
The SEED District Leadership Programme (DLP) 

 

Introduction 

The SEED Educational Trust is a charitable Trust registered as a Public Benefit Organisation with the Receiver of Revenue in South Africa.  We seek to develop 
skills, confidence and hope in leaders in the social sector so that they can lead effectively. We work in partnership with The University of Stellenbosch Business 
School Executive Development (USB-ED) as our academic partner. SEED has been working in schools and Districts since 2006 and has run leadership 
programmes for more than 800 leaders from 8 districts across 5 provinces.  
 

The SEED Framework of interventions 

1. SEED has as its high level Theory of Change that developing leadership in education will lead to improved empowerment, resilience and health in schools 

which will improve teaching in the classroom and ultimately ensure enhanced learner achievement                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                      

2. SEED has developed a framework of interventions that will help it realise its Theory of Change. This framework is built on three key pillars 

a. Leadership development programmes for school leaders that provides deep, comprehensive leadership development for principals and deputy 

principals and appropriate focused leadership development for SMT members, members of school governing bodies and community members who 

can support the work of schools 

b. Leadership development programmes for Departmental officials including District officials who play a critical role in supporting and supervising 

teaching and learning in schools 

c. Development programmes for mentors who provide mentoring to school principals 

3. The framework responds to a number of needs and deficiencies within education in South Africa. The DLP responds to the following need 

a. District officials provide critical support and supervision to schools. Presently, much of the support that schools require is provided by NGOs. This 

is not a desirable model. Districts need to be capacitated to deliver this support effectively so as to ensure long term sustainability. District 

officials often play the role of compliance officers rather than that of managers and mentors. This compliance driven culture means that they are 

unable to adapt to contextual realities and often end up alienating the very people they should be mentoring and managing. 

The expected Outcomes of the interventions 

1. District officials are reflective practitioners performing their mentoring and managing roles in ways that strengthen teaching and learning in schools. 

The Objectives of the intervention 

a. To develop District officials who continuously reflect on self and others in order to improve their practice and deepen their professional identities 

b. To develop the skills, competencies and dispositions of District officials so that they can provide meaningful support to principals and schools 

The SEED Approach 

1. It is systemic – it works with communities, schools, districts and people and organisations supporting schools 

2. It is academically accredited – All modules and courses are accredited by the University of Stellenbosch Business School –Executive Development (USB-ED) 

Because of its modular nature participants can build on their qualifications without having to repeat modules.  



3. It is aligned with the South African standard for principalship developed by the Department of Basic Education. Although the programme targets District 

officials, it is critical that they have at least the same leadership competencies as School Principals 

4. It is flexible – it provides differentiated tracks for those who would benefit from an academic programme with an appropriate academic qualification at the 

end and those who simply need exposure to new ways of thinking and acting. The programmes can be rolled out in their entirety or there is room for the 

roll out of specific interventions that are most needed with specific role players. 

5. It is holistic - it integrates various methods of learning including workshops, forums, individual coaching, group coaching, Communities of Practice, reflective 

assignments, action learning assignments, group assignments and practical demonstration assignments.  

6. It is contextually sensitive – it allows for interaction between community leaders, governors, school leaders, district officials and mentors when necessary 

but it also allows for focused engagement between specific role players around a topic or issue that they have in common. 

7. It builds sustainability – It seeks to develop leaders in the education system as reflective practitioners. This will equip them for lifelong learning. It also 

builds the habit of meeting regularly for professional growth into the rhythm of the year for key leaders in the District.  

Our approach is informed by research 

Because of our partnership with an academic institution and our commitment to be reflective practitioners, SEED has not only sought to align its methodology 

with thought leaders in the field of leadership and leadership development but has encouraged people to conduct academic research on the work we are doing. 

To date, two people have completed their Master’s research into our programmes and a third is conducting PhD research into our work. In addition SEED has 

commissioned research into aspects of our work. 

Alison Newby who recently completed her MSc through the Da Vinci Institute found in her MSc Thesis (Da Vinci Institute: 2017) that the leadership behaviour 

of participants in the SEED Leadership programmes was impacted in the following way 

 The leadership behaviour of creating positive teams included improved cohesion, communication, quality of relationships and improved morale. 

