practically relevant. By 
grounding the platform-based team-
building recommendations in prior theory 
and research, the presentation highlights 
an unexplored new research direction for 
academic audiences. By illustrating 
potential solutions using a case-based 
format, practitioners are given clear, 
evidence-based examples on how to 
address several known challenges in team 
development initiatives. 
 
Interest/Appeal to Audience 
The impact of pre-existing methods for 
developing high functioning teams remain 
mixed (Kolfschoten, de Vreede, & Pietron, 
2011). This master tutorial should be of 
particular interest to internal human capital 
professionals, or external human capital 
coaches and consultants, as it attempts to 
push this conversation forward by offering 
a platform-based solution to reoccurring 
team-building challenges. 
 
Contribution to Research/Theory 
This master tutorial contributes to the team 
development initiative literature at large, 
and the team building literature in 
particular. Although this body of work is 
grounded in popular organizational 
psychology theories, it overlooks widely 

supported findings in educational 
psychology. We suggest that this is a 
critical omission as team building 
necessitates the ability to cognitively 
process and apply information about team 
members. Along these lines, we contribute 
to this literature by incorporating a strongly 
supported educational psychology 
theory—cognitive load theory—as it offers 
an explanatory lens for why individuals do 
or do not properly retain and apply 
guidance stemming from team building 
interventions. 
 
 

TRANSITION TIME 
 
 

Legalization of Cannabis: the real 
impact on the workplace 
Speakers: Michael Yeates, Dr. Pierre 
van Staden & Roelf van Niekerk 
Type: Panel discussion 
  
Introduction/ rationale 
Since the Constitutional Court declared the 
private use of cannabis legal in the matter 
of Minister of Justice and Constitutional 
Development and Others v Prince & Others 
[2018] ZACC 30, employers have been 
required to consider how best to deal with 
the effects of personal cannabis use in the 
workplace. The legitimate use of cannabis 
at home does not necessarily mean 
employees are entitled to attend the 
workplace under the influence. 
 
Organisations with strict health and safety 
measures in place are perhaps less 
impacted by the above, since these 
organisations will likely deal with cannabis 
in the same way it has dealt with alcohol 
intoxication. But due to the novelty of the 
matter, the debate on how best to deal with 
the impact of personal cannabis use in the 
workplace is thus likely to continue. 
 
Some HR-related issues that could arise 
from employees’ cannabis consumption 
include: 

• a drop in attendance or productivity 

• disruptive or disorderly behaviour 

• an increase in accidents or safety 
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violations 

• increased medical and insurance costs 

• handling substance abuse issues at 
work 

 
Furthermore, drug tests can detect the 
presence of THC, the chemical which 
makes cannabis effective. However, unlike 
alcohol, there is no consensus on the 
threshold for impairment. Since THC can 
stay in an individual’s system for several 
days, detecting THC during a drug test 
does not necessarily mean that the 
individual is impaired. Terminating an 
employee because they tested positive for 
cannabis could be a violation of their rights 
if it is unclear when the employee 
consumed the cannabis. There are also 
other factors to consider such as second-
hand inhalation, the potency of different 
strains of cannabis, and individual 
metabolism. All of these considerations 
need to be explored to better understand 
the impact of cannabis legalisation and 
how to more effectively deal with it in the 
workplace. 
 
Objective 
With the legalization of cannabis, questions 
have been raised about how to handle 
employees who consume cannabis at or 
before work. If an employee shows up to 
work impaired, jeopardizing workplace 
safety or the quality of their work, should 
they be sent home? Can they be 
terminated? Can employers ban cannabis 
usage in employment contracts? Is drug 
testing allowed, even though cannabis is 
legal?  
 
With the above in mind, the following focus 
areas will be covered during the session: 
 

• What does it mean to use, possess, or 
cultivate cannabis ‘in private’? 

• Can an employee use, possess or 
cultivate cannabis in the workplace? 

• What action can an employer take if an 
employee is found to use, possess or 
cultivate cannabis in the workplace? 

• How HR can look beyond simply 
adding cannabis to existing substance 
policies, to focusing on communication, 
training, as well as employee support. 

• How can IOP’s recognise the signs of 
cannabis addiction of employees and 
how organisations can support 
employees with a cannabis addiction. 

 
Methods/ approach 
The panel draws on the research, 
knowledge and experienced of various 
stakeholders that have experience in 
working with the subject at hand. The panel 
discussion will therefore be based on the 
real-life experience of each panel speaker 
in either working with organisations in the 
matter of dealing with cannabis at the 
workplace or working with individuals 
struggling with cannabis addiction.  
 
Results 
Each speaker will share their insights and 
experience and will aim to share practical 
tips and guidelines for listeners on how to 
deal with cannabis in the workplace.   
 
Conclusions 
The panel discussion intends to explore the 
impact of cannabis legalisation within the 
world of work, with a specific focus on the 
legal, physiological and psychological 
impact of cannabis on the individual 
employee, the individuals surrounding the 
intoxicated and the organisation as a 
whole.  
 
 

Talent Development and re-skilling 
in the context of 4IR 
Speaker: Phiona Martin 
Type: Master Tutorial 
  
Introduction  
Reskilling of the adult population has 
become a key focus in the context of 4IR 
with the high obsolescence rate and short 
shelf-life of skills. Organisations need to 
have an awareness of their projected future 
skills requirements vis their current 
workforce capabilities. In the SA context, a 
fit-for-purpose approach is required to 
reskill the soon-to-be or already displaced 
workers and quickly re-integrate them into 
the workforce to avoid rising 
unemployment and further inequality.  
 
Content  
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• Key focus areas for SA when it comes 
to reskilling solutions and methods 

• Highlighting at-risk groups and the 
impact of non-inclusive reskilling 
opportunities at the scale required 

• Case studies of strategic efforts that 
some countries/companies are making 
to manage reskilling and upskilling 
efforts and mitigate against both job 
losses and talent shortages.  What 
models are feasible for SA.  

 
Models or frameworks  

• World Economic Forum White Papers 
and Reports 

• Accenture - Reworking the Revolution 

• Deloitte - Preparing tomorrow’s 
workforce for the Fourth Industrial 
Revolution For business: A framework 
for action.  

 
Conclusions 

• Reskilling efforts in the SA context have 
to consider the baseline of our skills 
landscape, population and education 
levels.  

• Reskilling is a societal imperative with 
social equality implications. It requires 
stakeholders from various spheres for 
the impact needed at the scale and 
pace required in SA. 

• Reskilling models that can work in the 
SA context.  

 
 

The importance of employer brand 
and the employee's connection to 
meaning at work 
Speaker: Ruby Motloheloa 
Type: Master Tutorial 
 
Introduction/ rationale  
Every organisation has a reputation that 
includes perceptions of its products, 
services, history, leaders and employees. 
This reputation is also known as the 
company brand and it can be a powerful 
force that either attracts or repels 
customers to the business. The 
organisation also has a second brand 
related to its primary brand – its employer 
brand. The employer brand lives and 
breathes in the minds and hearts of the 
organisation’s employees (former, current, 

and future). The employer brand is about 
defining the essence of the organisation, 
both in terms of what it stands for and the 
unique opportunities it offers.  
 
The way companies recruit candidates, 
manage talent and retain employees has 
changed dramatically, in a large part due to 
technology advancement, social media, 
and the changing world of work. According 
to LinkedIn, a company with a stronger 
employer brand than its competitors on 
average see a 43% decrease in the cost 
per candidate they hire. And 84% of 
employees consider leaving their current 
jobs if another company has a better 
reputation in the market. 
  
Why this topic is important?  

• A strategic approach to employer 
branding requires a strategic 
perspective towards how organisations 
attract, recruit, engage, develop and 
retain talent. 

• A healthy employer brand is critical to 
engage existing employees, attract 
prospective employees and sustain 
high performance because it gets 
integrated to the core of people’s being 
and therefore contributes to the 
meaning and significance they attach to 
their being. 

• The importance of employer brand and 
connection to meaningful work is 
significant to an organisation’s ability to 
attract, recruit, develop and retain 
talented people of significance. 

• It is about total employer identity and 
must connect to people’s significance 
of being, values and what they embody 
at the core of who they are. 

• It is critical to engagement and 
performance (both employee 
performance and overall business 
performance). 

• The paradigm of employees shifted 
significantly from focusing on the perks 
that employers offer to interrogating the 
purpose of the organisation, what it 
stands for and its contribution to the 
quality of life and the sustainability of 
collective existence. 

• Organisations no longer have the upper 
hand in choosing who they hire, people 
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choose who they want to work for, as 
they consider the alignment of their 
values and the organisation’s impact on 
society. 

 
Objective 
The session aims to address the following 
content during the session:  

• The definition of a brand – in its purest 
form – as an interactive conversation 
with the audience  

• The role of employer branding in driving 
and sustaining a high-performance 
culture – from a PULL and not a PUSH 
perspective 

• The role of people practitioners in 
leading the shaping of an 
organisation’s brand, (not marketers) 
and the need to align core people 
practices (such as assessments, 
performance management, talent 
reviews and career development) to 
employer branding  

• The importance of intentionality and 
authenticity in designing the employer 
brand  

• An exploration of what top employers in 
South Africa are doing  

• Ways of weaving employer branding in 
leadership development interventions  

 
Methods/ approach 
The session will incorporate existing 
research, such as the research published 
by McKinsey on how multinationals can 
attract the talent they need, as well as a 
variety of articles published by Deloitte and 
Gartner on the topic. 
 
The session will furthermore be highly 
interactive and will include examples of 
good employer brands to enhance the 
practical insights of the audience. 
 
Results 
The changing world of work prioritises the 
call for a paradigm shift in terms of 
employer branding. To stay ahead, 
organisations are required to focus on: 

• How they are able to contribute to the 
greater good of humanity  

• Shifting the focus from individual 
organisations to collaborating across 
businesses within industries and 

across industries  

• From scarcity to abundance: 
Organisations are all fishing from the 
same river which has become a pond 
(due to talent scarcity, globalisation and 
digital transformation). So, instead of 
competing against each other to 
outperform one another, organisations 
need to think of ways to join forces. 

• Collective gatekeeping of the employer 
brand: Everyone is accountable to keep 
us focused on our purpose and our true 
north, it is not just the few executives or 
the HR team’s responsibility. The 
executive teams and the custodians of 
people practices need to shift this role 
to the collective and reward employees 
and leaders for creating meaningful 
working spaces that are supported by 
purpose-driven employer brands. 

 
Conclusions 
The strategic role of People Practitioners in 
spearheading answers to the above 
challenges and providing solutions for the 
societal challenges that we face in South 
Africa, Africa and at a global scale, are 
crucial. Organisations that have built a 
strong and authentic employer brand 
experience, will thrive in the new world of 
work. These organisations will succeed in 
effectively focusing on satisfying the 
tangible and intangible needs of 
employees in the context of the changing 
world of work. They will ultimately succeed 
in connecting the dots between the 
employee’s purpose (and therefore 
engagement) and the employer brand. 
 
 

CQ @ Play: Innovative leadership 
navigating the challenges posed by 
the 4IR 
Speaker: Dr Cherylene de Jager 
Type: Master Tutorial 
  
De Jager, Muller & Roodt (2010), Hamel 
(2000), Levesque (2001), Nussbaum 
(2013) Skarzynski & Gibson (2008) stated 
several years ago that the development of 
creative and innovative thinking skills is 
crucial for the survival of organisations in 
the twenty-first century  The fundamental 
and perennial themes and propositions of 
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this presentation, therefore, are based on 
the realisation that in times of increasing 
global competition, rapidly increasing 
change and the challenges posed by the 
4IR, the need exists for managers and 
leaders to be able to respond in ways not 
previously imagined. Consequently, an 
organisation’s ability to innovate will afford 
it the competitive advantage it requires to 
not only survive, but to thrive in the 4IR (De 
Jager et al, 2010; De Jager & Muller, 2020; 
Hamel, 2000; Krippendorff, 2008; Sharman 
& Johnson, 1998). The catchphrase in 
industry is the desperate need for 
“innovation”. The key to organisational 
success lies in developing intellectual 
capital and acquiring a new way of thinking, 
namely creativity to yield an idea, and 
innovation to translate the idea into a novel 
result (Allison, 2005; De Jager et al, 2010;  
De Jager & Muller, 2020). It is evident that 
organisations have no option but to 
innovate. In order to achieve this, they have 
to design a strategy that is able to convert 
creativity into innovation (Allison, 2005; 
Cook, 1998; De Jager et al, 2010). More 
importantly, they have to find ways to 
unleash the creative potential of their 
employees and convert this potential into 
innovative business solutions (De Jager et 
al. 2010; De Jager & Muller, 2020).  Why 
are some organisations more successful 
than others in mastering both innovation 
and change?   
 
Creativity is cited to be one of the top ten 
skills required to navigate the challenges 
posed by the 4IR (Crimson, 2017; De Jager 
& Muller, 2020; Deloitte, 2018; Kelley & 
Kelley, 2014; Nussbaum, 2013). Einstein 
defined creativity as intelligence having 
fun. De Jager in Jager et al. (2010) defined 
innovation as “creativity commercialised”. 
This begs the question: are creativity and 
innovation the same concepts or are they 
different? De Jager & Muller (2020) are of 
the opinion that creativity precedes 
innovation and that innovation without 
creativity is sterile. De Jager & Muller 
(2020) and Nussbaum (2013) are current 
thought leaders with regards to Creative 
Intelligence (CQ), that is in the process of 
being defined and researched. Nussbaum 
declined to define CQ. De Jager & Muller 
(2020) proposed a definition of CQ and are 

of the opinion that the development and 
enhancement of the CQ of an 
organization’s workforce is a more 
comprehensive manner of unleashing the 
creativity of the employees as well as to 
ignite and initiate innovation. De Jager & 
Muller (2020) provide a comprehensive 
toolkit that aims to enhance and develop 
the CQ of individuals as well as 
organizations. 
 
