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The CEO

     The pessimist complains about the 
wind; the optimist expects it to change; 
the realist adjusts the sails.
William A. Ward
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You can now follow ASA on LinkedIn, twitter and the ASA website.

from the pen

Visionary 
Leadership

At a recent AU meeting, French 
President, Nicolas Sarkozy, warned 

that the world needs to take a different 
look at leadership today. “In today’s 
world, one can no longer govern the 
same way as in the world of yesterday. 
Either this change is inflicted upon you, 
in which case you leave the door open, 
one day or another, to violence, or you 
anticipate and guide it, and it can take 
place without clashes, without rifts, and 
without opening the door to all kinds of 
unpredictable events.” 

Wiser words have not been spoken 
when dealing with the issue of 
leadership. No-one, regardless of the 
political and economic divides that 
threaten to separate us daily, will deny 
that leadership holds the power to build 
or strip down nations and economies. 
And while leadership is very subjective, 
there can be no doubt that, when people 
feel exploited, persecuted, ignored, 
done-in, unrewarded, unmotivated or 
directionless, ‘bad’ leadership, whether 
at your local cbo, local municipality, small 
practice or big business, is at the core. 

But again, that’s very subjective. 
Were the staff at Enron ‘unhappy and 
unmotivated’? We know from personal 
interviews and reports post Enron, 
that the staff , by and large, were 
unsuspecting and reasonably happy 
employees. But no-one would argue that 
some bad decisions were made as a 
result of bad leadership. 

In this issue we profile David Brown, 
who, for all intents and  purposes, has 
been lauded as a ‘good’ leader as he 
steers one of the top two platinum 
mining companies in the world and he 
did so relatively better than most mine 
bosses through the recent economic 
crisis. His vision for the company and 
his workforce is re-affirmed every year 
through key focus areas, but he still 
comes up against criticisms from the 
national union of mines for what they 

consider an ‘overly concentrated focus 
on the bottom line’ as opposed to 
the conditions of employment for the 
underground labourers. So while Impala 
Platinum Ltd displays all the signs of a 
well run business with good leadership, 
some may beg to differ.

Leadership is subjective, and good 
leadership more so. As we turn our 
attention in this issue to the work of 
the CEO, the debates that rage around 
remuneration, the challenges CEOs 
face in terms of new ways of doing 
business, succession planning and a 
new technological age,  who is really to 
say what defines good leadership.  
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Market News

SOUTH AFRICA SCOOPS FIRST PLACE 

South Africa has been ranked first out 
of 139 countries, for its regulation 

of securities exchange by the World 
Economic Forum (WEF) beating Sweden 
for the honour and improving on its 
second position in 2009. 

The WEF Competitiveness report rates 
countries according to 12 pillars or 
sets of criteria, inclusive of quality of 
infrastructure and institutions, efficiency, 
market sophistication and capacity for 
innovation. A well-regulated securities 
exchange is vital to international 
investors particularly in the wake of 
the global financial crises and what is 
significant for the JSE, is that unlike 
other exchanges in the midst of the 
meltdown, it did not ban short selling nor 
introduce circuit breakers.

South Africa has also been ranked no. 
1 for the strength of its Auditing and 
Reporting standards.

TIME FOR CHANGE 

African Stock Exchange Association 
(ASEA) leaders are urging players to 
invest in Africa while international 
interest in the continent is at a high. 
Sunil Benimadhu, newly appointed 
President of ASEA says that perceptions 
about Africa are changing and that the 
window for opportunities won’t be 
available forever.

“Several markets in developed 
economies are currently unattractive 
to global investors due to low returns”, 

said Benimadhu. “In contrast, financial 
markets in Africa are showing promise. 
The factors that catalyse such 
investment are what our financial and 
political leaders should be considering as 
being of paramount importance.”

Geoff Rothschild, ASEA’s Deputy 
President agrees with Benimahdu 
and points out that while traditional 
African exports such as oil, mineral and 
agricultural commodities, have been 
Africa’s most driving feature in attracting 
investment, there is a need to increase 
interest on other fronts.

Those countries that have supportive 
regulatory environments, strong 
financial markets and a zero tolerance 
for corruption will be popular choices 
amongst foreign investors. 

(For additional articles on Doing Business 
in Africa, log onto the  ASA website and 
search for the February 2011 issue.)

JSE LAUNCHES RAIN INDEX 

Asset managers, economists and import/
export traders gain a new benchmarking 
tool with the launch by the JSE of the 
Rand Index, a currency index that will 
aid in tracking and forecasting the Rand’s 
strength against the currencies of South 
Africa’s top five major international trading 
partners: the Euro, US Dollar, Chinese 
Yuan, UK Pound and the Japanese Yen. 

The representative weight of each 
currency in the Index will be calculated 
using audited import and export data 
of physical goods obtained from SARS, 
data which is currently only available two 
months in arrears.

RAIN will be most useful in determining 
whether the Rand is under- or over-
valued, something that has come under 
the spotlight in recent months given 
its strength at the end of last year. The 
inclusion of each of the five currencies 
and changes in individual currency 
weighting will be reviewed annually.

News from the Association of Chartered 
Accountants in the United States

If you are a South African CA residing in 
the US, you may have already heard of the 

Association of Chartered Accountants in 
the United States (ACAUS) If not, here 
is some valuable information about the 
organisation. 
ACAUS is a 30 year old non-profit 
professional and educational organisation 
affiliated with home institutes SAICA, 
CICA, NZICA, ICAEW, ICAI, ICAA, ICAS, 
the AICPA and the Global Accounting 
Alliance. ACAUS’ mission is to facilitate 

the professional success of its 6500 
members and promote the business 
community’s recognition of, and respect 
for, the qualifications of the “Chartered 
Accountant” designation. 
SAICA members in good standing are 
automatically ACAUS members; please 
contact admin@acaus.org to setup your 
membership (include your SAICA member 
number, US street address, email, phone 
and employer details). It’s that easy! 

Member benefits include:
•  Chapter-based regular business/social 

networking functions with fellow 
CAs, Home Institute Executives, and 
with leaders in US business and the 
accounting profession

•  Discounted publications and educational 
materials (CCH, Kaplan, etc.)

•  Career services through the ACAUS 
CAreer Committee and Linkedin.com, 
for identifying career opportunities 
across the US

•  Reciprocity (i.e. helping CAs earn 
US CPA licensing), including State 
Boards’ contact information, CPA exam 
preparatory programme,  and CPA exam 
review course providers

•  Webcasts on topics of interest
•  Effective strategies to promote the CA 

designation among US employers and 
recruiters

•  Access to the ACAUS.org website, 
Linkedin.com and Facebook.com 
groups. 

We are here to listen and we welcome 
any suggestions to improve ACAUS’ value 
to you. asa  

Global News
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The JSE
equity markets play safe

Ewald Müller CA(SA) is the Senior Executive: Standards, and Yusuf Dukander CA(SA) is the 
Project Director: Financial Services, SAICA. 

The global economic meltdown had 
an impact on every facet of our 

lives. From the investment community’s 
perspective, the recession triggered an 
element of concern among members of 
the South African Institute of Chartered 
Accountants regarding the risk to their 
equity investments. However, the question 
about ‘risk to one’s investments’ is 
actually one that should always be asked, 
regardless of the economic climate.
 
The South African investment landscape 
provides for two main groups of investment 
intermediaries, one group being JSE 
members regulated by the JSE, the other 
being financial services providers, such as 
investment managers, regulated by the 
Financial Services Board (FSB). In certain 
instances, JSE members can also operate 
as FSB authorised and regulated financial 
services providers, in which case they 
comply with both the exchange and the 
FSB’s licensing requirements.  

Taking a look at JSE members, also 
commonly known as stockbrokers, 
their role is similar to that played by an 
investment manager in terms of their 
ability to manage investments on behalf of 
clients. Investors have a choice between 
an investment manager, on the one hand, 
or they can go to a JSE member. It’s just 
that they operate in different regulatory 
environments.  

In terms of the Securities Services Act 
2004 (SSA), the FSB is the Registrar of 
Stock Exchanges and it issues a licence 
to the JSE to operate as an exchange. 
The JSE is referred to as a self-regulatory 
organisation in that the SSA requires the 
JSE to regulate the activity in the markets 
operated by the exchange and the activities 
of the members of the exchange. The SSA 
requires the JSE to enforce rules that will 
promote the efficiency and integrity of 
the market and help safeguard investors’ 
interests. The JSE is also required in terms 
of the SSA to implement systems and 
processes to oversee the markets operated 
by the JSE and the activities of the 
members of those markets. The oversight 

of the JSE markets and the members of 
those markets is undertaken by the JSE 
Surveillance Division, whose duties include 
monitoring trading activity to identify 
potential market abuse, such as insider 
trading, and monitoring the custody of 
clients’ assets (cash and securities) under 
the control of JSE members. The custody 
functions performed by JSE member firms 
are subject to strict control requirements.  

The local bourse uses a sophisticated 
automated trading system for its equities 
market, which is also used by the London 
Stock Exchange. Buyers and sellers enter 
their orders through their appointed JSE 
members, and the trading system matches 
those orders – this is referred to as the 
central order book. The settlement of 
transactions on the central order book is 
guaranteed by the JSE in that if a buyer or 
seller is unable to settle their transaction 
and the member firm trading on behalf of 

that buyer or seller is unable to settle on 
their behalf, the JSE will take appropriate 
steps to protect the counterparty to the 
trade. In other words, the bourse manages 
the counterparty risk where a party to a 
central order book transaction might fail to 
fulfil its obligations. Settlements of trades 
that occur outside the central order book 
are not guaranteed by the JSE.

The JSE has strict admission criteria for 
member firms and members are subject to 
ongoing capital requirements and various 
other regulatory requirements regarding 
the conduct of their regulated business. 
JSE members are, for example, required to 
keep their clients’ funds separate from the 
firm’s own funds at all times and to ensure 
that they can account for all securities held 
on behalf of their clients. asa 

For a list of frequently asked Q&A’s, log onto 
our website www.accountancysa.org.za.
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Integrated reporting 
an opportunity to reshape business

Nazeer Wadee CA(SA) is the Chief Operating Officer, SAICA. 

6

Social responsibility, transparency and 
environmental awareness are becoming 

more of a focus in the current global 
economy. Consumers are becoming more 
aware of their consumption patterns and of 
the impact of their lifestyles and spending on 
the environment and the community around 
them. Business in turn has been forced to 
relook its business models with a greater 
focus on sustainability. Wikipedia defines 
sustainability as: 

  “…the capacity to endure. In ecology, the 
word describes how biological systems 
remain diverse and productive over 
time. Long-lived and healthy wetlands 
and forests are examples of sustainable 
biological systems. For humans, 
sustainability is the potential for long-
term maintenance of well being, which 
has environmental, economic, and social 
dimensions.” 

The realisation that the earth’s natural 
resources, including water, oil, and gas, will 
run out eventually, coupled with a steady rise 
in average temperatures globally, changing 
weather patterns and other related phenomena 
continue to drive the desire for sustainability 
and the need to contribute to a healthy future 
for our children and their children. 

Sustainability has been one of SAICA’s 
leadership themes for the past couple of 
years. An outline of the issues and the 
global response to these issues are outlined 
at www.sustainabilitysa.org. The website 
is a valuable resource in providing guidance 
around topical issues in this area. SAICA 
updates the website regularly and it remains a 
valuable resource in the area of ‘sustainability’.

SAICA is a founding member of the Integrated 
Reporting Committee (IRC), a committee 
founded in May 2010 with the objective of 
developing an integrated reporting framework. 
Why an integrated reporting framework? The 
objective of an integrated report, in the words 
of Mervyn King, chairman of the IRC, is to:

  “Provide stakeholders with a meaningful 
and concise overview of the organisation. 
An integrated report is not simply bolting 

the sustainability report to the financial 
report. It incorporates, in clear language, 
material information from these and other 
sources to enable stakeholders to evaluate 
an organisation’s performance and to make 
an informed assessment about its ability to 
create and sustain value.”

The Foreword to the ‘Framework for 
Integrated Reporting and the Integrated 
Report Discussion Paper’ released on the 25th 
January 2011 states:

   “The string of corporate collapses over the 
past decade has led many stakeholders 
to question the relevance and reliability 
of annual financial reports as a basis for 
making decisions about an organisation. 
Reports based largely on financial 
information do not provide sufficient 
insight to enable stakeholders to form a 
comprehensive picture of the organisation’s 
performance and of its ability to create 
and sustain value, especially in the 
context of growing environmental, social 
and economic challenges. Sustainability 
reports have similarly suffered weaknesses, 
usually appearing disconnected from the 
organisation’s financial reports, generally 
providing a backward-looking review of 
performance, and almost always failing to 
make the link between sustainability issues 
and the organisation’s core strategy. For 
the most part, these reports have failed 
to address the lingering distrust among 
civil society of the intentions and practices 
of business. Stakeholders today want 
forward-looking information that will enable 
them to more effectively assess the total 
economic value of an organisation.”

Integrated reporting forces companies to 
look at their businesses as an integrated 
whole rather than just at its component 
parts. Historically, companies would have 
reported largely and often solely on financial 
performance. A sustainability report, if 
provided, was usually aspirational with little link 
to the financial performance and little in the 
way of tangible outcomes and performance. 
As with most things in life, measurement 
and reward drive behaviour. The advent of 
integrated reporting will see companies 

restructuring their businesses to demonstrate 
and achieve real sustainability as the market 
demands that businesses integrate financial, 
economic, social and environmental issues.

In an age of social media, including facebook 
and twitter, companies’ reputations hang by 
a thread. In this interconnected world, an 
employee’s unhappiness with his company 
dumping waste can be transmitted globally in a 
matter of seconds. This will force companies to 
change their business models and the manner 
in which they report on business performance. 
Integrated reporting will act as a spur for 
business to begin the transformation. Social 
norms and expectations will force the change.

The advent of integrated reporting is a huge 
opportunity for all chartered accountants 
engaged in the economy. Whether it be 
in the reporting, assurance, consulting or 
management spheres, integrated reporting 
presents itself as an opportunity for business 
leaders to reshape the businesses they 
drive and support. In a poll commissioned 
by the Global Reporting Initiative, 60 
percent of report readers said that reading 
a sustainability report positively influences 
their commitment and connection to an 
organisation. Can there be a better motivation 
for companies to adopt sustainability as a key 
strategic driver? asa
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barred!