 The leadership behaviour of demonstrating an open style of leadership included developing a more consultative decision making style, delegating, being 

open to new learning and valuing differences pertaining to Insights Discovery behaviour sets. 

 Self-confident leadership behaviour was defined by the leader reporting, positivity, self-worth, purpose and confidence in implementing plans. 

 The behaviour of leader resilience was demonstrated by repetitive recovery from conflict, loss of trust and dealing with life threatening situations in adaptive 

leadership. 

 Team resilience was illustrated by leaders dealing with issues in open communication despite the potential for unhappiness and conflict 

Christine FC Muduviwa-Kere who completed her MPhil at the University of Stellenbosch Business School in 2017 made the following findings in her Thesis 

regarding SEED’s School Leadership Programme 

The findings suggest that, when coaching is utilised in a leadership development programme with clear components aimed at achieving specific objectives, it 
has the possibility of adding value to leadership development as it embeds various learning techniques and tools to ensure sustainable long-term learning 
transfer in a way that contrasts with standalone programmes. 
 

 

 



Impact of the DLP to date 

External impact assessment 

OMEF contracted PDG consultants to conduct an impact assessment of all their programmes. The following are extracts from their 2017 assessment of SEED 

programmes with particular reference to the work in East London, King Williamstown (KWT) and Jane Furse Districts: 

SEED changed district officials’ self-perception and their way of working together … simply by taking a large enough group of well-positioned, receptive 
officials through the SEED programme. Because they have been exposed to the same concepts and because they work in the same environment, these officials 
have reinforced each other’s growth and are having a combined impact on the management climate in their department.  
 
Here is a KWT district official talking about the impact SEED has made:  
I will only talk in the district. We were workshopped by SEED and service providers. Our approach to challenges has changed. There are challenges within our 
ambit that now we are able to solve because of the tools and insight given by SEED. It’s just the challenges that are not our level as District. The majority in our 
ambit we are able to overcome them. Because of those tools… I’m very excited, that one was itself exciting. I said to David this morning, if we got this stuff 
while we were in higher institutions, we could now be far. Because I say, where was this stuff while we were in the colleges and universities? We were taught 
ways of resolving conflict, but the way he represented to us and also the references he used, really developed us in a way.  
Another district official’s views resonated with the views of the one quoted above. The official spoke of how SEED “sharpened my leadership skills”.  
Generally there is a strong sense that SEED has accomplished much … 
 

Roll out of the District Leadership Programme 

The following is a typical roll out of a District Leadership Programme for 30 people over 2 years 

Year 1 
Stakeholders February March April May June July August September November 

Senior 
Management 

 Adaptive 
Leadership 1 – 
2 days 

 Individual 
coaching 

 Adaptive 
Leadership 2.1 
– 2 days 

 Individual 
coaching 

 Adaptive 
Leadership 2.2 
– 1 day 

 Individual 
coaching 

 Adaptive 
leadership 2.3 
– 2 days 

 Individual 
coaching 

 Adaptive 
Leadership 2.4 
– 2 days 

 Individual 
coaching 

 Adaptive 
Leadership 2.5 
– 2 days 

 Individual 
coaching 

   

Circuit 
Managers and 
CES 

 Leadership for 
teaching and 
learning 1 – 2 
days 

 Group 
coaching 

 Leadership for 
teaching and 
learning 2 – 2 
days 

 Group 
coaching 

 Governance 
workshop - 
2 days 

 Group 
coaching 

Subject 
advisors and 
CES 

 

 
Year 2 

Stakeholders February March April May June July August September October November 
Senior 
Management 

  District 
Leadership 
Forum 
including 
senior 
management 

     District 
Leadership 
Forum 
including 
senior 
management 

  District 
Leadership 
Forum 
including 
senior 
management 

 

Circuit 
Managers 

 Mentoring 1 
– 3 days 

 Individual 
coaching 

 District 
Leadership 
Forum 

  District 
Leadership 
Forum 

 

Subject 
advisors 

  

 