Developing and enhancing the CQ of 
employees is the first step towards 
unleashing the creative potential in 
organizations. This now begs the question: 
what else is required once the need to 
apply the CQ in the organization is ignited? 
The onus is on leaders to create an 
environment supportive of creativity and 
innovation (De Jager et al., 2010, Kelley & 
Kelley, 2014; Nussbaum, 2013).  
Innovative intent requires not only 
innovative employees, but also innovative 
leaders. Innovative leaders need to display 
certain characteristics and acquire certain 
behaviours. They need to understand 
which determinants are required to create 
a psychologically safe environment 
supportive of creativity and innovation and 
they then need to create such an 
environment (De Jager et al. 2010; Kelley 
& Kelley, 2014; Nussbaum, 2013). 
Innovative leaders must realize that the 
impact of the 4IR will pose challenges that 
they have never before experienced and 
they will have to utilize the collective 
wisdom of their teams in order to find 
solutions in the ever famous VUCA 
(volatile, uncertain, complex, ambiguous) 
world which demands that a new world of 
work is re-imagined, re-invented and re-
created (De Jager & Muller, 2020; Kelley 
and Kelley, 2014, Nussbaum, 2013). 
Innovative leadership also requires the 
skills, knowledge and understanding of 
how to lead and manage Intrapreneurs 
(Deloitte Digital, 2016; Bailey, Rosenbauch 
& Jones, 2018).  The focus of this 
presentation contextualizes examples of 
global innovative leadership in action and 
then shifts the focus to our proudly and 
uniquely South African context. Global 
CQ@Play and innovative leadership are 
acknowledged, while local CQ@Play and 
innovative leadership are showcased and 
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celebrated (Barnard, Amoils, Sekoto, 
Shuttleworth, Musk, Missing Link, King 
Price, OUTsurance, Discovery).  
 
 

LUNCH BREAK / EXHIBITION 
 
 

Assessments on the go: 
Equivalence of smart-phone vs non-
smart phone delivered cognitive 
tests 
Speakers: Alvin Meyer, Dr Sebastian 
Clifton, Kim Dowdeswell, Marcel 
Harper 
Type: Master Tutorial 
  
The use of smartphones to deliver online 
assessments is increasing as employers’ 
leverage mobile technology to improve the 
efficiency of their selection processes. 
However, the use of mobile devices to 
provide online assessments provides job 
applicants with a choice to complete 
assessments on a smartphone or PC. 
Therefore, it is critical to establish score 
equivalence for the same test taken on a 
smartphone and PC. International studies 
using experimental designs have 
demonstrated score equivalence for tests 
optimised for use on a smartphone. 
However, to date, no studies have been 
conducted in the South African context. 
This paper seeks to address this gap by 
investigating the score equivalence of 
cognitive tests optimised for use on a 
smartphone completed on a smartphone 
and PC in South Africa.  
 
Data were collected during a pilot project 
with an organisation in the mining sector. 
The total sample consisted of 166 bursars 
and graduates. Participants completed six 
individual tests from the scales and smart 
Predict series offered by cut-e (an Aon 
company), all of which are either mobile-
enabled or mobile-first. Fifty-four 
participants used a smartphone, 67 used a 
PC, and the remaining 45 participants used 
a combination. We compared the 
demographic composition of the 
smartphone and PC groups and found no 
statistically significant difference in gender 

and education. We tested for mean score 
equivalence between the smartphone and 
PC groups by employing both tests of 
statistical significance (t-test) and practical 
significance (Cohen’s d-statistic). 
 
No statistically significant differences in test 
scores were found between the 
smartphone and PC groups. Furthermore, 
the effect sizes of Cohen’s d-statistics 
ranged from small to negligible. 
 
These results suggest that, where a test is 
designed with mobile applications in mind, 
the device used to complete the tests is 
unlikely to influence a candidate’s results 
and may be used in confidence in the 
South African context. 
 
 

The Strategic Role of HR in driving 
innovation and business results: 
perspectives from high performing 
organisations 
Speakers: Tswelo Kodisang, Anu 
Sing, Megan Bickle, Dr Jerry Gule 
Type: Panel discussion 
  
Introduction/rationale 
The role of people development leaders 
changed radically over the last few years 
along with the workforce, customer and 
economic context, that evolution will 
continue as AI, machines and other 
disruptive technologies replace tasks once 
performed by humans. Tomorrow's HR 
leaders will need to be innovative big-
picture thinkers that are tech savvy, 
learning oriented and agile enough to deal 
with an increasingly agile and restless 
workforce. 
 
Thanks to years of research, is has 
become clear that people-oriented 
organisations significantly outperform their 
less people-oriented peers. Therefore, for 
organisations to realise future growth it is 
now more imperative (than ever) to invest 
in their talent and culture, and this is where 
the strategic role of HR leaders come in.  
 
The strategically oriented HR team can lay 
claim to increasing market share, driving 
product innovation, growing sales and the 
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customer base, and helping the 
organisation be more innovative and agile. 
 
But getting to this stage requires HR 
leaders to change the way they think about 
their world. They need to link people 
programs to business results and 
strategically influence other leaders to 
achieve those goals. They need to think of 
themselves as driving business results 
through people so any key HR initiatives 
they undertake clearly support articulated 
business goals. 
 
Objective 
The panel discussion intends to highlight 
the need for innovative thinking and 
strategic direction and influencing of HR 
leaders to ensure that the people agenda 
remains a strategically oriented focus area 
of the organisation that is tactically used to 
drive innovation, productivity and business 
results.  
 
The following focus areas will be covered 
during the session: 

• How HR leaders can accelerate 
change in an organization to meet 
business imperatives 

• How HR leaders can use their 
knowledge of how organizations work 
to drive best practices for success 

• How HR leaders can drive an 
innovative culture and ensure that 
every move the company makes aligns 
with the culture the company wants to 
have 

• How HR leaders can use data to make 
decisions and help others ask the right 
questions to get the right answers 

• How HR leaders can unlock the 
passion of each employee, regardless 
of race, gender, sex, age, etc. 

 
Learning outcomes 
At the conclusion of this session, 
participants will: 

• Understand the strategic role of HR in 
the new world of work 

• Understand how HR leaders are able to 
deploy strategic thinking in regard to 
people development, company culture, 
diversity and inclusion management 
and company performance 

management.   

• Understand how HR leaders can use 
the latest in technological 
advancements and data analytics to 
drive the strategic people agenda 
forward to enable business growth and 
results.  

 
Methods/approach 
The panel draws on the research and 
knowledge of experienced executive HR 
professionals practicing in high 
performance organisations. The panel 
discussion will therefore be based on the 
real-life situations experienced by each 
panel speaker at their respective 
organisations to allow listeners the 
opportunity to learn from real-life 
experiences and the practical solutions that 
have been applied in each instance.  
 
Results 
Each speaker will share the positive or 
negative learning from practical solutions 
implemented in their respective 
organisations to allow listeners the 
opportunity to learn from the experiences of 
each speaker.  
 
Conclusions  
The panel discussion intends to explore the 
strategic role of HR within the new world of 
work, with a specific focus on the 
importance of an innovative culture, 
strategically influencing the business, and 
driving a business results through people 
management initiatives.   
 

10 Traits of Innovative Leaders 
Speaker: Joseph Folkman 
Type: Master Tutorial 
 
Many organizations would like their leaders 
to create more innovative teams. But how 
exactly should they do this? If you ask 
highly innovative leaders what makes them 
effective you are apt to hear, “Well, I don’t 
know. I haven’t thought about it.” Or they 
will make something up that sounds 
compelling. But the fact of the matter is that 
people who excel at something aren’t 
usually very good at pinpointing exactly 
what accounts for their skill. Based on 
analysis of over 100,000 leaders, those 
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who rated at the 99th percentile were 
identified and through interviews with each 
leader, their direct reports and analysis of 
results, the 10 traits emerged. In addition to 
a description of each trait, participants will 
be able to complete a self-assessment that 
will help them identify their preference and 
effectiveness for two of the traits. 
 
 

The state of the Rainbow nation at 
work 
Speakers: Prof. Nasima Carrim; 
Richard Khumalo; Wade Goodwin; 
Ruwayne Kock, Rohini Anand, 
Khethiwe Nkuna 
Type: Panel Discussion 
 
The panel will focus on the state of diversity 
and inclusion in South Africa. During the 
discussion, the panel speakers will provide 
global, academic, and consulting 
perspectives to the abovementioned topic.  
 
The following topics will be addressed 
during the session: 
1. What is the science of Diversity and 

Inclusion?  
2. What are the global trends in 

Diversity and Inclusion?  
3. What is the state of Diversity & 

Inclusion in South Africa?  
4. What are the challenges and 

opportunities of Diversity & 
Inclusion in South African 
organisations?  

5. What is the way forward to improve 
Diversity & Inclusion in South Africa  

 
 

TRANSITION TIME 
 

Main Speaker: Megan Bickle  
Title: Reimagining Team Culture: 
Navigating the new normal of remote 
work 
 

7 months into a global pandemic and a lot 
of organizations continue to be fully remote 
with no immediate end in sight.  As we 
continue to onboard, develop and promote 
employees amid a remote environment, 
what elements of team culture are vital to 

engagement?  What are the elements of 
team culture that can carry over virtually vs 
where are some opportunities to rethink 
how you connect and build 
rapport?   Megan Bickle will share 
strategies for fostering team culture and 
engagement in a remote world. 

 
Main Speaker: Pieter Geldenhuys 
 
Title: Headlines from the future: New 
technologies and its impact on 
careers 
 
We are standing at the cusp of foundational 
changes in geopolitics, economics, 
monetary systems, demographics and 
technology. These changes will have an 
impact on every aspect of our lives, ranging 
from healthcare and manufacturing, to 
finance and communication. The 
"Headlines from the Future" presentation 
will strive to break away from the mould of 
identifying the trends underneath daily 
headlines. The future is described by novel 
stories and enticing views of possible news 
headlines in the world that awaits. The 
presentation will highlight the various 
opportunities that will unfold in the near 
future, as well as its impact on the ever-
evolving world of work. 
 

TEA BREAK / EXHIBITION 
 

Main Speaker: Prof. Gary Latham 
Title: Goal Priming-A Proven 
Technique for Improving 
Performance 
 
Research after 2012 on organizational 
related behaviour shows that learning as 
well as performance goals can be primed. 
Primed goals have been shown to increase 
customer satisfaction, and fairness in 
negotiations. Achievement related words in 
a CEO’s weekly email can increase job 
performance. The mediator in several goal 
priming experiments is a self-set goal. My 
talk will conclude with the results of a meta-
analysis and an explanation of how goal 
priming is compatible with goal setting 
theory. 
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ASYNCHRONOUS 
SESSIONS 
 

The Journey to agile leadership: 
Perspectives from a South African 
organisation 
Speakers: Jaintheran Naidoo & 
Caitlin Quibell 
Type: Case Study 
 
Introduction 
Traditional management styles have 
evolved from the needs of organisations in 
the past, placing emphasis on stability, 
hierarchy, structure and control. These 
needs are becoming less relevant within 
the modern competitive landscape. 
Leaders within 21st century organisations 
need to thrive within the current 
unpredictable and fast-moving 
environment, and guide others to do the 
same. This requires an agility-driven 
organisational culture and leadership 
ethos, wherein managers and senior staff 
lead by example. This case study shares 
the on-going journey of a large South 
African NPO in moving towards an agile 
culture and developing innovative leaders. 
 
Objective(s) 
The South African NPO’s culture was 
largely rigid, reactive and policy driven, with 
little drive for performance excellence. A 
broad strategy was developed to define 
and shape the culture of the organisation 
going forward, with a focus on trust, 
transparency, agility and innovation. This 
case study focuses on one project within 
the overall strategy, whose focus is to 
develop the skills, competencies and 
Learning Agility of leaders in the business 
over time. The aim of the project is to give 
leaders the tools they need to adopt a 
management style that embodies the 
desired culture of the NPO. 
 
Methods/Approach 
Each year, leaders within the organisation 
are guided through a 360-degree review of 
behaviour, Learning Agility assessments, 
feedback and development planning. As 
this process unfolds year-on-year, it 
becomes more comprehensive and, 

ideally, will include all levels of staff over 
time. 
 
Results 
The case study will share the aggregate 
results of the leadership development 
initiative and discuss how the project itself 
is helping to move the organisation towards 
a culture driven by open and honest 
communication. The findings will explore 
the differences in innovation and Learning 
Agility across the organisation. Various 
lessons learned, successes and 
challenges will also be debated in relation 
to the project, particularly the challenges 
experienced by leaders to inspire culture 
change in their employees. 
 
Conclusion 
Although much is discussed in the modern 
organisational literature about the need for 
agile and innovative leadership, it remains 
a challenge to bring this to life within the 
South African context. This case study 
hopes to present one approach to 
operationalising these concepts, to open a 
discussion with fellow IO professionals on 
the topic, and to inspire businesses who 
are faced by similar challenges within the 
modern work environment. 
 