Experience a whole new world of ERP.

Accpac introduces  ERP 6.0 –  the next generation of customised, web-based ERP software
that gives your business the freedom to fly.

After more than 30 years of pioneering truly sustainable, effective business solutions,
Accpac ERP 6.0 once again sets the standard for providing mid-sized companies with a
unified, highly adaptable solution for financials, operations, CRM and business intelligence.

To make your people more insightful, more empowered and more productive - access is
provided through the Accpac Portal for simple navigation to the data and processes you
want – plus, Accpac Snapshot and Accpac Inquiry which enable instant access to key
performance indicators and on-the-fly reports.

For more on how Accpac ERP 6.0 can take your business into the next generation,
please contact us in Cape Town (021 701 8442), Durban (031 537 7200) or
Johannesburg (011 304 2000), or www.accpac.co.za.
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Ekonomiese herstel fluks
ondanks risikos

Cees Bruggemans is hoofekonoom van First National Bank. Besoek sy webwerf 
www.fnb.co.za/economics en skryf in op sy gratis e-pos artikels.

Die ekonomie se opswaai is teen hierdie 
tyd goed gevestig maar werk nog steeds 

slegs teen half stroom.

Huishoudelike verbruikers en die owerheid bly 
die vernaamste bronne van bestedingsvraag 
terwyl vaste investering nouliks vorder en 
netto uitvoere ’n negatiewe bydrae maak soos 
invoere vinniger vorder as uitvoere.

Dit is nie ’n ongewone prentjie in Suid-
Afrikaanse opswaaie in onlangse dekades 
nie. Die herstel in inkome na ’n resessie 
gee gewoonlik aanleiding tot verhoogde 
verbruiksbesteding, terwyl bedrywe se 
verminderde kapasiteitsbesetting en tydelike 
verlies aan vertroue lei tot verminderde vaste 
investering.

Private vaste investering het gedurende 
2009 met 15% gedaal, en vaste investering 
in masjinery en toerusting het met ’n derde 
verminder waarna dit gestabiliseer het.

Meer sorgwekkend hierdie keer is die sloer in 
publieke vaste investering soos die momentum 
in toekenning van infrastruktuurkontrakte 
afgeneem het. Ook kommerwekkend is 
die blykbare onvermoeë van baie van ons 
produsente om ons uitvoere meer daadwerklik 
te laat groei.

Verder is daar spesifieke redes hoekom 
produksiegroei in sekere sektore 
gekniehalter word, soos beperkte elektrisiteit 
beskikbaarheid, die sterk Rand en die toegang 
tot krediet, laasgenoemde veral ’n faktor in die 
boubedryf.  

Nogtans verhoed dit nie dat die ekonomie weer 
teen ongeveer 3%-3.5% vorder nie. Verdere 
groeiversnelling sal egter ’n groter bydrae 
van vaste investeringsgroei vereis, maar dit 
mag eers vanaf laat volgende jaar weer meer 
sigbaar raak.

Gegewe die lae kapasiteitsbesetting 
(vervaardigingswese en dienstesektor) en die 
verminderde indiensnamevlakke (ten minste 
400 000 formele werksgeleenthede wat verlore 
gegaan het), en die toenemende behoefte 
aan verbeterde infrastruktuur, het die land 
aansienlike potensiaal om ’n goeie klompie 

jare teen ten minste 3%-4% te groei alvorens 
binnelandse groeiknelpunte moontlik weer kan 
ontstaan.

Ook bly wêreldgebeure in ons guns en 
ondersteunend vir kommoditeitspryse, terwyl 
baie buitelandse kapitaal bly invloei en ons 
betalingsbalans onderskraag.   

Tog bly daar ook aansienlike risikos wat ons nie 
uit die oog mag verloor nie.

Kommoditeitsinflasie, veral olie en voedsel, 
is wêreldwyd weer sterk aan die styg en kan 
mettertyd ook weer by ons ’n probleem raak, 
soos al voorheen die geval was.

Verder het die finansiële krisis oorsee nog 
steeds nie einde gekry nie. Dit het inderdaad sy 
aanslag verskuif en nuwe intensiteit ontwikkel. 

Waar ons in 2007-2008 gesien het hoe die 
bankwese in veral Amerika en Engeland in 
die moeilikheid beland het, wat uiteindelik 
groot verlies aan vertroue en wydverspreide 
resessie veroorsaak het, het Europa in 2010 
begin wys dat daar solvabiliteitsprobleme is 
met baie lande se staatsskulde, maar ook met 
die Europese bankwese wat op groot skaal aan 
sulke lande se publieke en privaat sektore geld 
geleen het.

Hierdie komplekse vraagstukke is nog maar 
nouliks aangespreek en sal waarskynlik nog 
baie jare neem om suksesvol ten einde te 
loop. In tussentyd kan daar van tyd tot tyd 
krisisse ontstaan wat die Euro kan verswak en 
wat markspelers versigtiger kan stem. Dit kan 
ook moontlik aanleiding gee tot verminderde 
Europese groei, minder uitvoergeleentheid 
vir ons en moontlike versteuring van ons 
kapitaalvloeie.

Dit alles sou ons eie ekonomie nadelig kan raak 
indien dit sou gebeur, en hierdie risikos behoort 
in gedagte gehou te word wanneer ons 
vooruitskattings maak vir ons eie ekonomiese 
groei, die wisselkoers, inflasie en rentekoerse.

Verder word daar ook bedenkinge uitgespreek 
oor hoe vinnig China kan bly groei, gegewe 
sy styging in inflasie en bereidwilligheid om 
rentekoerse opwaarts aan te pas. Nogtans 
moet nie uit die oog verloor word nie dat 
China sy inflasieteiken vir 2011 opwaarts 
aangepas het van 3% na 4% en dat die land 
nie bereid mag wees om sy rentekoerse te 
hoog op te stoot uit vrees om sy groei teveel 
te benadeel nie.

Tog moet ons nie te swartgallig raak op al 
hierdie fronte nie. Europa sleutel aan sy 
probleme en mag oor tyd slaag om suksesvolle 
aanpassings te maak. Ook sal China se groei 
waarskynlik nie tot veel minder as 9% daal nie.

Die kanse bly dus goed dat die Rand redelik 
sterk bly naby 6-7:$ en 8-9:€ tensy ons self 
daar in slaag om deur beleidsaksie die Rand te 
verswak.

Inflasie vanjaar behoort 4.5% te wees en 
nader aan 5% volgende jaar, gegewe stygende 
geadministreerde pryse en nog sterk loongroei. 

Rentekoerse sal waarskynlik laag bly hierdie 
jaar en sal miskien eers weer in die loop van 
volgende jaar geleidelik begin styg soos inflasie 
toeneem en die ekonomie beter presteer. 

In hierdie opsig rus daar ’n reuse 
verantwoordelikheid op die SARB om 
rentekoerse verder te sny wanneer dit moontlik 
is en om hulle weer voldoende en betyds te lig 
wanneer die tyd ryp is. asa
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 Accpac ERP 6.0

No holds
barred!

Experience a whole new world of ERP.

Accpac introduces  ERP 6.0 –  the next generation of customised, web-based ERP software
that gives your business the freedom to fly.

After more than 30 years of pioneering truly sustainable, effective business solutions,
Accpac ERP 6.0 once again sets the standard for providing mid-sized companies with a
unified, highly adaptable solution for financials, operations, CRM and business intelligence.

To make your people more insightful, more empowered and more productive - access is
provided through the Accpac Portal for simple navigation to the data and processes you
want – plus, Accpac Snapshot and Accpac Inquiry which enable instant access to key
performance indicators and on-the-fly reports.

For more on how Accpac ERP 6.0 can take your business into the next generation,
please contact us in Cape Town (021 701 8442), Durban (031 537 7200) or
Johannesburg (011 304 2000), or www.accpac.co.za.
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Leadership and Vision
in the mining industry

David Brown CA(SA) is Chief Executive Officer, Impala Platinum Ltd.

Africa is undoubtedly considered the most 
powerful source of natural resources in the 
world, and South Africa, today, produces 
nearly 90% of the world’s platinum metals. 
This is significant because, at the recent 
Mining Indaba held in Cape Town, Stephen 
Forrest, CEO of research house, SFA-Oxford, 
contended that underinvestment in the 
platinum industry as well as growing labour-
related agitation and increasing costs could 
spell disaster for the platinum supply deficit, 
which he says is “a ticking time bomb”.

It is estimated that a total of 100 000 
ounces of platinum was ‘lost’ in South 
Africa last year owing mainly to strike action. 
And this together with what is believed 
to be lower than expected production 
could feature again this year, unless the 
major players start to concentrate more on 
supplying this precious metal as opposed to 
relying on the deficit to push up prices. 

China’s near double-digit GDP growth and its 
increased demand for platinum as a metal for 
a new age is increasing. There is the growing 
development of platinum as an autocatalyst, 
the preferred metal of choice for jewellery 
and as a catalyst to clean polluted air. If, as 
Forrest predicts, over the next ten years 
the world could see a sustained deficit in 
the platinum market. Stronger leadership, 
good cash reserves or financing, are critical 
to ensuring South Africa stays amongst the 
top producers of this metal, and that the 
attempts by third parties to produce cheaper 
alternatives are derailed. 

In lieu of this, it serves as some comfort to 
know that at the helm of the second-largest 
producer of platinum in the world, sits a 
leader who has, over the past five years, 
produced around 25% of the world’s supply 
of platinum with a workforce of 54 000 
(including 16 000 contractors), and in the 
past financial year, 1.741 million ounces of 
platinum (roughly 25% of the annual global 
supply). 

And as leader of an organisation with a 
market capitalisation in excess of R127 
billion, sales of R25 billion and profits of R5 
billion, one can only imagine the enormous 

role and the considerable challenges that 
this CEO must face daily.

A Visionary CEO: David Brown  

My key objective as CEO of Implats is for 
the company to realise its vision of being 
the world’s best platinum-producer. This 
is in the context of creating a sustainable 
business that is socially responsible.  
Furthermore, the safety of our employees 
and the realisation of our vision of zero 
harm remains our primary concern. A 
safety-conscious workforce that adheres 
to rigorous safety standards and embraces 
the concept of zero tolerance of non-
compliance is the key focus. To enhance 
safety awareness at the workplace, we 
have adopted  programmes beyond the 
workplace, for example road safety, as well 
as community safety and health. Issues 
around safety is an area that demands 
considerable vision and leadership skills.  

“I have learnt that the CEO’s role is 
about managing a balancing act within 
an organisation between safety, output 
and costs at the same time.  In addition, 
managing a listed company within today’s 
complex environment presents a unique 
opportunity.  The raft of stakeholders has 
exploded exponentially – employees, 
communities, unions, government both 
nationally and locally, shareholders, NGO’s, 
environmental agencies.  All want a piece 
of the action which does not mean they are 
all aligned.  Quite the contrary.  Hence, the 
balancing of these expectations is vital to a 
harmonious operating environment.

We need to focus on people and managing 
them effectively in terms of their well-being, 
their productivity and their expectations.  
Our workforce forms the backbone of our 
business. As such, our focus is on developing 
strong leaders with the requisite supervisory 
and technical skills and we try and effectively 
manage our talent pool and nurture 
constructive relationships with our workers 
and organised labour. The real challenge is 
balancing the desire to improve the lot of our 
employees and other stakeholders with the 
appropriate returns that shareholders require.”

In a competitive environment with growing 
international demand for platinum driven 
largely by a recovering automotive market, 
which uses PGMs to clean up vehicle 
emissions, as well as tighter emission 
control legislation globally, my team and 
I are constantly looking for opportunities 
to grow our resource base as well as 
our output. The company has an ongoing 
exploration programme on the look-out for 
new reserves, whilst we continue to look 
at potential acquisitions in the PGM space.  
The major opportunity for growth, however, 
lies in the ground we already own. So 
despite the SFA-Oxford research that states 
that the PGM mining industry is potentially 
underinvesting in future production, we are 
not. Implats has some 225 million ounces 
of platinum in its reserves, 56% located in 
South Africa and 44% in Zimbabwe, and we 
are investing to exploit these.

One of the key successes for any CEO is an 
ability to be able to understand the financial 
aspects of the business as well as the 
technical areas. And for a mining concern 
this means being able to understand how 
to grow and expand the production aspect 
cost-effectively. Implats is a cost leader in 
the platinum industry, and this is largely 
supported by what I’ve become known for 
- the legendary lazy balance sheet. This has 
enabled the company to continue to pay 
dividends, unlike our peers, through-out the 
economic downturn of 2008.

“Our cash generation potential remains 
positive at an operating level whilst the 
market outlook for our metals gains 
strength.  We will continue to prudently 
manage the balance sheet ensuring an 
appropriate balance between investment 
and shareholder return.” 

The global financial crisis, which began in 
2008, progressed through 2009 as major 
world economies moved into recession. 
Simultaneously, there was a major shift in 
the world’s economic power towards the 
east, as Asian economies grew significantly 
faster than Western economies. This shift 
helped cushion the impact on our industry 
of the slump in Western economies.
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Platinum prices began rising through the year as Asian 
jewellery and investor purchases including the exchange 
traded funds gained momentum. So while Implats 
remains poised to take advantage of this recovery, we 
are mindful of developments in Europe and the debt 
problems faced by certain European countries, which 
may point to a second recessionary cycle.

And, as such, being able to anticipate market activities, 
both locally and abroad, employee activities and needs, 
environmental impacts and prospects are key strengths 
that separate good decisions from bad ones, and good 
leadership from bad leadership. 

Implats’ key focus areas therefore must take the 
following into account:

Safety and health –  Zero harm remains our vision. This 
vision will be achieved, but not without commitment 
from every one of the Implats team. We have a common 
goal. The health of our employees is important and, as 
such, prevention and treatment campaigns will continue 
to be emphasised.

Environmental – Water and energy consumption 
will be areas of focus with emphasis on efficient 
use and conservation of both these resources. The 
implementation of our water and energy efficiency 
strategy will go a long way to meeting these objectives.

