 “We shall not cease from exploration, and the end of all our exploring will be to arrive where we started and know the place for the first time” (T.S. Eliott, 1943).
The above quote describes elements of sensemaking, namely what Weick  (1995) describes as identity and retrospect.   We think we know a thing, but different experiences will make us see it with different eyes when we next come across it.  Sensemaking not only helps us see the familiar through different eyes but can prompt action when faced with the the unfamiliar. Heuristics or mental shortcuts take over when too little information or too much complexity compromises our rational thought processes; in these situations, sufficiency and plausibility take precedence over accuracy (Ancona, 2012). Filling in these gaps when faced with complexity is what helps us to move forward, if we wait for all of the information we will become stuck. 
According to recent research by MIT (2013) the two biggest predictors of leadership effectiveness, are sensemaking and inventing.  It makes sense in these times of increased complexity and uncertainty, that a key thing a leader can do is sense make (Moore, 2013).  So, how do you ‘do’ sensemaking and is it possible to enable it via leadership development?
Amongst others, Day et al. (2007), describe true leadership development as  going beyond the focus on the individual to also consider the ‘relationships between individuals that can enhance the capacity for shared sensemaking, learning from shared experiences, and collectively enacting the fundamental tasks of leadership such as setting direction, building commitment, and creating alignment’ (Day et al, 2007, p363).
Development of sensemaking capability relies on leaders themselves being open to continuous learning, which includes self-evaluation and learning from others. It is also facilitated, or inhibited, by internal bureaucracy and the structure of an organisation (Maphinda, 2017).  Ancona (2013) describes nine steps that leaders can ‘do’ to facilitate sensemaking and this might form part of an awareness exercise in a development programme. However, for me it is not simply a case of teaching select individuals a ‘how to’ of sensemaking, it is also about developing the leadership style of individuals and the organisation as a whole, which will enable it. Traditional command and control styles and hierarchical control structures will not work; democratic, coaching and affiliative styles are required to embrace a sensemaking approach.  Sensemaking recognises both the tacit and explicit knowledge that individuals bring to organisations; each individual is assumed to possess some kind of insight and belief that, when shared, can help improve organisational efficiency (Wang, 2016). It appears to me more bottom-up than top-down.  
In conclusion, it is not enough just to include discussions on sensemaking in leadership development programmes, for it to work there must be a more distributed approach. 
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