 

Values and performance-based 
incentive scheme 
Speaker: Marieta Groeneveld & 
Werner Swanepoel 
Type: Case Study 
  
 
Managing performance within 
organizations has long been a key focus of 
Industrial and Organisational Psychology. 
A one size fits all approach to performance 
management has not shown great success 
across all industries; thus, it was sought to 
find an approach that would work for a 
unique environment. After conducting staff 
consultations, it was found that employees 
wanted a process and system that would 
reward both performance as well as the 
manner in which work is delivered. They 
also wanted a system that would allow for 
360 feedback from peers, clients, 
subordinates and their managers. Finding 
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and implementing an off-the-shelf 
performance management process and 
system that meets the needs of the 
employees was a challenge. And thus, it 
was decided to design a new process and 
system for the organization. Work done by 
Dr Sepah (2012), suggested that by 
including rewards based on values an 
organization can close the gap between 
proclaimed values and practiced values, 
thus addressing the need to reward on the 
manner in which work is delivered. The 
policy was designed to reward on both a 
performance and values basis, points could 
be awarded or deducted for work delivered 
as well as for the manner in which it was 
done. The policy further allows for points to 
be awarded and deducted by clients, 
peers, subordinates and managers. 
Approval processes were built in, to ensure 
that points could not frivolously be given or 
deducted. In support of the policy, an online 
system was developed internally and rolled 
out to the organization. The system and 
policy have successfully been 
implemented with a great user uptake 
across the organization. Feedback 
received thus far is that it allows employees 
to hold each other accountable for task 
delivery and the manner in which the work 
is completed as well as general interaction 
between employees. The unique approach 
to performance management has been well 
received and can be tailored to suit 
different organisations across different 
industries as needed.  
 
Keywords  
Performance Management, Performance 
System, Organisational Values 
 
 

Moving beyond technology: 
Employees as the core enabler of the 
4IR 
Speaker: Sam Shrosbree 
Type: Case Study 
 
Introduction 
According to the report from the World 
Economic Forum (WEF), The Future of 
Jobs: Employment, Skills and Workforce 
Strategy for the Fourth Industrial 
Revolution, a number of disruptive 

developments have moved the world of 
work into the “4th Industrial Revolution” 
which will fundamentally alter the way we 
work, and relate to one another at work.  
 
Organisations are talking about digital 
transformation but the focus to date has 
been on technology, and not the supporting 
people practices such as culture, 
leadership, etc. The reality is that digital 
transformation impacts how things get 
done, the way in which people lead and 
work, how the organisation is structured 
and how people feel about coming in to 
work every day. As such no digital 
transformation can be successfully 
executed and sustained in the absence of 
addressing these key people issues. 
 
Objectives 
The general objective of this study is to 
investigate the various people-related 
variables necessary to achieve sustainable 
digital transformation and organisational 
survival.  
 
The topic will be covering the latest thinking 
as it pertains to holistic digital 
transformation with a specific focus on 
people. It will be looking at this topic 
through the lens of people-related 
variables that the speaker believes are 
necessary for sustainable digital 
transformation and organisational survival. 
The specific areas of focus will include:  

• Organisational Resilience,  

• Culture,  

• Leadership,  

• Relational Coordination,  

• Employee Engagement and  

• Organisational Alignment 
 
Methods 
Over and above the theories associated 
with the above people related variables, the 
speaker will also talk to Complex Adaptive 
Systems Theory and Strategic Adaptive 
Management Theory in particular. The 
session aims to integrate the latest 
research as well as reference to case study 
examples of organisations that were able to 
deploy successful digital transformation 
through the intentional delivery of people-
related transformation campaigns. 
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Results 
The key insights will focus on how best to 
approach digital transformation holistically 
and how interventions relating to culture, 
leadership, engagement, organisation 
development and talent can be used to 
support digital transformation. The session 
will furthermore discuss practical ways 
IOPs and other people practitioners can 
facilitate successful digital transformation 
by focusing on the mindset change and 
adoption requirements that are needed 
from employees as they navigate the digital 
disruptions they are faced with in the 
changing world of work. 
 
Conclusion 
Achieving digital transformation includes 
more than just adding technology to the 
organisation. This presentation intends to 
spark stimulating discussion around how 
people-related initiatives such as culture, 
leadership, employee engagement, etc. 
can assist organisations in not only 
achieving once-off digital transformation 
but also allowing for sustainable change in 
their workforce to enable accelerated future 
adoption of disruptive technologies. 
 
 

Navigating the role of supervision in 
industrial and organisational 
psychology practice: Towards an 
emergent model of supervision-in-
action  
Speakers: Busisiwe Sally Mahlangu 
& Aletta Odendaal 
Type: Research presentation 
  
Introduction  
According to the report from the World 
Economic Forum (WEF), The Future of 
Jobs: Employment, Skills and Workforce 
Strategy for the Fourth Industrial 
Revolution, a number of disruptive 
developments have moved the world of 
work into the “4th Industrial Revolution” 
which will fundamentally alter the way we 
work, and relate to one another at work.  
 
Organisations are talking about digital 
transformation but the focus to date has 
been on technology, and not the supporting 

people practices such as culture, 
leadership, etc. The reality is that digital 
transformation impacts how things get 
done, the way in which people lead and 
work, how the organisation is structured 
and how people feel about coming in to 
work every day. As such no digital 
transformation can be successfully 
executed and sustained in the absence of 
addressing these key people issues. 
 
Objectives 
The general objective of this study is to 
investigate the various people-related 
variables necessary to achieve sustainable 
digital transformation and organisational 
survival.  
 
The topic will be covering the latest thinking 
as it pertains to holistic digital 
transformation with a specific focus on 
people. It will be looking at this topic 
through the lens of people-related 
variables that the speaker believes are 
necessary for sustainable digital 
transformation and organisational survival. 
The specific areas of focus will include:  

• Organisational Resilience,  

• Culture,  

• Leadership,  

• Relational Coordination,  

• Employee Engagement and  

• Organisational Alignment 
  
Methods 
Over and above the theories associated 
with the above people related variables, the 
speaker will also talk to Complex Adaptive 
Systems Theory and Strategic Adaptive 
Management Theory in particular. The 
session aims to integrate the latest 
research as well as reference to case study 
examples of organisations that were able to 
deploy successful digital transformation 
through the intentional delivery of people-
related transformation campaigns. 
 
Results 
The key insights will focus on how best to 
approach digital transformation holistically 
and how interventions relating to culture, 
leadership, engagement, organisation 
development and talent can be used to 
support digital transformation. The session 
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will furthermore discuss practical ways 
IOPs and other people practitioners can 
facilitate successful digital transformation 
by focusing on the mindset change and 
adoption requirements that are needed 
from employees as they navigate the digital 
disruptions they are faced with in the 
changing world of work. 
 
Conclusion 
Achieving digital transformation includes 
more than just adding technology to the 
organisation. This presentation intends to 
spark stimulating discussion around how 
people-related initiatives such as culture, 
leadership, employee engagement, etc. 
can assist organisations in not only 
achieving once-off digital transformation 
but also allowing for sustainable change in 
their workforce to enable accelerated future 
adoption of disruptive technologies. 
 
 

Mythbusters IOP style! 
Speakers: Kim E. Dowdeswell, 
Sebastian Clifton & Busi Mahlobo 
Type: Research Presentation 
  
Introduction/rationale 
With Heider (1958) viewing people as 
“naïve psychologists” seeking to make 
sense of the world, it is no wonder that 
myths and misconceptions about human 
behaviour are widespread (Taylor & 
Kowalski, 2004). Additionally, the 
difference between the general public and 
psychology students’ ability in 
differentiating between fact and fiction is 
small (Furnham & Hughes, 2014). 
However, using the refutational approach 
in teaching has been found to greatly 
increase psychology students’ ability to 
identify myths (Kowalski & Taylor, 2009). 
As such, this paper utilised the refutational 
approach to investigate two commonly 
encountered assessment practices beliefs: 
that women are better than men in multi-
tasking, and that time-of-day completion 
impacts cognitive ability performance. 
 
Objective 
To illustrate the use of the refutational 
approach in questioning commonly held 
beliefs and present empirical observations 

concerning two beliefs in the South African 
context. 
 
Method/approach 
Study 1: Gender differences in multi-
tasking 

• 57% of respondents believed there 
were gender differences in multitasking  
(Szameitat, Hamaida, Tulley, Saylik, & 
Otermans, 2015). 

• Research evidence regarding actual 
gender differences in multitasking 
performance is limited and findings are 
mixed. 

• A random sample of 556 men and 568 
women who completed a multi-tasking 
ability test was drawn from an 
assessment database. 

• Mean score differences were 
calculated using a t-test and Cohen’s d-
statistic. 

 
Study 2: Ability tests and time-of-day 
completion 

• There are mixed findings in the 
literature regarding the time-of-day 
effect on cognitive performance tasks. 

• A sample of over 20,000 candidates 
who had completed a combination of 
three ability tests in the last three years 
was drawn from an assessment 
database and segmented into different 
time-of-day completion groupings. 

• Mean score differences were 
calculated using t-tests, ANOVA and 
Cohen’s d-statistic. 

 
Results 
Study 1: 

• No significant differences in multi-
tasking were observed by gender. 

 
Study 2: 

• Candidates completing the 
assessments in the morning during 
normal working hours performed lower 
than candidates completing their 
assessments during other times, albeit 
a small effect size. 

 
Conclusions 
The findings presented in this paper 
highlight the importance of not accepting 
common beliefs in assessment practices at 
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face value, with the approach used offered 
as guidance to practitioners when 
confronted with such beliefs. 
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Practical guidelines for industrial 
psychologists to manage the dark 
triad in organisations 
Speakers: Yvonne-Louise Smit & 
Samantha Adams  
Type: Case Study 
  
Introduction/rationale 
The field of Industrial and Organisational 
Psychology has keenly pursued the 
understanding of various variables that 
impact job performance. Interest has grown 
in the investigation of the relationship 
between maladaptive personality and job 
performance with evidence supporting this 
relationship. The Dark Triad, a narrow 
framework of maladaptive personality 

including narcissism, Machiavellianism, 
and psychopathy, has recently received 
much attention in the field of Industrial 
Psychology. Industrial Psychologists have 
been urged to start taking the research on 
maladaptive personality more seriously by 
investigating the role that it has in the 
workplace. The Dark Triad has been found 
to be present in multiple working 
environments. Moreover, given the 
proposed relationship between the Dark 
Triad and job performance it is in the 
interest of the field to gather a more in-
depth understanding of how to effectively 
intervene and manage workplace 
environments where individuals may 
display traits associated with the Dark 
Triad. 
 
Objective 
This study aimed to provide Industrial and 
Organisational Psychologists with a 
practical guide for managing the Dark Triad 
in the workplace. 
 
Methods/ approach 
The guide was developed using a 
qualitative, phenomenological research 
methodology and a two-phase data 
gathering process, including semi-
structured interviews and a focus group 
(n=13). Braun and Clarke’s (2006) phases 
of thematic analysis guided the analysis of 
the data collected. 
 
Results  
The thematic analysis delivered five 
themes identifying keys areas in which 
guidance on how to manage people who 
display traits of the Dark Triad could be 
focused. The themes include 
organisational culture, organisational 
policies and processes, performance 
management, training, and coaching. The 
merits of each theme were evaluated 
against existing literature to develop 
relevant, practical actions for Industrial and 
Organisational Psychologists to consider. 
 
Conclusions 
The presentation outlines a proposed set of 
guidelines that relate to organisational 
culture, organisational policies and 
processes, performance management, 
training, and coaching for the management 
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of the Dark Triad in an organisational 
context. 
 

 
There is no new world of work: the 
language of the world of work 
Speaker: Brandon Pleaner 
Type: Case Study 
  
Broadly, diversity refers to the systematic 
actions taken by an organization to recruit, 
reward, develop, promote, and retain a 
diverse mix of employees (Henry and 
Evans, 2007). Upwards of 75% of the 
Fortune 1000 companies have targeted 
diversity programmes, with 70% of 
organizations arguing that they are 
effective at attracting and retaining diverse 
talent (Mondal, 2020). However, scant few 
– 11% of organizations – report 
understanding what diversity entails. 
Historically, diversity focused on 
observable traits such as race, gender, 
age, and disability, with limited attention 
given to the impact of language.  
 
This conceptual presentation explores the 
role that language plays in (1) how we, 
often inappropriately, define individual 
employees and groups of employees (e.g. 
millennials), (2) how the language we use 
influence the relationships between 
employees, and (3) how language 
influences the interventions we implement 
as organizational psychologists. Drawing 
on theory from discourse analysis, 
sociolinguistics, and semiotics, this 
presentation looks at the interplay between 
form, meaning and context and how these 
are embedded in the social, cultural, 
historical, and political. Each of these four 
dimensions will be examined to understand 
how they influence, and are influenced by, 
language.  
 
With the foundations laid, language will be 
examined in relation to how it influences a 
variety of psychological and organizational 
constructs and activities, including identity, 
thought, organizational culture, behavior, 
performance, and perceptions. Critically, 
the role of language in informing 
organizational psychology interventions 
will be unpacked in order to understand 

how our behavior, based on the language 
we colloquially use, influences and 
maintains the status quo of organizations. 
The starting point for the examination, is an 
evaluation of the idea of “the new world of 
work”.    
 