Project delivery – The major capital mining projects 
need to deliver in order to achieve our medium-term goal 
of restoring Impala Rustenburg to a one million platinum 
ounce per annum producer within the next four years. 
Learning points over recent years have been invaluable 
in understanding the timing for future large mining 
projects.

Cost containment – Industry in general, and the mining 
industry in particular, is facing a number of significant 
cost increases, which it will need to combat through 
improved efficiency and productivity gains. Labour 
costs and power costs have been the most significant 
contributors to cost increases. The years ahead will be 
no different.

Production: Meeting our targets is vital to ensuring 
a cost-efficient production base and ensuring that we 
generate sufficient funding for our capital requirements 
and, hence, ensure sustainability.

None of these focus areas is possible without ensuring 
that we continue to attract and retain the best skills. asa
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Building Trust
with the board of  directors

Karl Smith BA (Public Admin), is a Business Relationship Building Coach and the author of Beyond 
The Business Handshake: Dare To Build High-Trust Business Relationships.

Governance is a collaborative effort. A productive 
collaboration relies on trust among team members and 

building this trust is critical to the board’s ultimate success. 
Board members - as team members - must be able to rely on 
each other openly and without reservation. The chairperson, 
individual board members and the board as a body must 
develop a trusting relationship with each other and with the 
Chief Executive Officer (CEO) to consolidate mutual efforts 
and objectives. No single relationship in the organisation is 
as important as that between the board, its CEO and top 
management.

Today, most new CEOs encounter big surprises after assuming 
the top job. Many are overwhelmed by the sheer demand 
on their time and how many balls they must juggle at once. 
The past couple of years have only made things harder 
for new CEOs, with the business environment the worst 
since the Great Depression and with a whole new, very 
powerful constituency to manage - the government. With 
boards continuing to ramp up their scrutiny and oversight of 
management, CEOs and other executive office bearers need 
more than ever to focus on relationship-building with boards.

Why trust between boards and staff?
Trust is the fundamental quality of successful, productive 
and sustainable relationships. Co-operation is a vital sign of 
corporate health. Conflict can cost you a loss of trust, wasted 
time, withholding of information, undermining, boundary 
issues, collusion, underperforming board or CEO and, 
ultimately, lower return to shareholders. 

The following shows the differences between two 
organisations, one with high degrees of fear and distrust 
versus one where the culture is built on a foundation of trust.

As one looks over the left-hand column there is an air of 
familiarity about it. Sad to say, many of the behaviours in the 
left hand column are all too common in the realm of board/staff 
relationships. 

What is Trust?
No trusting relationship is one dimensional, particularly not the 
Board/CEO relationship…it is a dual relationship - one party is 
trustworthy, the other trusts. Trust is personal, not institutional; 
it’s emotional, not just rational. Above all, it has to do with the 
organisations’s intent. Trust is an expectation based upon a 
fundamental human need: safety.

When I say I trust you, I am really saying that I trust that you will 
behave in a way that I expect, and that way will be in my interest. 
In other words, I believe, based upon my experience, that you will 
not hurt me. I am convinced that you will act in my best interest 
whether I am present or not. Another expert, Charles Green, 
points out that the following four components are a required to 
build trust:
•  Credibility has to do with the words we speak - are we 

believable? 
•  Reliability has to do with the actions we take - are we 

dependable? 
•  Intimacy has to do with the safety of discussions - am I 

discrete?
•  Self-orientation has to do with attention, on whom is my 

attention focused? The more you focus only on your own self-
interest, the lower the level of trust.

In short, when trust is present, everyone is driven by a 
common goal and shares information openly, accepting positive 
interdependence. Clearly, the building of mutual, balanced trust 
must be the key philosophy of a board, CEO and executive staff.

How do you build a strong relationship with your board?
1. Establish the parameters of your authority 
The board is a group of people with often diverse backgrounds. 
They come together six or more times a year to actively 
participate in governing the companies they serve, to provide 
oversight to corporate leadership and to protect and enhance 
shareholder value. Although they have tremendous influence, 
they often may have only moderate knowledge of the company. 
They are typically busy people, who balance numerous 
competing commitments - to work, family, charities and other 
boards - and they have finite time to devote to any one board on 
which they serve. 

This is not to say they don’t take their roles seriously. Most 
directors do. It is also not to say they will come unprepared. Most 
will not. It is to say that they represent a unique constituency 
for the CEO, one that takes a focused effort to lead and manage 
effectively.

Culture of Distrust and Fear Culture Built on Trust

Minimal Collaboration High Levels of Collaboration

Turf Battles Open Sharing of Information

Low Morale High Morale

Negative Gossip Positive Gossip

Ridicule Respect

Low Levels of Innovation High Levels of Innovation

Crisis Anticipation

Sabotage/Behind the Back Gossip Disciplined Communications
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CEOs must establish the parameters of the playing field and 
of the players on the field. Delineate what is your role, what is 
the board’s role, and how the two roles differ from, yet depend 
on, each other. Clarify what you believe your authority will be 
and what the board believes it will be. With the board’s input, 
put these descriptions in writing, establishing the working 
relationship and rules of engagement you will have with your 
board.

2. Show empathy 
Empathy enables one to establish trust and connection with 
others necessary for mutual interaction and full comprehension 
of the experience. What is empathy? It is an emotional process 
that builds connection between persons. It is a state of 
perceiving and relating to another person’s feelings and needs, 
without the need to blame, give advice or fix the situation. 

Empathy also means “reading” another person’s inner state and 
interpreting it into understandable conversation that supports 
mutual trust. To show empathy is to identify with another’s 
feelings. It is to put yourself emotionally in the place of another. 

It is an intuitive act wherein one gives complete attention 
to someone else’s experience in order to make the other 
fully comprehend the essence of the said experience. To be 
empathetic is make another person feel secure to open up and 
share his experience. To be empathetic makes the person feel not 
entirely alone in his predicament or a stranger in the environment 
he revolves in. The ability to empathize is directly dependent on 
your ability to feel your own feelings and identify them.

3. Understand your board’s spoken - and unspoken - power 
dynamics 
The boardroom is a highly nuanced, very human environment. 
People often make subtle points in ways that require the CEO 
truly to listen. The more you invest in building relationships with 
board members, the more you will understand the subtext that 
underlies what is said. 

Make it your mission to get to know each board member 
personally, as early as you can if you are a new CEO. Take time to 
understand what makes board members tick, what is important 
to them and what specific talents and value each brings to the 
board. How does each member perceive the company and the 
board’s role in its governance? How is each likely to vote on key 
issues, given his or her point of view? 

Determine the formal relationship you will maintain with the 
board in meetings and the structure you will use to get things 
done. 

Consider also your informal relationships with individual board 
members, developed through phone, e-mail and in-person 

communications. These interactions are equally important for 
building trust and influence. Understand the difference between 
interactions outside and inside the boardroom. For example, you 
can make calls in advance to obtain board members’ support, 
yet once the directors are together, the mood can change. Be 
prepared for such a shift. 

Along with the formal leader of the group, identify who is the 
informal leader, if there is but one, understand the leadership 
style of both of these people. Determine if there is a board inside 
the board - a core group of influencers that have particular power. 
If there is, understand its agenda and work to build rapport. 

4. Avoid hasty change 
New CEOs often work in ways vastly different from their 
predecessors. They may reject altogether the way their 
predecessors did things, swinging the pendulum all the way in 
the opposite direction as they reject the past in order to lead into 
the future. Whether or not what was done before was effective, 
remember that board members and other stakeholders are likely 
very used to it. By taking an abrupt sharp turn you can create a 
sense of paralysis. 

Take time to transition. Don’t just assume alignment will happen. 
The board’s members don’t yet know what you can do; they 
only know what the previous CEO did, which they either liked 
or disliked. Allow time for getting acquainted and gelling as a 
cohesive group. And avoid trying to show how different you are 
from your predecessor. 
If your way of doing things is markedly unlike the previous CEOs, 
you may need to take a compromise approach at first that lets 
the board get comfortable and confident with your new way of 
interacting. For example, the former CEO might have brought 
the senior leadership team to every meeting; you might prefer 

Be thoughtful about your 
answers rather than measuring 
your effectiveness by the speed 
of  them. Many CEOs think 
they need to answer every 
question, even when they don’t 
really know the answer.



asa  I  march 2011

15

focus

ceo report

to involve them in every other meeting, so that you can have 
more intimate interactions with the board, or you may want to 
bring them even less than that. You may also want to change the 
content of the board agenda. When the directors are used to a 
certain approach, such things are best done slowly, without too 
much drastic change (unless, of course, things are completely 
broken).

5. Act as a leader, not an autocrat 
Many CEOs struggle with leading the board. They try to lead it 
the same way that they lead the company - laying it on the line 
and moving on. That doesn’t work in the boardroom. In fact, it 
can be perceived as arrogance and autocracy, eroding trust and 
breaking down the relationship.

Primarily, seek to be humble and keep your ego at bay. Be 
mindful always that the board and the shareholders are for who 
you work. Lead and get out of the way, letting the board when 
it needs to reach consensus on its own. Rather than forcing 
outcomes, manage them. This may require you to expand your 
leadership range and demonstrate a higher degree of personal 
agility and diplomacy.

In making and executing decisions, be inclusive and open to 
different points of view. Instead of presenting one idea for 
discussion, offer several scenarios and options along with your 
recommendations - and state the business case for why. Be 
open to learning, and show your willingness to act on board 
members’ feedback. Rather than seeking recognition, show 
recognition. Be authentic by walking the talk. Honour your 
promises.

6. Be transparent 
The corporate world has become very open, and anymore there 
really is no place to hide. The government, employee and public 
demand for transparency in the boardroom is simply too great. 
There is a huge trend towards increased transparency in new 
legislation, in the whole area of proxy access. Embracing your 
board, and creating a transparent and open environment one, is 
critical.

Indeed, an effective relationship with the board requires 
transparency in every interaction. You must tell it like it is, and 
keep the board apprised of key happenings, so there are no 
surprises. Communicate clearly, promptly and completely. If 
the board asks the wrong questions, say so and bring the right 
ones to the table, rather than simply responding to what has 
been asked. Talk about both what your company is doing right 
and what it is doing wrong, along with your plans to address the 
latter. 

Develop a sound approach for board interaction that recognises 
the board’s responsibility for routine business and overall 

leadership. Ensure that board members are well informed and 
have the information they need, both during meetings and 
in between them. Simplify the issues so that everyone is on 
common ground in discussing key topics. Any board member 
should have input into the agenda if he or she has a hot button 
issue to address or discuss at the full board meeting.

Board meetings themselves are, of course, the most important 
testing ground for establishing how directors view the CEO, so 
it is critical to bring a spirit of openness to them. Remember 
that asking questions is a key part of the board’s job and create 
an environment that is conducive to honest inquiry. Don’t get 
defensive and don’t try to answer questions too quickly. That can 
make board members feel inadequate and, in turn, shut down 
the questioning process. Be thoughtful about your answers 
rather than measuring your effectiveness by the speed of them. 
Many CEOs think they need to answer every question, even 
when they don’t really know the answer. In essence, they wing 
it. Don’t do that. Most board members will see right through it, 
diluting your effectiveness and the trust you need to establish. 

Just as you invest in your employees, customers and 
shareholders, you must determine how you will invest in this 
new board constituency - and how it will define your success.

7. Develop and invoke a set of ground rules
Ground rules are a way to clarify and to codify the answer to the 
following four questions:
• How do you want to be treated? 
• How do you think you should treat others? 
• How do others think you want to be treated? 
• How will we resolve conflicts? 

Unfortunately, most organisations have no ground rules to 
guide the relationship between board and staff.  And those with 
ground rules seem to pay them only lip service. If people in 
an organisation cannot answer the four questions above, they 
will be seriously constrained in the ability to achieve levels of 
performance. 

Conclusion
It is vitally important to expose top management to the board. 
Ensuring that top management meets with the board on a 
regular basis is one of the best ways of building trust, as 
the members of both can share information and challenges. 
Moreover, they learn about each other as individuals rather than 
knowing each other only as office bearers and directors. Trust is 
a perpetual process that must be continually renewed among 
people and within organisations. With this mind, an executive 
director should have a game plan each year designed to build 
and maintain trust between the board and staff. Fortunately the 
ability to build, extend and restore trust can be learned. Please 
focus on relationship-building from the start! asa
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It’s been called corporate responsibility, 
‘the triple bottom line’, corporate 

citizenship – this idea that a business 
is about more than profit. South African 
business prefers the term sustainability.  
“The principle of sustainability appeals 
to enlightened self-interest... In other 
words, companies should operate in 
ways that secure long-term economic 
performance by avoiding short-term 
behaviour that is socially detrimental or 
environmentally wasteful,” say Porter and 
Kramer in their seminal 2006 Harvard 
Business Review article ‘Strategy and 
Society: The Link Between Competitive 
Advantage and Corporate Social 
Responsibility’. 

Sustainability should without a doubt 
be in a CEO’s arsenal: it is essentially a 
strategic tool, focusing on efficiencies, 
risk management and organisational 
resilience through good governance. 
When one looks at markets through 
a sustainability lens, social and 
environmental challenges become 
opportunities for business. In essence, 
sustainability focuses on management of 
the five capitals – natural, social, human, 
manufactured and financial (as defined 
by Forum for the Future, 2007) – to 
maintain relatively modest but potentially 
perpetual growth.

Understanding sustainability is about 
understanding how your business works 
in the world.  If the recent economic 
climate has taught us anything it’s that 
markets and businesses are connected 
in intricate and sometimes unexpected 
ways. A modern CEO needs an 
understanding of the complex context 
his or her company operates in or the 
organisation will not be positioned to 
respond to systemic shifts and shocks.

Where is sustainability on the global 
radar?
•  In 2010 a new risk entered the Top 10 

on Ernst & Young’s annual Business 
Risk Report. ‘Social acceptance risk 
and corporate social responsibility’, 
in ninth spot, demands increased 

transparency and accountability 
from business in order to maintain 
the social license to operate, with 
respondents noting that “public 
pressure has created an ethical 
standard that cannot be ignored”. 

•  More than one third of US directors 
in PwC’s Annual Corporate Directors 
Survey 2010 say that issues related to 
corporate responsibility should be a 
focus of the board’s time.

•  Nearly half of the international chief 
executives who participated in PwC’s 
14th Annual Global CEO Survey 
(2011) say they expect to change 
their strategies in the next three 
years in response to stakeholders 
factoring environmental and corporate 
responsibility practices into their 
purchasing decisions.

•  KPMG’s A Review of Corporate 
Sustainability in 2010, an international 
research paper conducted with 
the Economist Intelligence Unit, 
found that 62% of 378 large and 
medium companies surveyed had a 
sustainability programme in place and 
11% were developing one. Sixty-
one percent of companies with a 
sustainability programme found that 
“the benefits clearly outweighed the 
drawbacks”.

The sustainability business case
The media, academic journals and 
management literature have put 
forward various ways to consider the 
sustainability business case. Approaches 

“A business that 
makes nothing but 
money is a poor 
business.” 
Henry Ford, Industrialist

will differ per industry and per company, 
but here are some of the broad 
arguments CEOs can consider in their 
strategy development:
•  Considering social and economic 

impacts broadens a business’s 
understanding of risk, particularly 
systemic risk.

•  Resource constraints, especially of 
energy and water, are going to start to 
impact more on business operations 
and will result in a more stringent 
regulatory environment.

•  Realising efficiencies in energy, water 
use and waste disposal results in cost 
savings. 

•  Social injustice and inequality should 
not be condoned: beyond the ethical 
concerns, it can lead to political 
upheavals, destabilising the business 
environment.   

•  Considering and communicating 
environmental and social concerns 
into products and services can be a 
differentiator in certain markets.

•  Viewing environmental and social 
challenges as opportunities to meet 
society’s needs leads to business 
innovation.

•  A company that is accountable and 
responsible builds trust and good will, 
and retains its social contract. 

•  Good governance increases access to 
capital and various social responsibility 
indexes specifically reward 
sustainability approaches. 

•  Companies that build skills and human 
capital maintain a talent pipeline that 
will sustain their industry into the 
future.

Sustainability is only useful to your 
organisation if managed as an integrated 
business function. Otherwise it 
risks wasting resources and eroding 
reputation (it will quickly be identified as 
‘greenwash’).  Sometimes sustainability 
requires seismic shifts in your business 
model – the printer industry’s shift from 
product to services is a case in point. 
Integration and re-orientation require the 
kind of vision and action that can only 
come from the top.
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Sustainability and leadership
King III sets out the functions of a CEO, 
which include developing strategy, 
ensuring compliance with laws and 
governance principles, fostering a 
positive corporate culture and setting 
an appropriate ethical tone. It is the 
CEO who must drive integration of 
sustainability principles into strategy.

In addition, the idea of a corporation 
as a legal being, yet somehow playing 
to different rules, is being challenged. 
Leaders can no longer hide behind 
the corporate facade. Legislation 
such as the National Environmental 
Management Act (107 of 1998) holds 
senior managers personally liable for 
infringements. A leader cannot lose 
sight of the impacts their decisions have 
in broader society.  

Some challenges of sustainability 
leadership include:
•  Shareholders as profit-driven 

stakeholders: Shareholders are 
still the core stakeholders and 
short-termism can be a challenge.  
However, the idea that a board’s 
fiduciary duty should have a further 
horizon is gaining traction.  In the 
wake of the Gulf of Mexico explosion 
and spill BP shareholders lost 20% 
of the value of their stocks. This 
was due to what a White House 
commission has described as a 
“failure of management”, when 
decisions were made that saved time 
and money – in the short term. 

•  Internal buy-in: Getting buy-in 
to these ‘soft’ issues can be 
challenging, especially with technical 
staff. Sustainability metrics need 
to be included in key performance 
indicators, although if they are not 
also embedded in company-wide 
values, they may be glossed over at 
the performance review stage. 

•  Defining and engaging with relevant 
stakeholders: Companies don’t 
always know who they should 
be listening to and can become 
distracted by responding to 

demanding secondary stakeholders, 
while sidelining primary stakeholders 
(shareholders, employees, 
customers, suppliers etc). By not 
engaging with the most relevant 
stakeholders, companies run the 
risk on focusing on the tensions 
between their business and society, 
rather than on their interdependence. 
Understanding this can help 
companies and their stakeholders 
reach innovative, mutually beneficial 
solutions.

•  Peer compliance: Unless a leader 
emerges to challenge the status 
quo, most industries will continue 
with business as usual, forcing all 
companies into complicity. However, 
very few companies will forge ahead 
without a well-prepared playing 
field. Stakeholder engagement with 
policymakers is crucial in creating an 
enabling environment for change. 

•  Public perceptions: A recent 
PwC report, ‘Creating value from 
corporate responsibility’, notes 
that “the pervasive use of digital 
communications requires closer 
monitoring of corporate reputations”. 
In this environment, companies 
need to work hard to build trust 
through radical transparency. The 
more information people have from a 
company and the more opportunities 
they have to interrogate it, the 
more likely they are to gradually feel 
they understand the organisation’s 
motivations. On the flip side, if a 
company’s sustainability efforts are 
not authentic, this will be quickly 
exposed. 

How to begin to integrate 
sustainability 
Sustainability has been criticised as 
a ‘vague’ concept, and over the past 
decade a proliferation of standards and 
guidelines have been developed to 
introduce more rigor in the field. The 
Global Reporting Initiative (GRI) has 
gained prominence and the recently 
released ISO 26000, guidelines for 
social responsibility, look set to be 

internationally influential. In South 
Africa, King III informs the JSE listing 
requirements, meaning all listed 
companies will need to produce an 
integrated report in the coming year.

“Reporting on the financials alone is 
no longer sufficient, as all aspects of 
the business -- environmental, social 
and governance aspects -- impact 
on the company’s bottom line. 
Integrated reporting gives potential 
investors and other stakeholders a 
holistic view of how the company 
is managing all of these factors 
and their potential impact of the 
company’s position.” 

Freda Evans, JSE Ltd’s Chief Financial 
Officer (quoted on SAICA’s website)

Sustainability metrics are going to stand 
alongside financials and need to be 
treated with the same rigour. You can’t 
manage what you don’t measure, so the 
integrated reporting process, if done 
correctly, can embed sustainability in the 
organisation. The full process includes 
communicating sustainability principles 
to the organisation, determining material 
risks, and implementing systems 
for responding to stakeholders and 
measuring performance. The Integrated 
Reporting Committee of South Africa 
released its Framework for Integrated 
Reporting and the Integrated Report 
discussion paper in January 2011. 
This includes a nine-step guideline on 
developing an integrated report, which 
is particularly useful for organisations 
that don’t have a mature sustainability 
reporting system in place. 

Business is forged in society. Through 
a variety of pressures and processes 
over time, business will begin to 
incorporate elements of responsibility 
and sustainability until society no 
longer considers them extraordinary 
expectations and companies no longer 
perceive them as threats. Sustainability 
will become the new ‘business as 
usual’. asa
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This case examines the succession 
planning process at the US-based 

General Electric Inc. (GE), the largest 
diversified business conglomerate in 
the world. The case details the growth 
of GE under its various leaders from 
its inception, and examines GE’s 
commitment to succession planning 
through the decades. It discusses in 
detail the succession planning and 
leadership development processes 
at GE, and also examines the CEO 
succession planning under Jack Welch, 
GE’s CEO and chairman in the period 
1981-2001. The case examines the 
differences between the management 
styles and ideologies of Welch and 
Jeff Immelt, who succeeded Welch as 
chairman and CEO of GE. Finally, the 

20

Succession Planning
a case study: GE

This Case Study is republished with permission from ICMR. Copyright is held by IBS Centre for Management 
Research, Hyderabad, India. The article was writen by A. Neela Radhaika under reviewed supervision by Vivek Gupta. 

case examines the future of GE under 
the leadership of Immelt.

In November 2000, GE announced that 
Jeff Immelt, the president and CEO 
of GE Medical Systems, would be the 
successor to Jack Welch, the Chairman 
and CEO of the company. Welch was 
to retire in September 2001, after a 
successful 41-year stint at GE. According 
to GE sources, Immelt would become 
the president and chairman-elect of GE, 
a member of GE board and Corporate 
Executive Office, with immediate effect. 

The announcement ended the battle 
that was viewed on Wall Street as the 
hottest corporate succession race of the 
decade.

The three candidates for the top spot at 
GE were Immelt, W. James McNerney 
(McNerney), CEO of GE Aircraft Engines, 
and Robert L. Nardelli (Nardelli), president 
and CEO of GE Power Systems.  
 
Neither GE nor Jack Welch revealed 
exactly why Immelt had been preferred 
over the other two. Welch himself 
went on record to say that the other 
candidates were equally capable of 
running GE. 
 
Welch wrote in his autobiography, 
that choosing between the final trio 
“was the most difficult and agonising 
[decision] I ever had to make….All the 
three exceeded every expectation set for 
them.  
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Their performance was off the charts. 
Any one of the three could have run GE. 
According to Welch, it was his nose and his 
gut that prompted him to select Immelt. 
Analysts believed that the fact that Immelt 
was younger than the other two aspirants 
at 44 years of age, contributed to his 
selection.
GE is known to favour steady leadership 
over a long period. Since Immelt was six 
years younger than his rivals, he would 
have an opportunity to plan for a further 
twenty years at GE, like Welch, who 
became CEO about the same age, and 
stayed at the company to implement his 
plans. Welch also characterised Immelt as 
“a natural leader, and ideally suited to lead 
GE for many years,” adding weight to his 
view.  

As soon as Immelt was selected to take 
over as CEO, the media began to make 
comparisons between Immelt and Welch, 
and some expressed doubt as to Immelt’s 
ability to match Welch’s charisma or 
impeccable record.
Many Wall Street analysts believed Welch 
was one of the most important and 
influential business leaders of the 20th 
century, and clearly Immelt would have to 
work hard to match the performance of his 
predecessor.

The fact that McNerney and Nardelli were 
taken on as the CEOs of 3M and Home 
Depot, respectively, within weeks of their 
losing out to Immelt, was in itself taken 
by observers as testimony to corporate 
America’s confidence in leaders groomed 
by GE.

Background Note
The roots of GE can be traced back to 
Thomas Alva Edison (Edison), the inventor 
of the incandescent light bulb. Edison set 
up The Edison Electric Light Company 
(EELC) in 1872, to conduct experiments 
on electricity and, in 1879, he invented a 
carbon-filament lamp and direct current 
generator for incandescent electric lighting. 

He also imposed rigid financial controls 
to keep the different units on track. By 

Many Wall 
Street analysts 
believed Welch 
was one of  the 
most important 
and influential 
business leaders 
of  the 20th 
century.

the end of the century, GE was able 
to consolidate its position by licensing 
its electric bulb technology to other 
companies. 
 
Gerard Swope (Swope), who succeeded 
Coffin in 1922, played an influential role 
in making positive changes to industrial 
relations at GE. 
He introduced many schemes, such 

as group insurance, profit sharing, 
bonuses, pensions, home-mortgage 
assistance, and stock-purchase plans, 
which were widely appreciated. He 
consolidated GE’s position in the 
industry further. GE also became 
the first company to establish 
unemployment pension plans, which 
guaranteed its laid-off workers a stipend 
of $7.5 per week for a period of ten 
weeks after layoff. 
 
Charles Wilson (Wilson), who became 
CEO in 1940, undid most of the 
changes that Swope had brought about 
in industrial relations. After the Second 
World War (1939-45), GE faced a major 
crisis in industrial relations due to the 
increasing clout of the trade unions.

Leadership Development in GE
The company used mainly annual 
performance reviews for identifying 
potential candidates, until the early 
1980s. However, after Welch took over 
as the CEO, the succession planning 
process at GE became a more systematic 
process, with the use of various analytical 
tools and the involvement of the top 
management in leadership development 
and succession planning.  
 
Since the early 1980s, the annual Human 
Resource Reviews (popularly called 
Session C) had been at the heart of 
succession planning at GE. The Session 
C process was reportedly given as much 
importance as financial monitoring in GE.

The CEO Succession Planning Process
The succession planning by Welch for 
his post had started way back in 1994, 
when with help of Bill Conaty and 
Chuck Okosky, both vice-presidents, HR 
and Executive Development, created 
a list of essential qualities, skill and 
characteristics an “ideal CEO” should 
posses. The list mainly included elements 
such as integrity and values, vision, 
leadership, experience, edge, stature, 
fairness, energy, balance, insatiable 
appetite for enhancing knowledge, 
courageous advocacy, and most 
importantly, stomach to play for high 
stakes and being comfortable operating 
under a microscope. 

Immelt Makes His Mark
During the first two years as GE’s CEO, 
Immelt had to face many problems 
on account of September 11, 2001 
attacks, the Enron debacle, and the 
global economic slump during the early 
2000s, which affected the company’s 
earnings severely. As a result, GE for 
the first time in ten years, failed to 
report double-digit earnings growth in 
the fiscal 2002. Though Immelt was 
not held responsible for the company’s 
problems during this period, as most 
of them were triggered by the external 
environment, nonetheless he had to 
deal with the crisis. asa
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Two years from the depths of recession, South African and global 
CEOs are confident about future growth.  

South African CEOs remain extremely positive about future 
prospects, but are well aware of the challenges the country faces; 
Eighty two percent of South African CEOs expect their business to 
grow in the next 12 months. Longer term they xware as confident 
about growth as global CEOs, with 94% believing that growth will 
occur over the next three years. Though the average growth rate 
of our economy lags that of its emerging market peers, it is well 
ahead of many more-developed economies. At the same time, 
fiscal discipline and stability in the banking sector have enabled the 
economy to hold firm while others have stumbled.

CEOs now see opportunity for growth, even in the short term, 
and are determined to take advantage of better global economic 
conditions and increased customer demands. 

Where is growth?
Emerging economies like China, India and Brazil are growing at rates 
that far surpass the developed nations. The shift in the economic 
balance of power creates challenges for CEOs in deciding how and 
where to invest in facilities, people and innovation. Companies that 
understand and capitalise on the diverging growth patterns of the 
developed and emerging economies, will be the winners in the years 
ahead. 

Potential threats to future business 
South African CEOs are more concerned about the availability of key 
skills, with 72% believing that it holds the biggest threat to future 
growth. Sixty-three percent of CEOs still see volatile economic 
conditions as a significant threat. Other key concerns in South Africa 
include over-regulation - cited by 66% of CEOs - and exchange rate 
volatility cited by 65% of respondents.  