As organizational psychologists, we play a 
key role in understanding the role and 
influence of language within the work 
environment, while being subjected to, and 
promulgating, the very language we seek 
to challenge. In addition to case study 
reviews of language in the work 
environment, the presentation will ask that 
we reflect on our own language and how 
the very language of our profession (and 
linked practices) impact and influence the 
interventions we implement within 
organizations.  
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Building a work-based counselling 
model for the South African context 
Speakers: Xander van Lill, Rinet van 
Lill & Ingra DuBuisson-Narsai 
Type: Research Presentation 
  
Introduction/rationale 
Industrial psychologists should be able to 
provide short-term counselling to assist 
employees with job-related crises or stress 
(HPCSA, 2019). The hexagonal model of 
Acceptance and Commitment Therapy 
offers a practical approach to work-based 
counselling. We argue that goal-setting 
literature can be incorporated in this model 
as an intermediary step between values 
and committed action. More specifically, 
key interpersonal factors, portrayed by a 
psychologist, during work-based 
counselling, can ensure that clients commit 
to and act on therapeutic goals that they 
inherently value. 
 
Objective 
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To provide an integrated model of 
interpersonal therapeutic styles during 
goal-setting based on the theory of social 
cognition, goal setting, and neuroscience 
within the context of brief work-based 
counselling. 
 
Approach 
The model will be based on a systematic 
review conducted on the literature 
grounded in the guidelines of Siddaway, 
Wood, and Hedges (2018). 
 
Results 
Preliminary evidence suggests that two 
dimensions are important when setting 
goals in an interpersonal context, namely 
warmth and intellectual competence (Van 
Lill, Roodt, & de Bruin, 2019). Warmth, 
reflected as empathy and respect for the 
client’s values, is theorised to increase 
clients’ experience of autonomy during 
goal setting in therapy (Gagné & Deci, 
2005; van Lill et al., 2019). Intellectual 
competence refers to the psychologist’s 
ability to guide clients in setting goals that 
are specific, challenging, meaningful, and 
practical enough to instil a sense of self-
efficacy to achieve goals set in therapy 
(Locke & Latham, 2013). By addressing the 
needs of autonomy and achievement 
through these two dimensions, we 
conceive that clients might experience a 
greater sense of control over the 
incongruence that future change might 
bring (Grawe, 2007). This could, in turn, 
increase clients’ commitment to and action 
toward goals. The right balance of warmth 
and competence can increase the 
experience of controllable incongruence, a 
neurological state where the activation of 
stress-related areas in the brain are 
reduced while synaptic connections are 
stimulated to foster optimal learning 
(Grawe, 2007). 
 
Conclusion 
Based on the two dimensions of social 
cognition and neuroscientific evidence, 
there appears to be an ideal therapeutic 
style that can enhance clients’ commitment 
to goals. We conclude that within the 
bounds of a brief therapeutic approach, this 
model might provide industrial 
psychologists with a powerful point of 

departure to help clients progress towards 
greater well-being in the workplace. 
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Stress, burnout and work 
engagement: Personality as a 
moderator 
Speakers: Lauren de Kock & 
Carolina Henn 
Type: Case Study 
  
 
Introduction/rationale 
Stress results in negative consequences 
for individuals at work and its impact is 
particularly felt in well-being and health 
outcomes.  This has a direct negative 
impact on the individual and the 
organisation, and therefore it is important to 
determine factors that could mitigate 
against stress in the workplace. 
 
Objective 
The study examined whether the Big Five 
personality traits moderated the 
relationship between stress on the one 
hand, and burnout and work engagement 
on the other. 
 
Method 
The study followed a quantitative, cross-
sectional survey design. The sample 
(N=644) was comprised of working 
individuals from a variety of industries.  
Data were gathered using the 21-item 
Depression Anxiety Stress Scale (DASS-
21), the South African Burnout Scale, the 
Basic Traits Inventory (BTI) and the 9-item 
Utrecht Work Engagement Scale (UWES-
9). Hierarchical moderated regression 
analyses were performed to examine 
interaction effects. 
 
Results 
Significant results were found for 
neuroticism as a moderator between stress 
and work engagement. Specifically, 
neuroticism exacerbated the relationship 
between stress and work engagement. 
Those with higher levels of neuroticism, 
reported a stronger decrease in work 
engagement with an increase in stress, 
than those with medium or low levels of 
neuroticism. Similarly, agreeableness 

moderated the relationship between stress 
and burnout. For persons with higher levels 
of agreeableness, the increase in burnout 
associated with an increase in stress was 
significantly stronger than for those with 
medium or low levels of agreeableness. 
Extraversion came close to reaching 
significance as a moderator between stress 
and burnout, with a stronger negative 
association between stress and burnout for 
those with higher levels of extraversion.  
 
Conclusions 
The results of the study demonstrated that 
personality plays an important role in terms 
of the impact of stress on the well-being of 
employees.   An interesting, counter-
intuitive finding was that agreeableness, 
and possibly also extraversion, generally 
considered desirable personality traits, 
acted as exacerbates of stress, and not as 
buffers.  This finding warrants further 
attention.  
 
 

Validation research 101: Back-to-
basics in validation research 
Speaker: Kim E. Dowdeswell 
Type: Work session 
 
Introduction/rationale 
The scientist/practitioner model lies at the 
heart of the IOP identity (Cascio & Aguinis, 
2008; Van Zyl, Nel, Stander, & Rothmann, 
2016), with the “scientist” using the 
scientific method to advance theoretical 
knowledge (Highhouse & Schmitt, 2012), 
and the “practitioner” applying that 
knowledge in the real world to address 
specific work-related problems (Van Zyl et 
al., 2016). However, there are challenges 
with the effective implementation of the 
scientist-practitioner model as there 
persists disconnects between the 
knowledge academics are producing and 
the knowledge required and consumed by 
practitioners (Cascio & Aguinis, 2008; 
Rynes, Bartunek, & Daft, 2001). In practice, 
scholars argue that most IOPs tend to 
prefer one role aspect to the other or waver 
between the two (Augustyn & Cillié, 2008), 
whereby academics have sharper 
“scientist” skills while IOPs in practice have 
sharper “practitioner” skills. Specifically, an 
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area of practice where personal experience 
has shown practitioners’ skills to frequently 
fall short in is in the carrying out of 
validation research in organisational 
settings. 
 
Objective 
The objective of this session is two-fold:  
1. To highlight common pitfalls and 
challenges frequently encountered in 
planning and conducting validation 
research in practice, and  
2. To provide participants with 
guidance in overcoming these challenges 
through designing and implementing 
validation studies in accordance with 
scientific standards and recommended 
best practice.  
 
Method/approach 
The session will be structured around the 
core steps involved in planning and 
conducting a validation research project, 
laying out the critical considerations 
necessary at each step, the common 
challenges encountered, and the possible 
resolution strategies available to the 
practitioner. Pointers referencing SIOP’s 
(2018) Principles for the validation and use 
of personnel selection procedures and 
SIOPSA’s (2005) Guidelines for the 
validation and use of assessment 
procedures for the workplace will be 
shared, together with ethical 
considerations in conducting validation 
research. The session will conclude with an 
overview of alternative strategies a 
practitioner could pursue when validation 
research is not feasible. 
 
Practical implications 
Participants should leave the session with 
an enhanced understanding of the 
technical requirements to conduct a 
scientifically feasible validation study, 
together with practical tools and guidelines 
to equip them in doing so. 
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Experiences of women working 
underground in South African mines 
Speaker: Salome Jansen Van 
Vuuren, Marius Stander and Vera 
Roos 
Type: Case Study 
  
 
Introduction/ rationale 
The legal and social limitations of women 
to accept underground-mining positions in 
the past allowed the underground mining 
environment to cater only for the needs of 
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male employees. Even though there have 
been legal revisions, and women have 
been encouraged to participate to work 
underground in the mining industry, they 
are still seen as a minority group within this 
industry. Women working underground are 
seen as a new phenomenon which poses 
certain unique challenges for the women. 
 
Objective 
This study aimed to explore the 
experiences of women working 
underground in a South African mine. 
 
Methods/ approach 
Twenty-one women occupying 
underground positions, selected through a 
purposive sampling procedure, 
participated in semi-structured interviews. 
A qualitative descriptive design was used 
to obtain the experiences directly from the 
women in an underground environment. 
Data was analysed by using qualitative 
data analysis and research software. 
 
Results: Six themes (6) emerged: (1) 
Sexual abuse; (2) Gender stereotypes; (3) 
Conditions compromising women`s health 
and safety; (4) Women-specific challenges; 
(5) Supportive relationships; and (6) 
Personal approaches to the underground 
mining environment. 
 
Conclusions 
The general objective of the research was 
to explore the experiences of women 
working underground in the mining 
environment in South Africa. The findings 
of the study are specific to the group of 
participants where the research was 
conducted. Its findings still have the 
possibility to contribute to the theory and 
practice of Industrial Psychology. 
Becoming aware of the experiences and 
the impact thereof. It has practical 
implications for the field of industrial 
psychology. Organisations, psychologists 
and the legislation enforcers must realise 
that legal quotas alone are not going to 
help breach the barrier of such a male-
dominated environment and that much 
more must be done holistically to increase 
the representation of women. Historically, 
the mining industry did not cater for the 
needs of women. The progress has not 

been ideal thus far and must be aided with 
various resources, further research and 
role players to speed up the progress. 
 
Value 
Interest and appeal to audience: To 
understand the experiences of women in 
male dominated environments that is 
physically demanding is important to grasp. 
Once such environments are understood 
possible interventions can be put in place 
to mitigate the negative experiences and 
increase the positive experiences the 
women experience. It is vital to be able to 
align the job and organisational fit of these 
women to ensure optimal functioning and 
their overall wellbeing within such 
environments. The gender dynamics, 
culture diversity and sensitivity are some of 
the key aspects that must be taken into 
consideration when trying to improve these 
dynamics. Many of these key factors 
mentioned play out in the workplace of 
today. The first step is to have a level of 
understanding and awareness of the 
current situation before being able to be 
proactive in a way forward. Therefore, a 
study of this nature adds to the theoretical 
knowledge and the actual experiences of 
women who are working in these 
environments.  
 
Important contribution to research/ 
practice/ theory or knowledge: This article 
aimed to fill the gap identified in literature 
research pertaining to the specific focus on 
the experiences of women working 
underground in a mining industry in South 
Africa and not just in the broader sense of 
women in mining on the surface. The 
contributions are divided between the 
participants, organisation and literature. 
The study aimed to explore and understand 
the experiences of women working 
underground and to add to the collective 
view of the experiences of the various 
women. The mining industry as a whole 
can benefit from understanding the 
experiences of these women so that 
strategies can be developed to aid women 
in excelling in their careers and enhance 
their work environment. The person and 
organisational fit theories will be used to 
engage with the findings of the study within 
the mining environment. Within the 
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discipline of Industrial Psychology, the 
study`s findings aimed to assist with the 
optimal management and functioning of the 
labour force within the holistic picture. 
Recommendations could be drawn from 
the findings of the current study to enhance 
the working conditions of women. 
 

 
Dimensionality of the Maslach 
Burnout Inventory - General Survey 
Speaker: Brandon Morgan 
Type: Research Presentation 
  
Introduction/Rationale 
Researchers often use the Maslach 
Burnout Inventory – General Survey (MBI-
GS) in burnout research. The MBI-GS 
provides scale scores on three underlying 
burnout dimensions, namely, exhaustion, 
cynicism, an efficacy. These scale scores 
are then used as predictor or criterion 
variables to investigate relationships or 
mean score differences. Using these scale 
scores independent of each other assumes 
that the scores reflect specific reliable 
variance rather than shared general factor 
variance. Failure to distinguish between 
these two sources of variance in research 
can lead to misleading results.  
 
Objective  
To investigate if the three MBI-GS scale 
scores should be used independent of 
each other or summed to form an overall 
burnout score. 
 
Method/approach 
Responses to the MBI-GS from 460 
working adults were analysed using a 
confirmatory bifactor model.  
 
Results 
There is a large general factor running 
through responses to the MBI-GS items 
explaining approximately 55% of the 
common variance. Coefficient omega 
hierarchical for the general factor was .47 
and coefficient omega hierarchical 
subscale for the exhaustion, cynicism, and 
efficacy scale scores were .44, .03, and 
.66, respectively. These coefficients 
suggest that exhaustion and efficacy have 
a fair amount of specific reliable variance 

over and above the general factor but that 
cynicism is inseparable from the general 
factor.  
 
Conclusions 
Research must use the three MBI-GS scale 
scores independently of each other with 
caution in research settings because of the 
relatively large general factor that runs 
through these responses. Proper variance 
decomposition is required when using the 
scale scores in research.  
 
Interest and appeal to audience: The paper 
should be of interest to those who use the 
MBI-GS in research.  
 
Contribution to research and practice: The 
paper provides a more complete 
understanding of the dimensionality of the 
MBI-GS and the use of its scale scores in 
research settings. Strategies for using 
scale scores in research settings are also 
provided.  
 