The South African survey shows that CEOs are less worried about 
energy costs with 53% of them stating it as a concern, compared 
to 70% last year. They also feel more positive about the state 
of infrastructure in the country with 40% listing it as a concern, 
compared to 63% in the previous survey. While 34% of South 
African respondents say they are concerned about government debt, 
a figure of 61% globally puts matters in perspective. 

Rethinking strategy in response to change 
The economic realities of the past few years have forced CEOs not 
only to change the way they think, but also the way they run their 
businesses. 

Most CEOs globally – 84% to be exact – said they had changed their 
companies’ strategies in the past two years, and about a third said 
the change was fundamental.  In South Africa, 88% of CEOs say their 

The economic realities of  the 
past few years have forced 
CEOs not only to change the 
way they think, but also the 
way they run their businesses. 

companies’ strategy has changed ‘somewhat’ or ‘fundamentally’ in the 
past two years. 

There is a concerted effort to cut costs with 97% of South African 
CEOs having initiated cost-reduction initiatives in the past year and 
66% planning to do so in the next twelve months. Additionally 38% of 
South African CEOs will be outsourcing  a business process or function 
compared to 28% globally.   

Bridging the skills gap 
South Africa faces the twin dilemma of unemployment and a shortage 
of skills.  Ninety percent of South African CEOs say their companies 
will increase their commitment to creating and fostering a skilled 
workforce over the next three years. This percentage is almost 10% 
higher than the global average. Seventy five percent of CEOs have 
committed their companies to reducing poverty and inequality in South 
Africa compared to 42% globally, and 94% are focused on increasing 
their commitment to maintaining the health of their workforce, 
compared to 71% globally. 

Talent management 
Recruitment and retention of employees remains a key strategic 
priority.  Good news is that 38% of CEOs in South Africa are 
expecting their headcount to increase over the next 12 months.  
Twenty-five percent of local CEOs reported that they had reduced 
staff numbers by 5% or more the prior year. This compares 
favourably with the global average of 64%. 

Interestingly, 56% of local CEOs plan to set compensation limits 
for top executives, compared to 40% globally. South African boards 
are open to deal with the ever-increasing pressure on the executive 
‘pay gap’.

Customers at the centre of innovation
Although there is a greater emphasis on innovation as a driving 
force for growth globally than locally, South African CEOs are 
becoming more customer centric.
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As markets mature, there is a growing need for new products and 
services to drive growth. This leads to an increasingly customer-
centric wave of innovation, which not only promises customers a 
better product experience, but also an opportunity for companies to 
differentiate themselves from competitors and increase revenues.

In South Africa, new media is also having a considerable impact on 
consumer behaviour. Ninety-four per cent of CEOs are adjusting their 
strategies to accommodate customers’ increasing use of mobile 
devices and social media to voice their needs and preferences to 
companies.  

Additionally, ‘giving back’ remains high on the priority list, with 86% 
of CEOs intending to improve their environmental and corporate 
responsibility practices as these become increasingly influential in 
consumers’ purchasing decisions.  

Customers’ priorities regarding price and value for money will 
be addressed with 85% of CEOs aiming to change their pricing 
strategies over the next three years. 

Shared priorities amongst Government and society
While South African CEOs are cognisant of the responsibilities they 
and their companies have in society, they also have high expectations 
about the role government should be playing. Their concern about 
the role of government is most pronounced in the areas of reducing 
poverty and inequality, and creating a skilled workforce. On the other 
hand, they are far more upbeat about the state of the financial sector 
and their ability to access affordable capital, no doubt a reflection of 
the fundamental soundness of this aspect of the economy. 
Ninety-one percent of South African CEOs believe business will 
actively support Government policies that promote growth that is 
financially, socially and environmentally sustainable at global, national 
and local levels. 

Partnerships between government and business will be more 
effective at mitigating key global risks such as climate change, 
terrorism and financial crisis according to 72% of respondents.  

The future
It is encouraging to see a overall more positive outlook from CEOs. 
Although recovery is sometimes slow and ‘fragile’, CEOs are gearing 
up for better times to come. 

Survey Methodology
In South Africa, in-depth interviews were held with 32 CEOs from a 
spectrum of industries, ranging from financial services, technology 
and communications to consumer and industrial products and 
services. Companies represented were predominantly listed on the 
JSE, though some large private entities and those with multiple 
listings were also profiled. asa
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As most people would know by 
now, the King Code of Governance, 

more commonly known as King 
III, includes an entire chapter on IT 
Governance. Discussions with fellow 
CIO colleagues and others in the IT 
industry give varied responses from their 
Boards on taking accountability for the 
governance of IT.  

The progressive Boards are identifying IT 
a strategic resource and are leveraging 
it to gain favourable market positioning, 
whilst Boards that are lagging behind 
are relegating IT to a risk. The laggards 
are fearful of IT because they don’t 
understand it and rely on their audit 
function to give them assurance. The 
problem with this is that focus will 
be dwindled only on the risk and cost 
aspects of IT. Whilst this is extremely 
important, a better balance of focus is 
required. The progressive Boards are 
questioning their management and 
CIO on how to best leverage IT, so that 
they can either improve their business 
processes or their organisation’s service 
offerings. And, in most instances, how to 
reduce their organisational risk.  

Progressive Boards and management 
also realise that their IT is not regarded 
as a separate entity, but rather is well-
integrated into the organisation. This is 
an important point to learn from, as it 
breaks down communication barriers and 
the leadership will always question and 
improve aspects of its IT. Progressive 
Boards are investing in IT, but are forming 
good structures for governance, thereby 
creating clarity and giving guidance to 
the management of IT. IT management 
must be represented adequately in 
the organisational structures and be 
mandated to contribute strategically and 
operationally to the successes of the 
organisation.

What we need are business-savvy IT 
management and Boards; and IT-savvy 
business management and Boards. This 
is not about the business doing IT’s work 
or vice versa, but it is about strategic and 

IT Paradigm Shift
for the CEO

Rakesh Beekum, ND CDP, MBA, is the Chief Information Officer, SAICA.  

operational conversations on how best 
to leverage technology.  This dialogue is 
critical not only for the governance of IT, 
but also leveraging to IT for competitive 
advantage. I can’t stress enough the 
need for excellent communication 
platforms, and Boards need to ensure 
that this platforms is created.

Now, an important part about 
accountability is that IT projects are seen 
as business projects and business needs, 
to take leadership in this regard. A joint 
effort is a good recipe for creation of a 
business case and is of vital importance 
for the success of these projects. It will 
clearly facilitate discussion and debate 
on various solutions and give credibility 
to the process and the chosen solution 
itself. Management doesn’t always make 
the right decisions, but it is important 
that it has explored the alternatives. This 
joint process improves Board’s decision 
making and support - thereby facilitating 
agility of the design, development and 

implementation of solutions. Boards 
are often accused of taking a long time 
to make decisions, but they are just 
doing their job. Management cannot 
delegate their diligence to the Board – 
they have to work a lot harder with IT to 
understand and motivate their business 
cases. On the flip side, progressive 
Boards are giving guidance upfront to 
business and IT management on how to 
package and present the business cases.  
This guidance is crucial for business 
agility.

On the projects that have reached 
completion, Boards also have to be 
notified of both the successes and 
failures to achieve the business benefits 
that are promised. What this means is 
that equal accountability on the success 
and failures must be taken jointly by IT 
and the business. Don’t get me wrong 
for stating equal accountability; IT must 
be taken to account for gross negligence. 
However, in the business of IT, there 
will always be problems, and good 
governance to handle these hiccups 
must be in place. Creating a culture of 
continuous improvement and recognising 
issues or risks within an IT environment 
means that it is a healthy environment 
that promotes organisational maturity.

Good IT governance enables effective 
IT decision - making but also facilitates 
efficiencies of IT delivery. That being 
said, IT managers cannot read the minds 
of Board members and vice versa. 
Healthy discussions and debates in the 
governance structures must be facilitated 
so that Board members can satisfy 
themselves that due care and diligence 
has been applied and disclosed for the 
governance of IT.

In conclusion, it all begins with an IT 
strategy. If the IT strategic path is not 
clear and well understood, much time 
will be wasted on good resources. 
Boards need to demand an IT strategy 
and be engaged in formulation and 
execution, and not just the control 
aspects. asa
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The Great Pay Debate
performance, perception and people

Recent media reports have once again opened the debate 
on corporate salaries in South Africa and the disparities 

between executive remuneration and salaries at middle to 
lower level. The fact is, there is a huge gap between the top 
and the bottom, often with significant bonuses or performance 
incentives to boot.

But the question is perhaps not really ‘why are these 
executives being paid so much?’, but rather ‘do they deserve 
the remuneration?’ Consider that the really big earners are 
often the rainmakers of society. They don’t just bring with 
them management skills, but vision – vision to expand 
businesses, create more jobs and lure foreign investors. These 
are valuable traits and must be rewarded, for without proper 
remuneration these skills will be lost to other countries.

Skills shortage is one of the reasons why we find ourselves 
with such big salary disparities. Yes, this gap exists in every 
market, but the situation was undeniably exacerbated in South 
Africa due to the large number of skilled people leaving the 
country. Naturally this resulted in skill deficiencies in certain 
areas and, consequently, those left behind being able to 

striking the right balance

Tina Erasmus, BA (Hons), is the General Manager: 
Network Finance (a division of Network Recruitment).
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The great debate about the remuneration of Chief Executive 
Officers {CEO’s} comes down to two fundamental principles: 

justice and morality. Most supporters of these obscene salaries 
earned by the CEOs like to remind us of the fact that as long as 
there are no rules broken they have a right to earn what they are 
worth and we should all allow the market forces to determine who 
gets what. The average worker takes home a paltry salary and is 
forced to prioritise between food and medicine which is something 
no human being should be forced to do. At the same time a CEO, 
who puts in fewer hours and does not work as hard takes home 
millions in salaries and benefits. 

The latest upheavals around the world are as a result of frustration 
caused by the unequal distribution of wealth. What is even more 
immoral is the fact that while blue collar workers are losing jobs and 
benefits the CEOs still get bonuses and obscene pay packages when 
they resign or are dismissed. This happens while workers who have 
sacrificed for years are left without anything to show for it and are 
unable to feed and school their kids.      

Since 1995 redistribution of income from the rich to the working 
class in South Africa has not occurred. Besides the decline in the 
real incomes of working class households between 1995 and 2005, 
income inequality has increased across the board. The share of 
employees in national income was 56% in 1995 but it had declined 
to 51% in 2009 because there has been reverse redistribution from 
the working class to the rich. The top 10% of the rich accounted for 
33 times the income earned by the bottom 10% in 2000. This gap 
is likely to have worsened, given the fall in the share of employees 
in national income and the ongoing global crisis of capitalism that 
started in 2008. 

The Minister of Finance has acknowledged that 50% of 
the population lives on 8% of national income in South 
Africa. Approximately 20% of South Africans earned less than R800 
a month in 2002. By 2007, approximately 71% of African female-
headed households earned less than R800 a month and 59% of 
these had no income; 58% of African male-headed households earn 
less than R800 a month and 48% had no income.  

In 2008, the top 20 directors of JSE-listed companies earned an 
average of R59 million per annum each whilst in 2009 the average 
earnings of an employee in the South African economy was 
R34 000. On average, each of the top 20 paid directors in JSE-
listed companies earned 1728 times the average income of a South 
African worker. On average, between 2007 and 2008, these directors 
experienced 124% increase in their earnings, compared to below 
10% settlements that ordinary workers tend to settle at. 

demand higher salaries for what then became a scarce skill. This is 
particularly true in the finance industry where those skills remain 
highly sought after.

Another way to assess whether or not executives deserve the 
salaries they earn is to look at their performance. We’ve seen 
a marked increase in the offering of performance bonuses as a 
percentage of total remuneration, as companies increasingly see 
the value of improved performance cultures where productivity 
is linked to performance bonuses. These incentive schemes 
often carry significant rewards, considered excessive by some; 
consequently, questions have been raised in recent months around 
their efficacy and even, necessity.

Performance bonuses work when implemented properly. Meaning, 
when linked to real, quantifiable performance management and 
awarded based on specific outcomes. So if targets are met or 
even surpassed and solid results achieved, executives should 
be rewarded accordingly. This issue is brought into question, 
however, when non-performing employees are rewarded despite 
poor performance. The challenge is to find the balance between 
performance and bonus pay-outs, but ultimately rewards should be 
linked to real performance, at individual level.

Connected to the issue of salary disparities among South 
African executives are ongoing inequalities when it comes 
to the remuneration of female executives. Women in top-
level management positions are still being paid less than their 
male counterparts by a significant margin. Women are equally 
competent when it comes to managerial positions. Even our 
constitution requires gender equality in terms of equal pay for 
equal work. 

This historical challenge inherited by corporate South Africa will 
eventually improve as more woman executives rise through the 
ranks and gradually change perceptions. Ongoing education is 
another key accelerator of the process. The debate on these issues 
has  resulted in the proposal of several potential solutions. One of 
these is corporate governance and regulation; the King III report 
should play a role in this regard. 

Another is for executives to fulfil their moral obligations 
voluntarily. We have found examples of top executives that have 
sacrificed large salary increases but maintained their positions, 
responsibilities and existing salaries within the company. This 
ability to view one’s job and remuneration holistically and from a 
moral perspective, curbs massive wage increases and ultimately 
helps lessen that huge salary gap, without feelings of resentment 
on the side of the skilled and much needed executive.

In conclusion, good people come  at  a price, and companies 
are prepared to pay top dollar for those skills. If executives 
that delivering, they should be compensated accordingly. But 
ultimately, only true performance management can indicate if a 
person has made a difference to that company and the people it 
employs and, as a result, justify their salary.

negotiating a fair deal

Sizwe Pamla, ND (Journalism), is the National 
Spokesperson, Nehawu.
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relationship would compromise an enterprise’s/economy’s ability to 
retain skills and demotivate good leaders from assuming the risks 
and stresses often associated with leadership roles.  