 

Detecting DIF that really matters: 
Evaluation of a simple factor analytic 
approach to differential item and test 
functioning across groups 
Speakers: Gideon Pieter de Bruin & 
Serban Andrei Zanfirescu 
Type: Master Tutorial 
 
We present a factor analytic approach—
due to McDonald (1999)—that is used for 
the examination of measurement 
invariance or differential item functioning 
across groups with Likert-type data. In 
contrast to the popular multi-group 
confirmatory factor analysis (MG-CFA) 
approach, McDonald’s approach yields 
direct insight into the size and practical 
significance of differences in factor 
loadings and item intercepts across groups 
after rescaling. In addition, the approach 
allows for a graphical and numerical 
evaluation of differential test functioning, 
which is the level of invariance that really 
matters to practitioners and researchers. 
Using real data, we show how to implement 
the approach. We compare the results with 
those yielded by other popular approaches, 
i.e., MG-CFA, ordinal logistic regression, 
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and Rasch item response modelling. A 
simple R function that can be used to 
implement the approach is demonstrated. 
Strengths and limitations of the McDonald 
approach are discussed and 
recommendations on how to use it in test 
construction and test validation are 
presented. 
 
Keywords 
Measurement invariance, differential item 
functioning, item-response theory, 
rescaling, R   
 
 

Friendship & authenticity at work 
among professional women and 
managers 
Speakers: Tatenda Zigomo, 
Ruwayne Kock & Fiona Donald 
Type: Research presentation 
 
Introduction/ rationale 
In the deeply fragmented world of work, it 
has become imperative to deepen our 
understanding of relationships between 
people at work. Organisational 
transformation legislation and policies have 
assisted marginalised groups to become 
part of the South African workforce, but 
these groups are still excluded from circles 
of influence in some work organisations. 
Inclusive organisations are more likely to 
encourage workers to be authentic at work 
rather than merely conforming to normative 
expectations. Comprehensive conformity 
can result in excessive homogeneity, which 
is detrimental to organisational innovation 
and performance. We argue that workplace 
friendship and authenticity at work may 
provide an alternative way of addressing 
organisational innovation through 
inclusion.   
 
Objective 
This study aims to understand the role of 
workplace friendship (prevalence, 
opportunity) and authenticity at work 
(authentic living, external influence and 
self-alienation) amongst female 
professional workers and managers in 
South African private sector organisations. 
 
Methods/ approach 

A mixed methods, non-experimental, cross 
sectional and correlational design was 
used to assess the association between 
friendship and authenticity at work among 
a sample of 132 professional and 
managerial women. The study also utilized 
semi-structured interviews to probe 
friendships and authenticity in the 
workplace. Seven of the women 
volunteered to be interviewed. 
 
Results 
A positive association was found between 
workplace friendship (opportunity and 
prevalence) and authentic living. 
Conversely, a negative association was 
found between workplace friendship 
(opportunity and prevalence) and self-
alienation. A positive association was also 
found between friendship prevalence and 
external influence. From the thematic 
content analysis, we found that participants 
conveyed how having friendships at work 
helped them to be more comfortable 
expressing themselves and being able to 
be authentic at work. Professional and 
managerial women created homophilous 
relationships in the workplace based on 
similar life phases, shared values and 
shared interests. Lastly, participants 
expressed how seniority and tenure helped 
them to be authentic at work.  
 
Conclusions 
Workplace friendship is used by 
professional women and managers to 
enhance their authenticity at work. 
However, work relationships based solely 
on demographic characteristics among 
women are less likely to promote 
authenticity at work. This may suggest that 
work organisations need to develop and 
implement strategies for building inclusive 
organisations beyond the traditional socio-
demographic features of society. 
Authenticity at work may embolden 
professional workers and managers to 
solve business challenges in unique ways. 
Organisational psychologists have an 
important role to play in leveraging 
heterophilous informal networks in 
organisational development work to create 
more innovative workplaces. 
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The relationship between job 
hopping motives and burnout  
Speakers: Brandon Morgan, Amy 
Hall & Anesh Pillay 
Type: Research Presentation 
  
 
Introduction/Rationale 
It is well established that both environment 
and individual difference variables can lead 
to burnout. One possible antecedent of 
burnout that has yet to be investigated is 
job-hoping motives. Research has found 
that job-hoping motives can be reduced to 
an escape motive and an advancement 
motive. These two motives reflect 
individual differences in how people 
approach their job. It is possible that these 
two motives are related to burnout because 
of the negative and positive emotions 
underlying each of them.  
 
Objective 
To investigate if the relationship between 
hob hopping motives and burnout.  
 
Method/approach 
Responses from 187 participants were 
subjected to structural equation modelling 
where the two motives were the 
independent variables and a general 
burnout factor, exhaustion, and efficacy 
were the dependent variables.  
 
Results: The escape motive was positively 
related to the general burnout factor (b = 
.339, p = .008) and negatively related to 
efficacy (b = -.417, p = .016). The advance 
motive, in contrast, showed a positive 
relationship with efficacy (b = .365, p = 
.062). The two independent variables 
explained 17.5% of the variance of the 
general burnout factor, 10.1% of the 
variance in efficacy, and .30% of the 
variance in exhaustion.  
 
Conclusions 
Job-hopping motives appear to be related 
to burnout but in different directions. Those 
with a stronger escape motive might 
experience less efficacy whereas those 
with a stronger advance motive might 
experience more efficacy.  
 

Interest and appeal to audience 
The paper should be of interest to 
psychologists and human resource 
specialists who work with those who have 
frequent job changes.  
 
Contribution to research and practice 
Our results support job-hoping motives as 
a possible antecedent of burnout. 
Measurement of these job-hoping motives 
and the possible impact on later burnout 
might be warranted for those who have 
frequent job changes.  
 
 

What drives behavioural change? An 
exploration of the underlying 
process that drives explicit 
behavioural change in leaders. 
Speaker: Estelle Lydia Coetzer 
Type: Case Study 
 
Introduction 
A critical key for organisations’ to maintain 
their competitive edge in the current times 
of change, lies in the hands of leaders. 
Where leaders have the ability to transform 
and change in order to meet the demands 
of the work environment, this provides 
organisations with greater agility and 
sustainability. Despite the vast amount of 
literature available on leadership, there is 
significantly less literature available on the 
development of leaders.  The field of 
neuroscience attempts to provide insight 
into how leaders learn and change. This 
study aimed to gain a deeper 
understanding of what the underlying 
process is that leads to leaders making a 
behavioral change after being exposed to a 
leader development intervention. 
 
Objectives 
In this study an exploratory investigation of 
leader development was undertaken to 
explore the underlying processes that 
supported behavioral change.   
 
Method 
Participants were exposed to a leader 
development workshop that integrated the 
foundations of social cognitive 
neuroscience workshop over a 5-month 
period.  Semi-structured interviews were 
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conducted with a sample of 26 participants. 
Data were qualitatively analysed by means 
of content analysis.     
 
Results 
Findings highlight the need for a process of 
sense-making that requires of leaders to 
integrate and interpret knowledge with their 
personal experiences and interactions.  
The value of social connection and 
interaction was found to play a significant 
role in the learning process.  These findings 
are supported by literature in the field of 
neuroscience.   Explicit behavioral changes 
appear to have been driven by conscious 
and intentional choice.  The decision to 
make explicit behavioral changes was 
supported by what was defined by the 
researcher as both personal and 
organisational motivational drivers and 
encompasses a number of elements.    
Findings further provide insight into what 
served as change reinforces, sustaining 
behavioral change.    
 
Contribution  
This case study confirms theories relating 
to the learning process and also builds on 
a better understanding of the learning and 
leader development process. A framework 
for change drivers as well as change 
reinforcers is suggested, which provides 
organisations with a better understanding 
of how to support leader development 
interventions to ensure sustainable 
behavioural change. The very personal 
nature of internal drivers for change and 
the need for choice, suggests a need for 
greater alignment between organisational 
profit drivers and the internal motivational 
drivers of leaders. 
 
 

Using gamification, automation, AI 
and science to improve a 
multicounty graduate recruitment 
process 
Speakers: Kevin Distiller  
Type: Case Study 
  
This presentation is a case study of how 
AbinBev harnessed new developments in 
gamified assessments and Artificial 
Intelligence to improve their graduate 

recruitment process, which ran between 
March and June 2019. 
 
The presentation will outline the key 
challenges that led to the need to explore 
new ways of running this process (55 000 
applicants in 6 countries, including Nigeria, 
Ghana, Zambia, Tanzania, Mozambique 
and South Africa, very manual process 
utilised, too labour intensive, too long (7 
months in length), difficulty differentiating 
between candidates at the start of the 
process, lack of scientific rigour, logistics of 
flying candidates and assessors around 
the continent, etc) 
 
The assessment funnel that was adapted 
will be explained. This funnel included a 
process where high volumes were initially 
managed through low touch, automated 
assessment techniques. The funnel 
includes knock out questions, gamified 
assessments, cognition, values, interests, 
styles, personality, and finally, Online 
business simulations.  
 
The reasons behind the methodology and 
why the process became more detailed 
and rigorous the further into the process 
candidates progress will also be outlined, 
as well as the successes achieved through 
the new approach (using different norms in 
different countries, 60% reduction in 
process time, fairness achieved in different 
regions, psychometric rigour, etc) 
The presentation will discuss the key 
challenges that needed to be overcome 
(such as building safe-guards into the 
system to ensure integrity is maintained in 
an environment where no pre-screening of 
candidates is done, obtaining buy-in from 
exco, meeting time requirements, working 
with complex psychometric data in an 
environment where it has never been used 
before, etc.) and will discuss learnings that 
need to be applied in future campaigns. 
 
During the course of the intervention, many 
unique and interesting ethical issues were 
addressed, and this will be discussed in 
detail. Some of the key ethical 
considerations included the value of using 
country specific norms in the initial high 
volume screening stages, whether 
automated algorithms and cut-offs should 
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be used during the more rigorous and high 
touch stages of the process, and whether it 
is more important to apply consistency to 
the process or whether taking account of 
language issues in certain countries should 
be introduced into the process to ensure 
more representation from a more diverse 
range of countries is more important. 
 
 

Selling in the trenches: Identifying 
the Profile of a Successful Sales 
Consultant in the South African 
Environment 
Speaker: Kevin Distiller 
Type: Case Study 
  
 
Whilst many large corporations in the 
South African environment understand and 
utilise psychometric principles and tools in 
their recruitment practices, many small 
businesses have not had the opportunity to 
scrutinise these tools due to a range of 
issues (cost, complexity and the generally 
maturity of their Human Resource 
departments). 
 
This presentation aims to present the 
findings of a case study, in which 100 sales 
consultants operating in three companies, 
across Kwazulu-Natal, Western Cape and 
Gauteng were assessed on a range of 
gamified skills and online psychometric 
tools.  
 
The candidate skills and psychometric 
profiles were correlated with average 
performance (measured both in terms of 
average sales per month, as well as the 
quality of these sales). The findings 
highlighted key differences between the 
high and low performers in terms of the 
makeup of entry level skills, as well as the 
interests and work styles of the two groups. 
What makes this study unique is that the 
candidates that were assessed are South 
Africans from rural areas and small towns, 
who have limited exposure to the traditional 
assessment tools that are utilised in most 
main-stream assessment scenarios Thus, 
not only will this case study explore the 
differences in performance and 
psychological make-up of high and low 

performers in various locations around the 
country, but the benefits of utilising a tool 
that is designed to cater for the life 
experience of the typical Entry level South 
African candidate will also be discussed.  
 
What makes this case study relevant for 
the IO Psychology community is that it 
highlights how issues that are very 
localised to the South African market, such 
as candidate English language proficiency, 
can impact on performance, even when 
candidates are operating in rural areas, 
and are selling and interacting with clients 
in vernacular languages. Hypotheses for 
why this may be the case will be presented. 
 
 

B57: Assessment of adaptive and 
maladaptive Big 5 personality 
factors at both ends 
Speakers: Stewart Desson & 
Jonathan Cannon 
Type: Research presentation 
  
 
Background 
The issue of evaluative bias is prevalent in 
almost all Big 5 personality psychometrics, 
whereby certain poles of the factors (e.g. 
extraversion) are assessed more positively 
than their opposites (e.g. introversion). 
 
This paper documents the development of 
the BF57, a Big 5 personality psychometric 
designed to reduce this bias, by framing all 
factors positively, and by conceptualising 
and assessing both ends of each factor 
separately. 
 
Methods 
A global sample of 2,506 respondents 
completing the initial items pool for the 
BF57, with subsets within additionally 
completing the Trait Descriptive Adjectives, 
the IPIP-NEO, and rating all items of each 
instrument on social desirability. 
 
Results 
From an initial pool of 410 items, 57 items 
were selected, combined into 18 scales 
assessing Neuroticism, Emotional Stability, 
and both poles of each of the other Big 5 
factors (adaptive and maladaptive). 
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The 18 scales produced Cronbach’s Alpha 
coefficients of .61 - .79 (average = .70), 
with confirmatory factor analysis showing a 
better fit for a five-factor model compared 
to the traditional Big 5 model. 
 
Convergent validity with the Trait 
Descriptive Adjectives (n = 420) was 
assessed through regression correlation of 
the 18 BF57 scales against the TDA 
factors, following Woods and Anderson 
(2016) methodology, with all 18 scales 
loading onto the expected factors. 
 
Finally, evaluative bias of the BF57 items 
was assessed alongside items from the 
TDA and IPIP-NEO, with BF57 items 
showing more neutral levels of social 
desirability across all factors and both ends 
when compared to the TDA and IPIP-NEO. 
 
Conclusions 
The BF57 shows a strong five-factor 
structure with adaptive and maladaptive 
poles, with convergent validity against 
established five-factor model, and a 
reduction in evaluative bias of the items. 
 
Future Research 
Research is currently underway on the 
validation and optimisation of the BF57 
model and approach for the South African 
market, taking into account cultural, ethnic, 
and linguistic considerations; the results of 
this will be presented in conjunction with 
the above. 
 
References 
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Moving towards a strategic people 
and culture framework for the 
changing world of work: A case 
study 
Speakers: Marna van der Merwe, 
Dieter Veldsman & Ninette van Aarde 
Type: Case Study 

  
Introduction 
The fourth industrial revolution has 
dramatically disrupted the world of work 
and organisations are challenged to 
respond with agility to remain relevant in 
this rapidly evolving world. Traditional 
talent management approaches do not 
adequately enable organisations to 
understand the demand and supply of 
talent in response to the rapid changes, 
and does not sufficiently address the 
impact of culture and employee 
experiences on talent capacity. 
 
Objectives of the study 
The case study outlines a revised approach 
towards strategically managing talent 
responsible for the sustained digital 
capability of the organisation. The case 
study describes both the theoretical 
foundation, as well as its practical 
application within the context of a global 
insurer.   
 
Method and approach  
The division is one of twelve federated 
business units within a global insurance 
group (n=14 600). The study follows an 
action research approach with a team of 
industrial organisational psychologists 
working with the division over a six-month 
period.  Data was gathered through 
interviews, semi-structured focus groups 
and desktop research.  
 

• The research focused specifically on 
the following research questions: 

• What is the impact of the chosen 
organisational design model on the 
culture and talent requirements of the 
division? 

• How does organisational design 
choices, culture and leadership 
requirements culminate into an 
employee value proposition design? 

• How does the external talent landscape 
inform the management of talent 
capacity internally as part of a broader 
workforce strategy? 

 
Results and findings 

• The case study yielded the following 
broad findings: 
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• For people activities to be relevant, it 
has to flow from the strategic intent and 
organisational design, which in turn 
should be cognisant of cultural 
indicators 

• Capability maps help to contextualise 
talent demands, in line with strategic 
intent 

• Leadership maturity is a critical enabler 
of the sustainability of the process  

 
Conclusions from the study 
The case study postulates that 
organisational design, talent and culture 
processes need to be closely integrated to 
be effective for a radically different 
workforce that has fundamentally different 
expectations from the psychological 
contract with employers. The study 
provides a foundational model for 
application across various businesses, that 
enables leaders to proactively and 
strategically manage talent in their 
businesses.    
 
 

Workplace Demands, Resources 
and Bullying Amongst Teachers in 
South African Schools: A Qualitative 
Exploration of Teachers’ Bullying 
Experiences and Implications for 
Individual and Organisational 
Wellbeing    
Speaker: Colleen Bernstein and Toni 
Paige Batchelor 
Type: Research Presentation 
 
The aim of the present study was to 
examine workplace bullying amongst 
teachers in South African schools and the 
implications of such bullying for teachers 
and schools. The research was framed by 
the Job Demands-Resources Model which 
was utilised to explore the experiences of 
teachers’ exposure to work demands and 
how this could foster bullying within the 
workplace. In addition, the model was 
utilised to determine the extent to which 
resources were available to teachers within 
schools and the implications of such 
resources for their wellbeing.   
 
A qualitative interpretative research design 
was utilised. Data were collected by means 

of semi-structured interviews that were 
completed by 13 teachers. Thematic 
Content Analysis (TCA) was used to 
interpret the data.  The findings revealed 
that teachers work in an environment 
characterised by excessive demands with 
ever increasing workloads and a lack of 
supportive resources. This environment 
fosters stress, anger, frustration and 
aggression and increases perpetration of 
bullying acts, as teachers turn upon one 
another.  
 
Findings of the study indicated that in the 
aftermath of bullying feelings of 
incompetence, emotional exhaustion, 
depression and anxiety become manifest. 
Further, teacher’s reported engaging in 
withdrawal behaviours and expressing an 
increased desire to leave the profession. 
Based on the results of current study, 
environmental conditions in schools, 
characterised by excessive demands and a 
lack of resources, has serious implications 
for teacher wellbeing and their willingness 
to remain within the profession. In order to 
protect the wellbeing of teachers and the 
overall integrity of schools, the Department 
of Education is urged to put into place 
increased resources and interventions to 
assist schools in creating an environment 
that does not foster workplace bullying and 
to provide teachers with assistance in 
coping with such bullying when and if it 
occurs.   
 
 

Using a growth-mindset approach to 
address the development needs of a 
global business: The DB Schenker 
journey 
Speaker: Charlene Whitaker Da Silva 
Type: Case Study 
 
Introduction 
The development of employees is largely 
needed in the South African society.  DB 
Schenker embarked on a journey to 
develop a range of employee development 
programmes that would cover the various 
talent development needs of the business. 
The current session will outline the 
approach followed to create the DB 
Schenker MEA Campus.  
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The aim of the MEA Campus was to offer a 
catalogue of development offerings for 
their Logistics and Supply Chain business 
and to address the technical and 
leadership skill shortages they were 
experiencing in their South African 
business. 
 
Furthermore, with the 4th Industrial 
Revolution expected to increase the drive 
for automation, digitisation and artificial 
intelligence and so forth, South African 
employees need to be ready to face this 
change not just in adapting their skillset but 
also intentionally adapting their mindsets. 
To address these needs DB Schenker has 
embarked on a variety of Development 
Programs, specifically aimed at creating a 
‘growth mindset with a strong foundation 
built on agile thinking’.   
 
The current case study articulates the end-
to-end process of developing a range of 
talent development programmes with 
specific reference to processes and 
procedures followed in designing, testing 
and building these learning programmes 
for the needs of the business and broader 
industry. 
 
Objective 

• In this case study, we aim to discuss 
the following key points: 

• The talent development requirements 
of the business, how these were 
identified and the strategic context 
within which the Campus MEA was 
deployed; 

• An outline of the processes and 
approaches that were followed in the 
deployment of the Campus MEA to 
address the various talent development 
needs of the business; 

• How DB Schenker utilised principles of 
a growth mindset and agile thinking to 
deploy their development programmes; 

• The results of the development 
programmes and the impact it has had 
on the business; 

• Lessons learnt from the implementation 
of the Campus MEA. 

 
Learning outcomes 

After this session, participants will have 
gained clear insight into a practical 
example of implementing a talent 
development program. The participants will 
be exposed to the challenges that arose 
during implementation of these programs 
as well as gain perspective on how to use 
a growth-mindset to address the 
development needs of a business. 
 
 
Methods/ approach 
DB Schenker utilised the Growth Mindset 
methodology of Stanford Professor, Carol 
Dweck, as well as Agile-methodology and -
principles (Ken Schwaber and Jeff 
Sutherland) throughout the design of the 
various different Campus MEA 
programmes. These will be discussed and 
referred to during the session. 
 
Results 
During the case study, the speakers will 
refer to general learning insights gathered 
from business, students, learners and the 
HR team regarding the deployment of the 
DB Schenker Campus MEA deployment. 
The speakers will also refer to the impact 
and return on investment that has been 
attained with the deployment of the specific 
development programmes. 
 
Conclusions 
With the rise of automation South Africa 
has a growing need for employee skills 
development, DB Schenker have 
developed several employee development 
programmes with the aim of addressing the 
talent development needs in organisations. 
Organisations further need to apply agile 
thinking to their strategies in order to 
effectively address these talent 
development needs in today’s volatile 
business environment. The current case 
study aims to broaden the learning of the 
audience regarding practical ways that 
these can be achieved. 
 
 

Blockchain: Disruptor or Overhyped 
Technology 
Speaker: Carel de Jager 
Type: Master Tutorial 
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Introduction/ rationale 
Many businesses sell trust as a product / 
service. Lawyers, accountants, insurers 
and banks have little more to offer than 
trust, which is sold for incredible margins. A 
blockchain allows us to embed trust within 
software and provide it for free. Since every 
company in the world deals with trust in 
some form or another, this has far reaching 
consequences and will potentially have a 
bigger influence on our lives than the 
internet itself. The internet gave us free 
access to information, and those who sold 
information (ex. Yellow Pages) became 
irrelevant. Blockchain technology will give 
us free access to trust, and it is vitally 
important for particularly the Financial and 
Law industries to align their business 
models to not only survive, but take 
advantage of a world where their biggest 
product becomes redundant.  
 
Objective 
The discussion will start with a definition of 
trust, and what trust means in blockchain, 
as it is not a clear concept to most. From 
here, a high-level introduction to 
blockchain technology will be given by 
illustrating how trust is achieved, as well as 
the impact of the technology on the world 
of work. The important reasons for 
businesses to take note of the blockchain 
technology will be discussed. A summary 
will be given of a set of short, medium- and 
long-term recommendations to take full 
advantage of the technology. The session 
will conclude with a discussion of how 
people practitioners and leaders can ready 
the workforce for the entry of blockchain 
technology into the workplace, through 
changing mindsets, skills development and 
agile adoption. 
 
Methods/ approach 
This is a new field and standards, 
methodologies and processes specific to 
blockchain do not yet exist. The discussion 
will be based on the Blockchain technology 
information currently available. This is not 
a discussion on cryptocurrency, but since 
the technology has its roots in the 
cryptocurrency world, the Bitcoin 
blockchain will be mentioned for reference. 
The speaker will refer to practical examples 
of blockchain technology being utilised in 

organisations and will also provide 
expertise as blockchain expert. 
 
Results 
Case studies will be presented in which 
blockchain technology has been 
implemented successfully, and then a few 
more in which it failed. It is important for 
industry to note that it is not a silver bullet. 
Blockchain can be excellent, but it has 
some prominent limitations which are 
important.  
 
Conclusions 
Blockchain technology offers organisations 
a competitive advantage. Leaders who are 
able to successfully onboard this new 
technology will leverage immense value for 
their respective organisations. This will 
however require innovative leaders to lead 
the way, not just in the technical 
deployment of the technology, but also in 
their ability to prepare the workforce to 
accept, and implement blockchain 
technology as part of the new world of 
work.  
 
 

Experiences of emergent change 
from an applied neurosciences 
perspective 
 
Speakers: Gabriella Garnett, Jenny 
Venter & Dirk Geldenhuys 
Type: Case Study 
 
The prevalence and pace of change is 
unprecedented and increasing 
exponentially (Lewis, 2019; Worley and 
Mohrman, 2014). This pervasive change is 
called emergent change and is defined as 
the unplanned, incremental change 
phenomena that occur continuously 
through system interactions and 
relationships (Wee & Taylor, 2018). 
Change research has traditionally focused 
on leaders and strategies they can engage 
to enhance change effectiveness (Uhl-Bien 
& Arena, 2018), and employees are under 
immense pressure to adapt constantly 
amidst change (Scarlett, 2016). The 
subjective human experiences of this 
change have not been rigorously 
researched from employee perspective. 
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Following the Interactive Qualitative 
Analysis (IQA) protocol (Northcutt & 
McCoy, 2004), a focus group and follow-up 
interviews were conducted with nine 
participants at a high performance software 
development company in Cape Town to 
explore their experiences of emergent 
change at work from an applied 
neurosciences perspective, at the 
individual and team level. Team dynamics 
and very rich, detailed individual and group 
data highlighted that the experiences of 
emergent change are significantly more 
complex than literature, practice and 
change approaches currently account for. 
Findings generated systems experiential 
maps of emergent change experiences, at 
individual and team levels. It was found that 
the physiological and emotional elements 
of experience were primary drivers of their 
emergent change experiences. Peak 
performance state and the relational 
environment were found to be salient 
outcomes. It was found that emergent 
change is experienced as a threat to basic 
psychological needs that is avoided, as 
well as a paradoxical catalyst for emergent 
opportunities that is approached, reflecting 
some experiential incongruence. 
Integrating findings with applied 
neurosciences literature added additional 
insight and layers of consideration 
regarding the underlying neural 
mechanisms and basic psychological 
needs shaping the experiences of 
emergent change. This presents new 
possibilities for avenues of integrative 
applied neurosciences research, the 
reconceptualisation of change and the 
human experiences thereof in 
organisations. This also creates 
opportunities for new strategies, 
approaches, practices and tools to support 
and facilitate brain-friendly working 
environments in which individuals and 
teams can experience change in new 
ways, taking personal and interpersonal 
neurobiological influences into account. 
 