At a time when corporate leaders need to unite with their 
workforces to focus their enterprises toward common goals, jointly 
contribute to productivity and enterprise growth, and consequently 
contribute to job creation, union leadership and policy proposals 
sometimes perpetuate divisions. Such divisive strategies are not only 
harmful to companies and the economy, but will undermine the very 
objectives that unions and policymakers seek to achieve.  Through 
SACCI’s SA 1st campaign (safirst.org.za), the SACCI membership 
seeks to propagate constructive, productive behaviour, in the face 
of strategies that seek to undermine the relationships that build 
economies.  

A current concern in respect of ill-conceived policy proposals, 
relates to the battery of proposed labour legislation recently issued 
for comment. While there are aspects of the legislation that are 
welcomed by business, one of the underlying themes of this battery 
is a distinct separation of the rights of senior managers from that of 
the rest of the workforce. These proposals stand in harsh contrast to 
the constitutional prescriptions of equality under the law.  Further, at 
a time when the call on the economic partners in the social dialogue 
process effect a unified approach towards achieving a national 
economic development vision is at it strongest, these provisions can 
drive divisions between the labour leaders that are to be appeased by 
such provisions and the corporate leaders that are distinctly excluded 
from the rights provided to the general workforce by such provisions.

While the state may facilitate the creation of employment 
opportunities, it cannot legislate a reduction in unemployment, 
inequalities or poverty.  Neither can it legislate the acceleration of 
employment creation, employment growth and productivity on a 
sustainable basis.  The shortcomings of the BBBEE initiatives are 
a case in point.  A more enlightened approach to facilitating and 
incentivising the private sector to play a stronger role towards 
the achievement of the aforementioned objectives presents the 
only sustainable possibility for achieving such objectives.  For the 
achievement of such objectives, government needs please to 
embrace a partnership with corporate leaders. asa
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pay to performance

Neren Rau, BCom (Hons), MCom, is CEO of SACCI.

The debate around executive pay obscures the key challenge 
currently facing our economy:  low productivity. The debate 

misdirects focus to levels of compensation when such as focus 
should be on levels of productivity and maintaining a proportional 
relationship between levels of compensation and these levels of 
productivity.

Levels of executive pay are often easy scapegoats for failure to 
address the real challenges that face the economy, notably job 
creation. While certain role players within the labour market would 
seek to convince their constituencies that a reduction in executive 
pay would have as a consequences higher levels of job creation, 
indeed the opposite is true. Successful corporate leaders contribute 
to job creation. In addition, it is often these leaders that succeed 
in addressing weaknesses in productivity at lower levels. The table 
below shows that South Africa is currently on a damaging path in 
respect of productivity versus labour cost trends.

Leaders must be rewarded for creating value. If, through their 
strategy implementation, influence and direction, corporate leaders 
create value, the financial rewards that accrue to such leaders must 
reflect their contribution.  A disjoint in the value creation-reward 

Productivity versus Cost

% change
Labour 

productivity
Nominal unit 
labour cost

2005 3.9 3.2

2006 2.6 4.8

2007 2.4 4.2

2008 1.0 11.7

2009 2.7 11.46

Directors in state-owned enterprises also experienced the same 
rate of increase in their earnings, thereby contributing to income 
disparities in the economy. The top 20 directors in SOE’s experienced 
a 59% increase in their earnings, collectively raking in R132 223 
million.  This amounts to R6.6 million per director, which is 194 times 
the average income of the South African worker.  

Within the context of the worst global crisis since the 1930s we 
have lost over 1.1 million jobs between 2009 and 2010. This amounts 
to an average of R35 billion worth of employees incomes being 
lost. This has plunged 5.5 million South Africans into poverty with 
unemployment increasing at an alarming rate.

The inequalities that exist between the rich and the poor are 
immoral, embarrassing and unjust. South Africa is the most 
unequal society in the world and the social stability of a country 
is compromised when you have people whose dogs have a better 
standard of living than some citizens. Competent people need to 
well compensated but it is immoral to call on workers to work hard 
as a team but sideline them when the spoils are shared. There is no 
company without the workforce and this needs to be reflected when 
bonuses and pay increases are negotiated and paid out.



Thank you kindly for allowing us, your diligent employees, the 
chance to contribute and have our say. We know you are a busy 

person, but we feel that these important matters need your attention.

Malcolm Gladwell, the author of ‘Outliers,’ states that work is satisfying 
if, and only if, it meets three crucial criteria: autonomy, complexity, 
and a connection between effort and reward. We have expanded this 
to five points that we feel are crucial to a happy and successful work 
environment.

Autonomy
Autonomy in the work place implies independence, decision making 
and freedom to make choices. No one likes being stifled, and by giving 
employees the chance to prove ourselves, a lot of talent could be 
discovered. We would like to ask you to consider giving all employees 
a relatively free rein at work, and then standing back to admire the 
results. Yes, we will make a few mistakes, but that is after all the 
best way to learn. As long as these mistakes are made in a small 
environment,  with limited consequences, and in a situation where all 
employees can learn from the error, then they can be for the overall 
good of the company. We are confident that the end result will be a 
motivated, hard working and successful workforce. So let’s get rid of 
the overbearing micro-managing supervisors and start unleashing some 
real potential! As Thomas Edison stated: “There are no rules here, we 
are trying to accomplish something.”  

Complexity
Humans naturally respond to challenges. We even send our children to 
school to solve challenges – it is something on which we literally spend 
our whole lives working. Getting sent to photocopy 20 files, or make 
coffee all day long, is probably the shortest road to insanity. This letter 
serves as a plea to keep us stimulated and challenged. We are aware 
that it is not always possible, and there are occasionally some mindless 
tasks that simply have to be completed. However, distributing these 
out as fairly as possible, and trying to keep the work environment as 
invigorating as possible, really does go a long way to getting us out of 
bed in the morning. Again, it’s a case of showing trust in employees by 
giving us responsibility, and allowing us to discover what we are really 
capable of when given the opportunity.

Effort and Reward
Contrary to popular opinion, we are not motivated purely by money. 
Having said that, we do have families to feed and retirements to think 
about, and it is good to feel appreciated and valued by our companies. 
Despite this, however, our salary amount isn’t as important as the link 
between hard work and reward. 

As we are sure you well know, King III has paid a lot of attention to 
directors’ remuneration, and ensuring that there is an effective link 
between performance and compensation. This issue comes about 
because of the agency problem and the fact that the owners and the 
managers of the company are separate people. Well things are pretty 
similar down here where we sit – it’s hard to be fully motivated in a 
problem when it has no bearing on personal circumstances. 

We would like to request the use of performance based pay in the 
company wherever possible. There are many ways this can be done: 

Dear CEO
an open letter from your employee

Sam Bradley, BAcc, PGD (Acc), is a 1st year trainee at Deloitte Durban.

rewards for outstanding work, performance incentives step linked to 
daily jobs, commission based pay and even share based payments 
and options as part of our salary. We feel that having a portion of 
salary based on performance (despite the effort of implementing and 
calculating and, despite the risk of jealousy and office dramas) would 
be beneficial to both us and the company. 

Training
Another important aspect of our work, despite not being mentioned 
by Mr Gladwell, is the opportunity for improvement and training. As 
employees, we want to be getting better at our jobs and improving 
our skills. This will be of benefit to us and our company - we improve 
as workers and as individuals, and the company benefits from having 
better trained employees. There are many ways to enhance this in the 
office – maybe we could allocate some days in the yearly planner to 
staff training? We could possibly look at bringing in a rotation system 
where employees swop duties for a short time and learn some new 
skills? 

With our company being a big, international company, we could 
even look at bringing in a short-term travel work programme? Our 
company would profit immensely from having our employees gaining 
international experience, while, having our offices host foreign 
workers for a while would allow us to learn from their practices and 
systems. We are aware that, by taking this approach, there is the 
danger that our employees will become valuable assets that could 
be targeted and head-hunted by rival firms. On the other hand, a 
dynamic training programme would enhance our firm’s credibility, and 
we would become a magnet for talented and ambitious individuals 
looking for work. We are confident that the advantages outweigh 
the disadvantages. This is especially important seeing as we live and 
work in a country with such a drastic skills shortage, and therefore 
we have a heavy responsibility to develop skills and talents.

Sustainability
This bring us to our next point: Everyone wants to work for a 
company of which they can be proud . We want to be able to 
boast about our company to our families and friends. With this in 
mind, could we request a re-evaluation of our companies ‘green’ 
policies and the consequential corporate social responsibilities. 
There are so many ways we can tackle this problem: We could as a 
company support certain charities and programmes to which we feel 
connected. We could bring in a system whereby employees could 
donate a few hours a month of work-time to a charity. Sustainability 
is such an important concept, and we would like to feel that we are 
contributing to our community in a positive manner.

We hope that we have presented an effective summary of the 
relevant issues as we see them. It is worth mentioning that, although 
we speak on behalf of the majority of your workforce, there are 
probably a few employees who are less motivated, and who are 
happy to simply drift through the day and live for the weekends. While 
this is discouraging, please do not lump us all together – you have 
many talented, ambitious and hard-working employees looking for a 
chance to prove themselves! Give us trust, responsibility and room to 
grow, and you will be rewarded by a vibrant, efficient and dynamic set 
of employees. The sky is the limit. asa
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As the economy deals with the effects 
the global economic crisis, rather than 

dwelling on the past, companies need to 
focus on the road ahead. 

One area to focus on is how a company 
manages its financial crime exposure. What 
will emerge from this article is that the 
change required, is a change in mindset, in 
how fraud and fraud risks are perceived and 
managed. If companies accept that financial 
crime is a strategic risk to be incorporated 
into their risk management framework, a 
sound and effective fraud risk management 
strategy should naturally follow. 

The economic crisis saw significant 
increases in fraud occurrences across 
all industries. In the United Kingdom, 
KPMG Forensic publishes an annual Fraud 
Barometer, which records all serious fraud 
brought before UK courts where criminal 
and civil claims involved more than £100 
000. This barometer has been monitored for 
the past 21 years, and 2009 recorded the 
highest number of fraud cases in history: 
160 cases with a total loss of £1.3 billion, as 
compared with £1.1 billion in 2008 and £1 
billion in 2007. Such a trend does not bode 
well in terms of future expectations, with 
experts predicting continuing increases in 
significant fraud losses in 2010 and beyond, 
as the aftermath of the global economic 
crisis is further uncovered.

The consideration of financial crime as a 
strategic risk demands an understanding 
of why turbulent economic conditions give 
rise to increased financial crime activity. 
Although there may be several reasons why 
the economic downturn contributes to an 
increase in fraud events, some reasons are 
more obvious. 

Firstly, with volatile market conditions 
comes increased pressure on senior 
management to produce results and 
maintain earnings, creating the temptation 
to manipulate accounts in order to achieve 
expected results. Furthermore, in difficult 
economic times, an organisation will need 
to not only to retain existing contracts, 
but may also need to target new markets, 

Fraud Risk Management
the facts, the figures, the future

Kelly Chalom, BA LLB, is an Admitted Attorney of the High Court of South Africa and is Manager: KPMG Services (Pty) Limited 
and André Groenewald CA(SA), Dip (Criminal Justice and Forensic Auditing), is Director: KPMG Services (Pty) Limited.
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possibly resulting in an increasing 
geographic spread and/or a change in the 
business’s strategic direction, thereby 
changing the organisation’s risk profile. 
Financial difficulties within an organisation 
will inevitably result in aggressive cost-

cutting that, in turn, often results in a 
weaker control environment. Cost-cutting 
often also involves retrenchments that 
negatively affect staff morale. Finally, an 
economic crisis will have an impact on all 
role-players in the market, with the result 
that an organisation’s inventory may be 
especially vulnerable to misappropriation, 
either internally or externally, leading 
to increased incidents of fraud and 
misconduct.

The result of these factors is often 
increased financial statement manipulation, 

because companies have to make do 
with the results they have. A financially 
unstable environment may lead to increased 
corruption to obtain new contracts or secure 
existing contracts that are deemed vital for 
the survival of the company. Aggressive 
cost cutting normally affects the control 
environment, as less staff are available 
to perform more tasks, which results in 
less segregation of duties. A poor control 
environment is conducive to fraudulent 
activity, as fraud will go undetected or be 
disguised as errors and mistakes. Finally 
pending staff retrenchments affect staff 
morale, which results in increased stock 
pilferage and misappropriation of assets, as 
the employee may rationalise these acts by 
thinking that the company owes them this 
after their period of service. 

Historically, South African companies 
started to recognise fraud as a serious 
risk in the 1990s, and responded to it 
by either  outsourcing a fraud response 
function or establishing an in-house 
Forensic unit. Only when these measures 
did not eliminate fraud losses, despite 
additional resources, did organisations 
become concerned with a more far-reaching 
fraud risk management approach. This 
notwithstanding, the initiatives undertaken 
today remain largely reactive with minimal 
focus on prevention or detection. One 
critical area where companies fail in their 
fraud risk management programmes is 
in fraud reporting, in relation to both the 
reporting channel and the clear designation 
of responsibilities, as well as the accurate 
identification of losses as fraud losses. 
Most executives that are confronted with 
their company’s fraud losses are satisfied 
that these losses are low. The reality is that, 
in most cases, these losses are under-
reported rather than under control. Such a 
situation results largely from fraud losses 
being reported as operational losses, with 
most companies having certain tolerance 
levels in this regard. However, the danger in 
failing to report fraud losses as such is that 
the company’s fraud risk exposure is not 
accurately depicted, and the organisation is 
thus unable to manage fraud appropriately 
and only deals with it when it happens. 

Most executives 
that are 
confronted with 
their company’s 
fraud losses are 
satisfied that these 
losses are low. 
The reality is that, 
in most cases, 
these losses are 
under-reported 
rather than under 
control.
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The Association of Certified Fraud 
Examiners, in its 2010 Report to 
the Nations on Occupational Fraud 
and Abuse, indicated that a typical 
organisation loses up to 5% of its annual 
revenue to fraud that, in 2009, translated 
to approximately $2.9 trillion globally.

A clear definition of financial crime must 
be applied throughout the organisation 
to ensure accurate and consistent 
reporting of these losses. The definition 
should include not only actual losses but 
also near-misses, crime prevented and 
indirect losses to ensure a more accurate 
reflection of the company’s exposure. 
The second accord published by the 
Basel Committee on Banking Supervision 
defines fraud as “Loss due to acts of a 
type intended to defraud, misappropriate 
property or circumvent regulations, the 
law or company policy…” (Circumvention 
of regulations or company policy is only 
applicable in the definition of internal 
fraud and not external fraud). Although 
applicable only to banking institutions, the 
definition is broad and all-encompassing. 