Ethics 
Due to the significant impact of emergent 
change on individuals and teams on 
multiple complex and interconnected 
levels, there is an ethical aspect to this 
research. Burnout has been declared a 

health-compromising and workplace-
specific phenomenon by the World Health 
Organisation (World Health Organisation, 
2019). Burnout occurs when excessive 
stress hasn’t been effectively managed, 
and chronic emergent change can lead to 
this kind of stress, so organisations have 
an ethical responsibility to review and re-
envision how change is approached, 
facilitated and addressed. This will be 
discussed in the presentation if the abstract 
is accepted. 
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POSTER SESSIONS 
 

‘Going implicit’: How implicit 
measures can be applied in 
organizations for personnel 
development and succession 
planning 
Poster Presenters: Yolandi-Eloise 
Janse van Rensburg, François S. de 
Kock & Eva Derous 
 
Implicit tests are increasingly being used 
and discussed in the field of Industrial-
Organizational psychology. Despite their 
growing popularity, little is known about the 
types of implicit tests that exist, how they 
operationalize constructs, and how to 
improve their usefulness to predict relevant 
organizational behavior. We provide a 
timely contribution to practitioners and 
scholars who are considering adopting 
implicit measures in their organizations. 
Based on literature, there are three broad 
categories of implicit tests, each of which 
might be more appropriate to measure 
specific constructs in organizations. First, 
automaticity-based measures seem best 
suited to assess attitudes and preferences 
(e.g., political/consumer), interpersonal 
attitudes (related to age, race, gender and 
ethnicity), personality traits (especially 
extraversion and agreeableness), and 
perceptions about a group, person or the 
self (e.g., self-esteem, internal motives). 
Second, projection-based tests may be 
used for personal development (i.e., as part 
of work wellbeing programs) to establish, 
for example, goal setting, achievement 
orientation, career planning, wellbeing, job 
satisfaction and motives, such as the 
intention to quit. Third, justification-based 
tests can be used to detect undesirable 
behavior (such as aggression, low integrity 
or counterproductive work behavior), which 
is often difficult to measure with self-report 
tests, due to socially desirable responding. 
Moreover, desirable behavior, such as 
creative performance and achievement 
orientation, may also be captured with 
implicit tests. By drawing on dual-
processing theory, our main objectives are 
to discuss how the most prevalent implicit 
tests work (i.e., Implicit Association Test, 
Picture Story Exercise, and Conditional 

Reasoning Test), how they can be 
developed, and we provide ideas on these 
tests may be applied in practice for 
personnel development and succession 
planning.  
 
Key words 
Implicit cognition, Implicit Association Test 
(IAT), Picture Story Exercise (PSE), 
Conditional Reasoning Test (CRT), dual 
processing 
 

 
Exploration of Industrial 
Psychologist's role in a period of 
transitioning in green economy: A 
selected review 
Poster Presenters: Dineo Diale 
 
Introduction 
The source of environmental challenges is 
the human activity and failure to adopt 
sustainable behavior. The implications of 
climate change have an impact in our lives 
as well as on future generations. The 
Psychology in terms of social psychology, 
behaviour, motivation and attitudes 
towards green economy is still in its infancy 
stages.  
 
Objective 
The psychology within the green economy 
in the world of work needs is still at its 
infancy stages. Questions arise on what 
efforts have been made to ensure that 
green human behavior is prioritized in 
transitioning to green economy in 
workplace. Furthermore, the efforts of 
focusing on green behavior in the 
workplace as a burning issue in 
transitioning into the green economy needs 
an inquiry.  Furthermore, the environmental 
programmes and policies are not prioritized 
in the workplace.  
 
Methodology 
The proposed study is an exploratory study 
whereby the systematic review will be 
adopted to respond to the above-
mentioned investigation.  The systematic 
review will utilise selected search criteria 
limiting the search to peer reviewed 
sources from 2011-2020. 
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Results 
Enacting upon the systematic review, some 
of the findings are, Green HR Practices, 
Career Management, Green talent 
management, leadership and change 
management. 
 
Contributions and applications 
The paper will offer applications of 
Industrial psychologist’s voice and possible 
role in Green economy and behavior 
integrated onto the scientific field of 
Industrial and Organisational Psychology.  
 
 

The relationship between burnout 
and person-environment fit: A 
vocational interest perspective 
Poster Presenters: Anesh Pillay & 
Brandon Morgan 
 
Introduction 
Past research has shown that person-
environment fit may be linked to a variety of 
positive occupational outcomes. Person–
environment fit is therefore a health 
impairment interaction that produces 
negative outcomes for the employee. In a 
similar way, burnout is related to negative 
outcomes, especially as it implicates 
chronic work-related stress.  
 
Objective 
In this study, my aim was to investigate the 
relationship between person-environment 
fit from a vocational interest perspective 
(i.e., congruence) and burnout. 
 
Method/Approach 
The sample for this study was n = 188. For 
the purposes of the study, non-probability 
convenience sampling was employed, and 
a quantitative research approach was 
used. Participants were required to 
complete the Maslach Burnout Inventory – 
General Survey (MBI-GS) and shortened 
South African Career Interest Inventory 
(SACII). 
 
Results & Conclusions 
The study’s results indicated a negative 
correlation between burnout and person-
environment fit. This implied that 
individuals who are in work environments 

that did not match their vocational interests 
were more likely to experience burnout. 
Practical Significance & Contribution 
The study’s potential contribution to the 
IOP profession is as follows: 
The results have practical implications for 
IOP professionals who work in the 
recruitment, wellness, and career 
counselling spheres and offer insights into 
how these disciplines may counter burnout 
as a result of poor person-environment fit. 
The results indicate how congruence might 
be involved in terms of vocational choice 
and the eventual experience of burnout. 
Although causality cannot be inferred, the 
results point to the importance of 
considering burnout as a consequence of 
poor person-environment fit, and therefore, 
how appropriate career planning and 
management may mitigate such risks. 
Given the negative implications 
surrounding incongruence (i.e. potential 
burnout), the study highlights why 
organizations ought to measure and 
monitor person-environment fit as well as 
incorporate such data into their career and 
wellness initiatives for staff members. 
 
 

Contextual relevance of Industrial 
Psychology training at a University 
in the Western Cape 
Poster Presenters: Marieta du 
Plessis, F. Abrahams 
 
The dominant influence of Western and 
European psychology on the African 
educational system brought about a non-
African (i.e. Western scientific model) 
psychological discipline in the teaching 
curriculum. These Westernised 
psychological models are also applied in 
the workplace and job training practices. 
Such a situation gives rise to the need for 
an indigenisation of the African educational 
teaching modalities alongside the focus on 
multi-culturalism within the workplace. 
Therefore, the general research aim for the 
present study was to determine whether 
the theories of Industrial/Organisational 
Psychology (IOP), included in the current 
academic curriculum of a university in the 
Western Cape, as presented are 
contextually relevant. Furthermore, the aim 
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was to ascertain whether the methods of 
teaching and learning Industrial 
Psychology at a University of the Western 
Cape help equip students for their practice 
within a multi-cultural South African 
context.  
 
A qualitative research design with 15 semi-
structured interviews was used. The 
method of thematic analyses was used and 
the themes identified manually from the 
transcribed interviews. The sample 
consisted of lecturers, alumni and 
postgraduate students in the relevant 
Industrial Psychology department. The 
findings varied due to diverse groups of 
participants with differing workplace 
expectations. However, participants 
agreed on the need for introducing more 
African examples in the teaching and 
learning of Industrial Psychology, to ensure 
the curriculum is applicable to a work 
context of a developing country such as 
South Africa. Most of the participants 
experienced a divide between theory and 
practice, recommending work-integrated 
learning as a possible solution. 
Recommendations were made to help 
other universities in South Africa see the 
need for not only contextualising the 
curriculum of Industrial Psychology, but 
redefining teaching techniques in line with 
expectations from the industry. 
 
 

The perception of cybersecurity 
among South African military 
officers: “Adapt or be hacked, a case 
of two tales” 
Poster Presenters: Kyle Bester 
 
 
The fourth Industrial Revolution (4IR) has 
advanced various aspects of human life is 
rapidly altering the way individuals 
communicate with each other in the work 
place. This study focused on the qualitative 
exploration on how the advancement of 
cybersecurity may influence the behaviour 
of military officers and the manner in which 
they interact with changing technology in 
the workplace. Exploring the views and 
perceptions of cybersecurity and how 
threats are scrutinised among military 

officers is considered to be vital when 
producing knowledge in an emerging 
research area. The securitization 
framework was used to indicate how 
participants securitize and react to an issue 
within the military context, particularly when 
viewing the 4IR as an agent that advances 
technological innovation in the workplace 
and demands social acceptance. Exploring 
the views and perceptions of military 
officers from an organizational psychology 
perspective necessitated that the 
researcher explore this emerging topic 
from a mixed method of inquiry and 
highlighting a site of knowledge which has 
often been left unengaged in mainstream 
psychology. This study is in the mixed 
methods paradigm. The qualitative phase 
employed non-probability purposive 
sampling and selected 20 participants 
enrolled in a senior officers’ course at one 
South African Senior Military Tertiary 
Institution. For the quantitative phase, the 
researcher used purposive sampling and 
selected n=116 junior officers to partake in 
questionnaires.  Findings point towards the 
notion that securitizing an issue such as 
cyber-attacks has an impact on threat 
perception and behaviour when interacting 
with others through cyberspace.  
 
 

The psychometric properties of the 
Meaning in Life Questionnaire on an 
Eastern Cape sample 
Poster Presenters: Sandile 
Mthembu, Nosiphiwo Gcaza, and 
Anathi Jaceni 
 
Introduction 
Living a meaningful, quality and happy 
fulfilled life is the ultimate desire of humans. 
Engaging in work should not only provide 
the enablers for enjoying life but should on 
its own, be a fulfilling engagement that 
provides meaning in life on its own. 
Instruments measuring the concept of 
Meaning in Life construct have failed to 
provide evidence of sound psychometric 
properties in South African context, 
especially when developed in the Western 
context.      
 
Objectives 
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The objectives of this study were to: 

• Establish the reliability of the Meaning 
in Life Scale. 

• Establish the factorial and discriminant 
validities of the Meaning in Life Scale. 

 
Methods 
A quantitative survey study was conducted 
using Steger, Frazer, Oishi and Kaler’ s 
(2006) 2-factor Meaning in Life 
Questionnaire (MLQ). The questionnaire 
was administered on a sample of 131 
individuals from a rural-urban metropolitan 
municipality of the Eastern Cape, South 
Africa, of which 44% were from rural and 
56% were from urban areas, 51% males 
and 49% females. SPSS and SmartPLS 
were used to analyse the data. SPSS was 
used to compute reliability coefficients, 
item and unidimensionality.  
 
Results 
The Cronbach Alphas of the Presence 
(.830) and Search (.902) dimensions and 
the overall scale (.902) were all good. The 
high correlation between Presence and 
Search dimensions (r = 0.744) raised the 
suspicion of poor discriminant validity. 
ANOVA results indicated that 
Professionals have higher level of 
Presence and composite Meaning in Life 
that house-minders, and individuals who 
are mostly employed had higher levels of 
meaning in life than those who are 
unemployed most of the time, lending 
support of discriminant validity. Principal 
axis factoring (PFA) with Varimax rotation 
provided evidence of unidimensionality of 
the Presence and Search dimensions, 
corroborating factorial validity. Principal 
axis factoring with Oblimin and Varimax 
rotations indicated a 2-factor solution but 
with suspect, cross-loading and poor 
loadings, corroborating construct validity 
but raising questions on convergent validity 
of the MLQ.  
 
Conclusions 
The results of this study indicate that 
Stager et al.’s (2006) MLQ have promising 
psychometric properties in the South 
African context but may need further 
modification to improve it for valid usability 
in this context. 
 

The effect of psychological 
empowerment on organisational 
commitment and organisational 
citizenship behaviour on a South 
African military university sample 
Poster Presenters: Sandile 
Mthembu, Timothy Solomons and 
Lindiwe Masole 
 
 
Rationale 
Preoccupation with status differences and 
power distance at the expense of 
psychological empowerment is typical of 
military organisations. Neglecting an 
organisational and behavioural variable 
like psychological empowerment has the 
potential of negative consequences for any 
organisation. 
 
Objectives 
The objectives of this study were to: 

• Establish the effect of psychological 
empowerment on organisational 
commitment. 

• Establish the effect of psychological 
empowerment on organisational 
Citizenship Behaviour (OCB). 

• Establish the effect of organisational 
commitment on OCB. 

 
Methods 
A quantitative survey study was conducted 
using Spreitzer’s (1995) 4-factor 
psychological empowerment instrument, 
Organ’s (1988) 4-factor OCB-C and Steers, 
Porter Steers and Porter’s (1979) 
Organisational Commitment Questionnaire 
(OCQ), The questionnaire was 
administered to a sample of 270 military 
university personnel. SPSS was used to 
compute reliability coefficients, item and 
unidimensionality. LISREL was used to 
conduct confirmatory factor analysis (CFA) 
and structural equation path analysis to test 
the hypotheses.  
 
Results 
The results indicated that all the Cronbach 
alphas of the measures used were 
satisfactory ranging from .65 to .8.1 Factor 
loadings from PFA Varimax rotation 
confirmed unidimensionality of the three 
measures, except organisational 
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commitment, which produced two 
dimensions. CFA was able to corroborate 
the factor structure of the scales with fit 
indices. SEM path analysis substantiated 
the three paths, i.e. the positive effect of 
psychological empowerment on 
organisational commitment; the positive 
effect of psychological empowerment on 
OCB and the positive effect of 
organisational commitment on OCB. Fit 
indices indicated a poor fit of the data, 
raising questions on construct validity of 
the model and raising suspicions of 
misspecification.  
 
Conclusions 
The results of this study supported the 
hypothesized paths of the model but the 
poor overall model fit raised questions of 
misspecification. Future models may have 
to include the effect of organisational 
variables like power distance and status 
differences on psychological 
empowerment in the model. Nonetheless, 
the paths in the model indicate that military 
organisations could benefit by increasing 
organisational commitment and OCB by 
empowering their employees 
psychologically.  
 