Generally, fraud losses are reported 
based informal definitions and lack any 
form of interpretation and analysis. 
A typical report will include cases 
investigated and losses recovered, but 
fails to provide executives with any 
management information to change 
business processes in order to prevent 
this from happening in the future. Proper 
interpretation and analysis will highlight 
what are the root causes of the fraud 
losses and the changes necessary to 
reduce the company’s fraud exposure.

Therefore a company’s ability to foster 
sustained profitability and growth 
in these market conditions is not 
likely to be facilitated by proportional 
increases in sales, but rather by 
managing cost more effectively than 
its competitors. Improving a company’s 
fraud risk management strategy is 
a complimentary methodology for 
proactively managing the cost associated 
with fraud. asa
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Hazard alert! Please be advised that this project is moving 
at a rapid pace. At the time of publishing this article, it is 

entirely possible that further developments and changes may have 
transpired that affect some of the topics discussed below.

Is this the beginning of the end?
The number nine has long been revered by students of the occult 
and mathematical sciences. Nine is viewed as the number of 
judgement; the number signifying the end and finality of a matter! 
Is it then an ominous sign or just the humour of the fates that the 
International Accounting Standards Board (IASB) has chosen IFRS 9 
as the new accounting standard to battle the gremlins that reared 
their heads during the global financial crisis? 

Will the final judgement delivered on IFRS 9 be one that silences 
the critics of the accounting profession, or will it be one that only 
confirms past sentiment of the role played by the accounting 
profession and standards in the global financial crisis?

More importantly, in the dawn of this new era in accounting, 
one must realise that IFRS 9 will affect financial institutions and 
corporate entities alike. Whether you are a bank, an insurance 
company, a retail company or a corporate entity with a small 
debtor’s book, IFRS 9 will haunt you.

Cause and reaction
At the height of the global financial crisis the accounting profession 
was brought starkly into the spotlight and numerous parties, 
including politicians, were quick to highlight the perceived role 
that accounting standards had in causing the economic meltdown. 
Succumbing to the pressure, the IASB and the United States 
Financial Accounting Standards Board (FASB) agreed to an urgent 
review of the accounting standards. 

Of particular importance was the criticism directed at the level of 
fair-value guidance and measurement contained within IAS 39 - 
Financial Instruments: Recognition and Measurement. The result: a 
complete re-examination of the principles of IAS 39.

Outline of project
In November 2008, the IASB added the IAS 39 Replacement Project 
(IFRS 9) to its active agenda and in April 2009, in response to 
further political pressure, the IASB accelerated the deadline for the 
completion of the project.

To ease the financial world through this somewhat painful and 
overwhelming undertaking, the IASB decided on a staggered 
approach, which included three phases addressing the following 
issues:

•  Phase 1: Classification and measurement of financial 
instruments.

•  Phase 2: Impairment methodology applied to financial assets.

• Phase 3: Hedge accounting.

IFRS 9 - Financial Instruments is expected to be finalised by the end 
of the second quarter of 2011.

Phase 1: Classification and measurement of financial 
instruments
The rules of IAS 39 were considered to be too complex for users 
of financial statements to understand. Politicians were pushing 
for a resolution that simplified the classification categories of 
financial instruments and that improved the transparency of 
financial statements. More importantly, they were calling for a quick 
turnaround as early as December 2009 and, rising to the challenge, 
the IASB initiated phase 1.

The final Judgement
IFRS 9

Naafi-ah Rayman CA(SA), BCompt (Hons), is an Accounting Technical Advisor, Nedbank and David Castleden CA(SA), BComm, PG 
Dip Acc, Adv Dip (Banking Law), IEP (INSEAD), is a Strategic Accounting Advisor, Nedbank.        
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Financial assets
In November 2009, the first chapter of IFRS 9 was finalised on 
schedule. However, contrary to initial views, this chapter of the 
standard only addressed the classification and measurement of 
financial step assets.

The broad principles contained in the standard provide that a financial 
asset should be measured at either amortised cost or fair value, 
depending on how the business manages the relevant instrument. A 
financial asset may only be measured at amortised cost if it is held on 
a contractual yield basis (i.e. primarily for the collection of contractual 
cashflows) and it displays basic loan features (i.e. repayments 
on specified dates comprising part of the principal plus interest 
amounts).

Furthermore, taking cognisance of the role that highly structured 
investments play in the financial world, the standard provides further 
guidance for the treatment of such investments.

Financial liabilities
The majority of the principles for the classification and measurement 
of financial liabilities, contained in the existing IAS 39, were 
considered to be sound. Furthermore, the IASB determined that 
the costs associated with changes to these requirements would far 
exceed any benefits to be achieved. Accordingly, almost all of the 
existing IAS 39 requirements were retained and integrated into IFRS 
9 in October 2010.

However, one area that gave rise to significant debate was the issue 
of fair-valuing credit risk in the measurement of financial liabilities. 
During 2008 and 2009, much of the reported profits resulted from 
financial institutions fair-valuing their financial liabilities by taking 
into account any changes in their ‘own credit’. This meant that, in a 
declining market when the creditworthiness of an entity decreased, 
the fair value of the debt issued also decreased and the resulting gain 
that was recognised included a portion attributable to the decline in 
the entity’s own credit. This was considered by many investors to be 
‘counterintuitive and confusing’. 

The standard as issued in October 2010 now requires that on all 
financial liabilities designated at fair value through profit and loss, 
the portion of the fair value gain attributable to the change in own 
credit should be recognised in other comprehensive income and not 
included in profit and loss for the period.

Phase 2: Impairment methodology applied to financial assets
Enter the blaring of the trumpets and the heralding of the apocalypse!

During the financial crisis, the impairment principles contained in 
IAS 39 came under a barrage of remorseless fire. General consensus 
was that impairment losses were raised too late because entities 
waited for a blatant build up of trigger events to occur before an 
impairment provision was raised.

After requests for information from the financial community and 
receiving opinions from several European banks and their respective 
regulatory agencies, in November 2009 the IASB released the 
exposure draft ED2009/12 - Financial Instruments: Amortised Cost 
and Impairment.

The exposure draft aims to improve the transparency and 
economic reality of provisions for impairment losses by taking into 
consideration expected losses and recognising these losses earlier. 
The proposed measurement principles require expected cashflows 
to be forecast at the origination of a loan and then discounted using 
the effective interest rate. Furthermore, ongoing assessments of 
expected cashflows are required, with any changes in expectations 
being recognised immediately.

However, as the proverb goes, ‘the road to hell is oft paved with 
good intentions’, and despite the good intentions’, of the IASB, 
there are rigorous operational complexities associated with these 
proposals. 

A key area of concern is the ability to forecast future cashflows 
accurately. The new proposals require an entity to forecast the 
expected cashflows of the loan through its life cycle. However, with 
the odds stacked against being able to provide accurate predictive 
information, it is questionable whether management will be able 
to forecast cashflows accurately for a period exceeding a two-year 
horizon. Furthermore, no guidance has been given on how to treat 
receivables arising from the issue of retail store cards and revolving 
facilities.

The proposals in the exposure draft will also excessively burden 
the systems used to calculate impairment provisions. Comments 
from the financial community are that the systems currently in place 
will be unable to deal with the calculations and volume of inputs 
required. Costs associated with making changes to the systems are 
anticipated to be significant.

These are only a few of the concerns that have been raised. The 
IASB has itself recognised that there are operational complexities 
associated with the proposals and it has therefore, together with the 
FASB, formed an Expert Advisory Panel (EAP) that will advise both 
boards on possible resolutions for any concerns identified.  

Given the nature of the feedback that the boards have received from 
the EAP and the comment letter process, the IASB and the FASB 
have re-deliberated certain proposals included in the original exposure 
draft. It is anticipated that these re-deliberations will result in the 
issue of a second exposure draft during the first quarter of 2011. 

Phase 3: Hedge accounting
Another area that attracted criticism were the complexities attached 
to hedge accounting. The general industry belief was that the 
existing IAS 39 requirements for hedge accounting do not allow 
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users of financial statements to understand risks faced by an 
entity, how those risks are managed and the effectiveness of 
risk management strategies.  

In December 2010, the IASB released the exposure draft 
ED/2010/13 – Financial Instruments: Hedge Accounting. It 
should be noted that this exposure draft only addresses the 
general hedging model, while portfolio hedge accounting is still 
being deliberated.

The main attraction of the exposure draft is its proposed 
relaxation of the current stringent rules for hedge accounting 
and the allowance for entities to apply hedge accounting in a 
manner that is consistent with the risk management practices 
of the entity. Although this is a more principle-based approach, 
which is a source of satisfaction to the preparers of the financial 
statements, it may cause sleepless nights for the auditors. 
Needless to say, extensive disclosures accompany these 
allowances.

Derecognition
Although not part of the greater IAS 39 Replacement Project, 
the accounting rules regarding derecognition were viewed as 
being a significant contributory cause towards the financial 
crisis. After considerable debate, the IASB decided to maintain 
the existing requirements of IAS 39 and in October 2010 
these were integrated into IFRS 9. However, the IASB issued 
a simultaneous amendment to IFRS 7 Financial Instruments: 
Disclosure requiring increased disclosures for all such 
transactions.

Concerns around effective date and early adoption
IFRS 9 is applicable for annual periods commencing on or after 1 
January 2013, with early adoption permitted. 

The problem posed by early adoption is that, due to the ongoing 
evolution of IFRS 9 and its release in various phases, there is 
an opportunity for entities to do a piecemeal adoption of the 
standard. If an entity decides to early-adopt the earlier phases 

of the standard, there is a strong probability that there will be 
subsequent changes to the phases already adopted due to any 
consequential changes resulting from the completion of the 
next phase of the standard.

Also, because entities will be able to adopt the standard at 
different levels of completion, users of financial statements 
could find themselves unable to compare the financial results 
of different entities due to each applying a different accounting 
policy at the same point in time.
A further consideration to bear in mind is the fact that the 
final standard will require retrospective application. Given the 
extreme changes proposed to impairment modelling, preparing 
comparative information will prove to be no less than a 
Herculean feat.

There should be no misconceptions that the implementation 
of this new standard will be quick and easy. It is of paramount 
importance that preparers of financial statements devote 
some time now to understanding the proposals of IFRS 9 
and assessing the impact that this standard will have on 
their business and their systems. The need to plan and 
prepare for the implementation of this standard should not be 
underestimated.

Endorsement by the European Union
The European Financial Reporting Advisory Group (EFRAG) must 
endorse IFRS 9 before it can be used for reporting purposes 
in the European Union. EFRAG has completed a preliminary 
assessment of the proposals of IFRS 9 and, although it largely 
agreed with the proposals, there remain areas of concern, 
particularly around phase 2, and therefore endorsement has 
been delayed.

Convergence with US Generally Accepted Accounting 
Practice
An objective of the IASB and the FASB is the convergence 
of International Financial Reporting Standards (IFRSs) with 
US Generally Accepted Accounting Practice (GAAP) to 
facilitate international comparability of financial statements. 
This was further emphasised by the G20 leaders calling for 
full convergence by the end of 2011. The boards are currently 
working together towards developing a comprehensive model 
for accounting for financial instruments.

However, in a progress report issued by the boards in 2010, 
the challenges associated with the convergence project were 
acknowledged. The boards highlighted that they had reached 
different conclusions on certain technical issues relating to the 
financial instruments project, and indicated that it may not be 
possible to resolve all of these differences. The boards also 
indicated that attempts to resolve some of these issues have 
resulted in certain project timelines being extended.

analysis
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‘If  you don’t like something, 
change it; if  you can’t 
change it, change the way 
you think about it.’
Mary Engelbreit
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In May 2010, the FASB released an exposure draft that contains 
proposals for a new comprehensive standard on accounting for 
financial instruments.  The exposure draft includes an appendix 
that highlights the two different treatments that the boards are 
proposing for the various aspects of financial instruments.
Therefore, despite the concerted joint effort by the boards, there 
remains fear that the new proposals of IFRS 9 may potentially 
widen the divide between IFRS and US GAAP. However, in a 
progress report issued by the boards in November 2010, the boards 
emphasised their commitment to identify differences between 
the FASB’s proposals and IFRS 9 and evaluate how, if possible, to 
reduce such differences or at least enhance comparability.

How to get involved
The IAS 39 Replacement Project was added to the active agenda 
of the IASB in early 2009 and, just over two years later, we stand 
on a threshold that completely overhauls the face of accounting for 
financial instruments. It is important to note the rapid pace at which 
the project is moving and to note that the finalisation of IFRS 9 is 
imminent.

Changes to the standard and proposals are happening on a frequent 
basis. We cannot sit idly by and wait for the waves of change to 
wash over us and then wander back to the shore all bedraggled and 
wounded when IFRS 9 is finally unleashed on us all.

And, in the midst of all this mayhem and change, we must abandon 
the myth that IFRS 9 will only impact banks! While corporate 
entities will be impacted on a different scale, IFRS 9 does not 
discriminate … corporate entities and banks alike will be affected.

The IASB welcomes comment and feedback and, as all members 
are responsible for the development of accounting standards, we 
should make use of this opportunity. The simplest way of achieving 
this is to get involved in SAICA discussion forums and comment on 
the EDs and proposals as they are issued. 

The road ahead
Change is inevitable and we need to accept that IFRS 9 will have a 
severe effect on financial reporting. It can also be taken for granted 
that the IASB will continue to change and refine this standard. In 
all probability, by the time phase 3 is finalised, there will have been 
additional changes made to the preceding phases.

But, all is not fire and brimstone. In biblical times the number nine 
signified words of wisdom, knowledge and healing. So who knows, 
when the standard is finalised, we could find that some of the more 
complex aspects of financial instruments have indeed been made 
more palatable.

And so the accounting world sits on the edge of a precipice and 
waits with bated breath for the release of the final version of 
IFRS 9. asa
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Corporate Governance has been a topic 
of discussion within corporate South 

Africa for at least a decade. Back in 1992 
Sir Adrian Cadbury provided that “corporate 
governance is concerned with holding the 
balance between economic and social goals 
and between individual and communal 
goals. The governance framework is there 
to encourage the efficient use of resources 
and equally to require accountability for the 
stewardship of those resources. The aim is 
to align as nearly as possible the interests of 
individuals, corporations and society”.