 

Validation of the Military Identity 
Questionnaire on a South African 
military university sample  
Poster Presenters: Sandile 
Mthembu, Timothy Solomons and  
Lindiwe Masole 
 
Introduction/rationale 
identifying with an organisation an 
employee works for has some positive 
outcomes. Identifying with the military is 
more important for military personnel, 
considering the nature of the work context. 
The aim of this study was to ascertain if a 
Western-developed Military Identity 
Questionnaire (MLQ) would provide 
reliable and valid psychometric properties 
in the South African military context. 
. 
Objectives 
The objectives of this study were to: 
• Establish the reliability of the MLQ. 
• Establish the factorial, discriminant, 

construct and convergent validities of the 
MLQ. 
 
Methods 
A quantitative survey study was conducted 
using Johansen, Laberg and Martinussen’s 
(2013) instrument for measuring military 
identity. The questionnaire was 
administered to a sample of 126 military 
university personnel, of which 41% were 
female and 59% were male. SPSS was 
used to compute reliability coefficients, 
item and exploratory factor analyses.  
 
Results 
The Cronbach Alphas of .881, .883 and 
.868 for Idealism, Professionalism, and 
Individualism dimensions, respectively, 
were all acceptable. Modest correlations 
ranging from .343 to .653 provided 
evidence for discriminant validity. Principal 
axis factoring (PFA) with Varimax rotation 
failed to provide evidence of one-
dimensionality of all 3 dimensions, failing to 
corroborate factorial validity. Principal axis 
factoring with Oblimin and Varimax 
rotations indicated a 7-factor solution with 
suspect, cross-loading and poor loadings, 
failing to corroborate both construct and 
convergent validities.  
 
Results 
Although Laberg et al.’s (2006) Military 
Identity Questionnaire has good reliability 
among South African military university 
personnel, the instrument seems to lack 
validity in this context. The instrument may 
need refinement before it could be used 
validly in the South African military context. 
 
 

Stress in the Workplace: Exploring 
the organisational development 
research conducted at a healthcare 
services provider. 
Poster Presenters: Danille Elize 
Arendse & Wiehahn Taute 
 
Introduction/rationale  
Organisational development (OD) is the 
applied behavioural science discipline 
dedicated to improving organizations and 
the people in them through the use of the 
theory and practice of planned change. 
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With the constant evolution of workplace 
demographics and dynamics, it has 
become more and more evident that 
organisational challenges require 
innovative and unique interventions. 
Navigating these unique workplace 
challenges requires comprehensive 
organisational diagnosis prior to identifying 
applicable interventions. 
 
Objective 
The aim of the study was to explore the 
qualitative and quantitative results 
obtained from OD diagnoses conducted 
within departments of a Healthcare Service 
Provider, in order to identify areas within 
the workplace requiring intervention. 
 
Methods/approach 
A mixed method approach was followed as 
the OD process allowed for the collection of 
both qualitative and quantitative data. The 
Weisbord’s Six Box Model guided the 
analysis of 76 qualitative interviews, while 
the quantitative measure used was the 
Experience of Work & Life Circumstances 
Questionnaire (WLQ), which was analyzed 
on SPSS. The sample size for the 
quantitative data also consisted of 76 
individuals. 
 
Results 
The main findings indicated that 
participating members were reporting high 
levels of overall stress as a result of 
stressors originating from within the 
organisation. Their home environments 
were reported as less stressful compared 
to their workplace. The greatest 
contributors to their reported high stress 
levels were the negative organisational 
climate and ineffective structures. 
 
Conclusions 
More research is required to assess the 
concerning impact of the high stress 
reported by individuals working within a 
Healthcare Service Provider. The 
possibility of creating a specifically 
designed biographical questionnaire to 
elicit more information that would assist in 
explaining their high stress levels would be 
instrumental in further research. Moreover, 
interventions need to be implemented 
within the Healthcare Service Provider that 

will assist in alleviating their high stress 
levels. These results can however not be 
generalized to all Healthcare Service 
Providers. 
 
Important contribution to research/ 
practice / theory or knowledge 
The contribution made by this study will 
initiate further studies within the broader 
public health sector and create an 
awareness of the importance of effectively 
managing workplace stressors.  
 
 

The mediating role of organisational 
commitment on the effect of 
perceptions of compensation and 
rewards and training and 
development practices on turnover 
intentions 
Poster Presenters: Sandile 
Mthembu, Nosiphiwo Gcaza, & 
Sbabalwe Xeke 
 
Introduction 
Employee turnover, especially with scarce 
and sought-after skills, could be disruptive 
for any organisation. Theory and research 
indicate that turnover behaviour is 
preceded by turnover intentions. 
Understanding the role of pivotal employee 
acceptable human resources management 
practices on their effect on turnover 
intentions could help design these 
practices that ameliorate turnover 
behaviour.  
 
Objectives 
The objectives of this study were to: 

• Establish the effect of perceptions of 
compensation and rewards on 
organisational commitment. 

• Establish the effect of perceptions of 
training and development on 
organisational commitment. 

• Establish the effect of organisational 
commitment on turnover intention. 

• Determine the mediating role of 
organisational commitment on the 
effect of perceptions of rewards and 
compensation on turnover intentions. 

• Determine the mediating role of 
organisational commitment on the 
effect of perceptions of training and 
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development on turnover intentions. 
 
Methods 
A quantitative survey study was conducted 
using Bothma and Roodt’s (2006) 6-item 
Turnover Intention Scale (TIS-6), Meyer 
and Allen’s (1997) Organisational 
Commitment Questionnaire (OCQ), while 
perceptions of Compensations and 
Rewards and Training and Development 
were measured with a scale from Tessema 
and Soeters (2006). The questionnaire was 
administered to a sample of 102 
participating university personnel. 
SmartPLS was used to model the 
relationships among variables of the study. 
SPSS was used to test mediation effects.  
 
Results 
The results indicated that the Cronbach 
Alphas of the measures used were 
satisfactory ranging from .744 to .915, 
except for Turnover Intentions (.416). 
SmartPLS results indicated that 
perceptions Compensation and Rewards 
and Training and Development both have 
positive, significant effect on 
Organisational Commitment, while 
Organisational Commitment has a 
negative, significant effect on Turnover 
Intention. Moderation effect analysis by 
regression analysis indicated that 
Organisational Commitment mediate the 
effect of Compensation and Rewards and 
Training and Development on Turnover 
Intentions.  
 
Conclusions 
The results of this study underpin the 
pivotal role of human resources 
management practices in determining 
positive work outcomes. They indicate that 
the organisation may benefit by providing 
equitable compensation and rewards and 
providing adequate training improves 
organisational commitment which carries 
over to decrease turnover intentions. 
Future studies may contribute by 
developing models integrating perceptions 
of human resources practices in predicting 
turnover intentions. 
 
 

The role of emotional intelligence 
and autonomy in transformational 

leadership: A leader member 
exchange (LMX) perspective 
Poster Presenter: Maryam Khan 
Wagley & Jurgen Becker 

 

Transformational leadership is often 
regarded as the leadership style that is 
most effective in building team morale and 
high follower performance. Bass (1990b, 
p.21) explained that transformational 
leaders “broaden and elevate the interests 
of their employees, when they generate 
awareness and acceptance of the 
purposes and mission of the group, and 
when they stir their employees to look 
beyond their own self-interest for the good 
of the group.” 

Although the link between transformational 
leadership and follower performance is well 
established in literature, much less is 
understood about the psychological 
mechanisms that takes place in the social 
interaction between the leader and the 
followers. For this reason, the social 
exchange in the reciprocal relationship lies 
at the heart of transformational leadership 
theory and team effectiveness (Li & Hung, 

2009). 

In the current study, a conceptual 
framework is developed with LMX in the 
centre between transformational 
leadership, emotional intelligence and job 
performance. A quantitative ex post facto 
research design was utilised to test the 
proposed relationship using multiple 
regression analyses. In total 226 managers 
from a prominent commercial bank in 
South Africa participated in the study. 
Strong support was found for the 
sequential linkage between 
transformational leadership, LMX and job 
performance. It was further found the 
relationship between transformational 
leadership and LMX is mediated by 
emotional intelligence. 

The findings of the study indicate the 
relationship between transformational 
leadership and unit performance can be 
fruitfully explored through the lens of social 
exchange theory. Furthermore, the direct 
relationship between transformational 
leadership and job performance found in 
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numerous study are probably an 
oversimplification of the social exchange 
process. The results from the study 
suggest that the direct relationship 
between transformational leadership and 
job performance is probably mediated by a 
number of key variables including LMX and 

emotional intelligence. 

 
 

Toxic Leadership, social support 
and organisational wellbeing: The 
efficacy of social support as a buffer 
in the toxic leadership-wellbeing 
relationship - A boon or a bust? 
Speakers: Colleen Bernstein & 
Sarah Middleton 
Type: Poster session 
 
The aim of the present study was to assess 
the role of social support from colleagues 
in buffering the effects of toxic leadership 
on work engagement, organisational 
commitment and turnover intentions. 
 
The study utilised a cross-sectional, survey 
methodology study. It was conducted on a 
sample of 258 employees working within 
South African organisations. Toxic 
leadership was measured using Schmidt’s 
Toxic Leadership Scale (2008), Social 
support was measured using Procidano 
and Heller’s Perceived Social Support 
(PSI) Scale (1983), Work engagement was 
measured using Schaefuli, Bakker and 
Salnova’s (2006) Utrecht Work 
Engagement Scale (UWES), 
Organisational Commitment was 
measured using Mowday, Steers and 
Porters (1979) Organisational Commitment 
Behaviour (OCB) Scale and Turnover 
Intention were measured using Kantor’s 
(2013 Voluntary Turnover Intention (VTI) 
Scale  The data were analyzed using 
Pearson’s correlations and Moderated 
Multiple Regressions.  
 
Significant correlations were observed 
between toxic leadership and work 
engagement (r= -.302, p<.001), toxic 
leadership and organisational commitment 
(r= -.507, p<.001); toxic leadership and 
voluntary turnover intention (r=.591, 

p<.001)  and toxic leadership and social 
support (r= -.300, p<.001). In addition there 
was significant positive correlations 
between social support and work 
engagement (r=.251, p<.001), social 
support and organisational commitment (r= 
.291 p<.001); and social support and 
voluntary turnover intention (r= -.295, 
p<.001).   
 
Within the moderated multiple regression 
equations, social support from colleagues 
significantly moderated the relationships 
between toxic leadership and the 
dependent variables of voluntary turnover 
intention, work engagement and 
organisational commitment. However, the 
buffering effect was counterintuitive in that 
social support did not buffer the negative 
impact on these variables. Rather, social 
support boosted the negative impact, in 
that in the presence of toxic leadership, 
social support increased voluntary turnover 
intention and reduced work engagement 
and organisational commitment. 
 
Based on the results of current study, it is 
clear that toxic leadership has deleterious 
implications for organisational wellbeing. In 
addition, the findings indicate that social 
support is not always a panacea in 
situations of stress and strain and may in 
fact exacerbate the stress –strain situation 
under certain conditions. 
 
 

Workplace Bullying, Perceived 
Safety Climate and Climate for 
Conflict Management and Work 
Engagement and Voluntary 
Turnover intentions 
Speakers: Colleen Bernstein & 
Loren Davey 
Type: Poster session 
 
Workplace bullying has crippling effects on 
targeted individuals and severely impacts 
organisational functioning. There are a 
number of organisational that can mitigate 
the experience of workplace bullying in 
relation to crucial organisational outcomes 
such as work engagement and voluntary 
turnover intention. Organisational factors of 
import in this regard are psychosocial 
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safety climate and climate for conflict 
management, both of which have been 
shown to be related to workplace bullying 
and organisational outcomes of work 
engagement and turnover intentions 
 
The current research aimed to explore the 
relationships between work engagement, 
workplace bullying psychosocial safety 
climate, climate for conflict management 
and work engagement and voluntary 
turnover intention.  
 
This study conducted a quantitative, non-
experimental, cross-sectional, correlational 
research design in order to determine the 
abovementioned relationships. The sample 
consisted of N=211 South African 
employees from varying organisations and 
the participants completed the following 
questionnaires: Negative Acts 
Questionnaire- Revised (NAQ-R) 
(Einarsen et al., 2009); Psychosocial 
Safety Climate Scale (Perceived Safety 
Climate-12) (Hall et al., 2010); Conflict 
Management Climate Scale (Rivlin, 2001); 
Work Engagement Scale (Utrecht Work 
Engagement Scale-17) (Schaufeli& 
Bakker, 2003) and Voluntary Turnover 
Intention Scale (Kantor, 2013).  
 
The study proposed that higher levels of 
workplace bullying would be related to 
lower levels of work engagement and 
higher levels of turnover intentions. In 
addition, the study proposed that higher 
levels of psychosocial safety climate and 
climate for conflict management, as 
organisational resources, could moderate 
the relationship between workplace 
bullying and the outcomes of lower work 
engagement and higher voluntary turnover 
intentions. 
 
Results from analyses indicated that WPB 
was inversely related to work engagement 
and positively related to voluntary turnover 
intention. Both perceived safety climate 
and climate for conflict management work 
engagement positively related to work 
engagement and inversely related to 
voluntary turnover intention. However, only 
climate for conflict management 
moderated the relationship between work 
engagement wpb and work engagement 

and between work engagement and 
voluntary turnover intention.  
 
The results of this study provide a 
contribution to the research on workplace 
bullying within a South African context  the 
findings suggest that it would be useful for 
organisations to have interventions in place 
that  enhance organisational resources that 
promote psychological safety and a climate 
for conflict management. To address the 
negative ramifications of exposure to 
bullying in the workplace 
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