Corporate governance is about creating 
checks and balances, ensuring compliance 
with legal and regulatory obligations, 
effectively managing risks to the 
sustainability of the company’s business and 
developing practices that make and keep 
the company accountable to the broader 
society in which it operates. Elements 
of good corporate governance include 
fairness, accountability, responsibility and 
transparency. 

Apply or Explain
King III which took effect on 1 March 
2010 applies to all entities, irrespective 
of how they were formed or incorporated 
and whether they apply within the public, 
private or nonprofit sectors. In executing 
its recommendations, an “apply or explain” 
methodology should be followed. Entities 
are encouraged to tailor the principles 
as appropriate to the size, nature and 
complexity of the organisation.  

The report provides for the possibility that a 
board of directors, in its collective decision 
making, could conclude that to follow a 
recommendation would not in the particular 
circumstances, be in the best interests 
of the company. It provides that a board 
could decide to apply the recommendation 
differently or apply another practice and still 
achieve good corporate governance. 

The bottom line is that compliance with 
King III may be explained in the following 
manner: explain how the principles or 
recommendations were applied, or if not 
applied, provide the reasons therefore. 

Leadership, sustainability and corporate 
citizenship form the underlying philosophy of 
the report. The various chapters of the report 
include the following:
•  Ethical leadership and corporate 

citizenship
• Boards and Directors
• Audit Committee
• The governance of risk
•  The governance of information 

technology
•  Compliance with laws, rules, codes and 

standards
• Internal audit
• Governing stakeholder relationships
• Integrated reporting and disclosure

In implementing good corporate governance 
practice the following course of action 
is recommended. Over and above 
implementing King III requirements it is 
important to establish an understanding, 
appreciation and culture of good 
governance.

Top management and other stakeholder 
buy in 
An understanding of stakeholders could 
mean the difference between a seamless 
process and a painful one. The fact of 
the matter is that business must go on, 
profit must be made and regulators kept 
at bay; everyone is busy and will not 
support anything additional that is going to 
pressurise the bottom line as opposed to 
boosting it, unless they see the benefit. 

Amidst all of this you need to drive the 
corporate governance agenda. The figure 
below helps one identify the key players, 
those that must be kept informed, those 
that must be kept satisfied and those 
requiring minimal effort. You are encouraged 
to complete this for your own process as 
this will indicate to you how to communicate 
effectively with and manage stakeholders 
depending on their level of interest and 
power.
 
Create a burning platform
Report at a meeting of the Executive 
Committee to explain the principles 
and rationale behind good corporate 

governance, the requirements of King III 
and the necessity to comply. Create a 
burning platform and formulate a  suitable 
budget for implementation. Highlight 
the benefits of compliance with good 
governance, the consequences of not 
complying, the resources required to 
implement and the need for role players 
within each division. Indicate the steps 
you will follow and mention the need to 
form a committee (which is discussed 
below). Establish this issue as a matter 
arising on every agenda of the Executive 
Committee so that its members are 
kept abreast of developments and are 
in a position to provide support, where 
necessary. The Executive Committee 
must take ownership of this process 
and be accountable to ensure the audit 
committee and board members are duly 
satisfied.

What does this big picture involve?
1. Assessing the Gaps
The good news is that once you have 
concluded this process you will know 
the principles of King III like the back of 
your hand. The bad news is that there is 
no short cut. Interpret each principle and 
recommended action, refer to where your 
organisation presently is, suggest change 
or improvement or no change within 
your organisation and then leave it up to 
the decision makers to make informed 
choices. As a listed company you need to 
refer to the JSE Listing Requirements to 
establish the extent that the JSE requires 
a listed company to comply with and 
report on King III.

2. Management Workshop
At the outset  manage expectations so 
that all participants understand the value 
of their input and the amount of time 
required for the workshop. Distribute 
relevant documentation in advance and 
remember that your role is to simplify the 
process as and provide all information 
necessary to arrive at a decision.

3. Audit Committee Workshop
The same as the above would apply. 
As this is a subcommittee of the 

Corporate Governance 
fairness, accountability and transparency
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board you need to manage your time 
most effectively. Concise and clear 
pre reading should be provided to the 
committee well in advance. Management 
recommendations should be incorporated, 
but the Audit Committee should evaluate 
the report in its entirety and make the final 
recommendation to the board. The Audit 
Committee would also consider whether 
and to what extent the organisation 
should release an integrated report as 
opposed to an annual financial report.

4. Report to the Board
Time at the board meeting is even 
more critical. After the Audit Committee 
workshop you would have consulted the 
chairman of the Audit Committee with 
regard to what should be finally presented 
to the board for approval. Provide a  high 

level background with regard to the 
process followed and ensure that the 
board is in a position to approve those 
recommendations that the organisation 
would implement and endorse 
explanations for lesser or no compliance 
where relevant. 

5. Implementation
Implementation should be conducted 
by various members of the committee 
that you will form, as indicated below. 
Implementation would also involve policy 
changes or new policy implementation. 
Treat each one as a process on its own, 
establish an owner and relevant timelines 
to implement. It is wise to report progress 
regularly to the Executive Committee and 
provide quarterly feedback to the Audit 
Committee.

Time frame
Recognise that your project to adopt 
King III cannot operate in isolation and 
there are many factors that must be 
taken into account when establishing 
your time frame. Refer to the corporate 
calendar to understand when this matter is 
scheduled for approval by the board. If your 
organisation intends drafting an integrated 
report this time around, establish the 
timelines for the annual reporting process. 

Form a committee: King III 
implementation committee 
Yes, indeed, we are all suffering from ‘death 
by meeting’ but this is not something you 
can embark upon yourself, therefore you 
need a committee. You need a combination 
of skills and buy-in in order to execute 
a change in culture. Revisit the various 
chapters of the King Report highlighted 
above and identify some of your role players 
from there, such as the risk officer, the 
chief information officer, internal audit and 
compliance. Also include representatives 
from Human Resources, Internal 
Communication, legal/corporate governance, 
the company secretary, an employee forum, 
finance, the CEO’s office (if possible) and 
divisional compliance officers. 

Creating a culture of good governance
A culture of good corporate governance 
needs to be inculcated within every aspect 
of your business. An awareness campaign 
simplifying the principles of good corporate 
governance in a way that is appealing 
and understandable to the most basic of 
employees needs to be embarked upon.  
This could involve internal communications 
and compliance departments. Compliance 
Officers are experienced in conducting 
training and awareness sessions. 

The bottom line
King III applies to all entities. It is 
up to the organisation to apply the 
principles, taking into account the size 
and nature of the organisation and to 
explain where a principle has not been 
adopted or where it has been amended 
to suit the circumstances of a particular 
organisation. asa

Your big picture should look somewhat 
like the following:

1. Analyse 

requirements & 

assess gaps:

where are we? 

where do we 

want to be?

2. Workshop with 

Executive & Snr 

Management; establish 

those recommendations 

management would want 

to implement and provide 

alternatives & explanations 

for those management 

believe would not be 

implemented

3. Workshop 

requirements 

and management 

recommendations  

with Audit Committee; 

establish what 

recommendations 

would be implemented 

and why not others. 

Prepare the Chairman 

of the Audit Committee 

to report to the board 

for final approval.

4. Finalise 

implementation 

plan.

Engage your 

committee to begin 

implementing 

and report on 

each stage of 

compliance.

5.Contribute 

to the drafting 

of  your 

organisation’s 

integrated 

report.



 

 
 
 
 

 
    

 

 

It is happening; the new Companies Act no 71 of 2008 comes into force on 1 April 2011. Equip your employees 
responsible for Company Secretarial duties with the skills and knowledge they need to confidently and efficiently fulfill 
their tasks with regards to the new act.
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be available countrywide from March to July 2011. The course focuses on the changed requirements of the new 
Companies Act and how it affects the duties of the employees responsible for company statutory work. It is designed 
based on actual case studies, using a specially developed software tool, to gain hands-on experience. To ensure 
personal interaction and individual attention, a maximum of 20 delegates per course will be accepted. 

Duration of courses  2 days
Costs    R4 200.00 (Excl VAT)

Should you wish to attend our course e-mail us at training@sekretari.co.za with your details as well as the city/town 
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For further information
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of visit our website www.sekretari-training.co.za

For any information regarding all other services 
rendered by us visit our web-site 
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Exchange Control 
don’t forget about the tax base

Billy Joubert, BA LLB, HDip Tax, HDip International Tax, an Admitted Attorney of the High Court of South Africa is Tax Director 
Head: Transfer Pricing at Deloitte.

We South Africans have, for as long as anyone can remember, 
been subject to exchange control rules. The reasons for 

the existence of these rules are many, and they have probably 
changed from time to time. South Africa, in the 21st century, is a 
very different place from what it was for most of the past century. 
In fact, the whole world has changed. We have seen some of the 
world’s biggest banks be obliterated like sand castles at high tide.

Meanwhile, our banks have survived well. It has been speculated 
that part of the reason for this is the fact that they have been 
prevented by EXCON rules from participating in most of the dodgy 
practices that have made bankers the polecats of the world. (Who 
remembers when that phrase was used in relation to white South 
Africans – mainly by themselves?)

The EXCON system has traditionally been resented by individuals, 
and has, over the years, been widely circumvented. Otherwise 
law abiding people would rationalise their transgressions by saying 
things like, “It’s my money after all”. There was also the perception 
that South Africa was hovering on the edge of an abyss and that it 
was only prudent to stash some money offshore. The extent of this 
behaviour was demonstrated by the success of the EXCON and tax 
amnesty for individuals, which brought to light illegitimate foreign 
assets of some R70 bn.

Now, almost 17 years into democracy, we are still standing. In fact, 
compared with much of the rest of the world, we are doing quite 
nicely. So much so that we are grappling with an uncomfortably 
strong Rand – the result of desperate foreign investors pouring 
funds into South Africa in a quest for some kind of meaningful 
return on their investments. 

South Africans that have used their foreign investment allowances 
to invest off-shore are familiar with this desperation. The resultant 
investments often generate almost no income and the ever 
strengthening rand has seen their capital values drop – in Rand 
terms – to the point where most people are in a loss making 
position. There must be many investors who just wish they had 
stuck everything into the JSE or into their bank accounts.
In response to the strength of the Rand, the government has further 
liberalised the EXCON rules. Individuals can now invest up to R4 
million per year offshore. R4 million! Per year! Who could ever have 
imagined?

Unless you are jolly rich – so that you have more than R4 million 
available for investment per year – EXCON rules need hardly even 
affect your overall investment strategy.
So why not just scrap them?

Well, there is an aspect of the EXCON system that is often 
overlooked. This is that it helps to protect the SA tax base. As far 
as individuals are concerned, this is by keeping track of foreign 
investments and making sure that any resultant income or capital 

gains are included in people’s SA tax returns. Also, only tax 
compliant individuals are able to get clearance certificates.

But the bigger money probably lies on the corporate side. This is 
because the EXCON system is a valuable enforcement mechanism 
for our transfer pricing rules. 

More specifically, some of the cross border outbound payments that 
are perceived to contribute most to illegitimate intra-group profit 
shifting, require specific EXCON approval. This applies to royalties 
and management fees. It also applies to outbound transfer pricing 
adjustment payments (for example, in terms of so called limited-risk 
arrangements). 

In practice, when considering applications for this type of payment, 
the EXCON authorities generally require sign-off from a transfer 
pricing point of view. We deal regularly with this type of application. 
Usually it’s fine, especially if the payment is in terms of a sensible 
policy that we have looked at previously. But sometimes we are 
forced to tell our clients that a proposed payment simply cannot be 
justified. The amounts can be huge. Really huge! Sometimes even 
hundreds of millions of Rands. 

Clients hate hearing this sort of thing and, of course, we prefer 
giving clients good news. The good news in this situation, perhaps, 
is that we help them to avoid committing what might otherwise be 
a criminal offence. But that can be a hard sell to a screaming client. 
Better than screaming for bail I say...

Please excuse this digression into my professional life.

Of course the ever growing TP team at SARS retains the primary 
responsibility for the enforcement of TP rules. But this aspect of the 
EXCON system provides an excellent handbrake on dodgy transfer-
pricing practices. Every Rand of tax revenue is precious (just ask 
Minister Gordhan). So, in evaluating the future of EXCON, it is vital 
that this aspect should not be overlooked. asa
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Business competitiveness is the name of the game for 
most firms worldwide. Firms are facing ever increasing 

competition, pressures arising from globalisation, and now 
the added ramifications of the global financial crisis. Many 
firms have realised that focusing on improving their internal 
processes and procedures is just not enough to ensure that 
they remain competitive. 

Competitiveness often requires contemplating strategies 
that extend beyond traditional firm boundaries. This requires 
consideration of the capabilities and performance of not only 
your firm’s immediate suppliers and customers, but also the 
whole chain of suppliers and customers that participate in the 
life of your product or service. In many cases, the competition 
today has moved beyond the realm of firm against firm, into 
the arena of supply chain against rival supply chains.  

Supply chain management
This broad field, which includes the management of logistics, 
inter-firm relationships, quality control, purchasing, and new 
product development is known as Supply Chain Management. 
One of the rationales behind supply chain management is 
that the performance and capabilities of your suppliers has a 
significant effect on your own competitiveness and, in many 
cases, your firm’s survival. 

Strategies dealing with underperforming suppliers
When faced with underperforming suppliers, for instance 
suppliers that are deficient in areas such as quality, cost 
reduction, adoption of new technologies, design changes or 
delivery, there are various strategic responses available to 
you. Firstly, you may be in a position to simply switch to more 
capable suppliers. This assumes that there are alterative, 
competent suppliers and that switching costs are not 
prohibitive. Secondly, you may choose to integrate vertically 
the outsourced item and produce it in-house.  This assumes 
that you have the capacity, competence and legal right to 
produce the item successfully in-house. Another alternative is 
to employ a strategy of supplier development. 

Supplier development
Supplier development may be defined as: “Any effort of a 
buying firm with its supplier(s) to increase the performance 
and/or capabilities of the supplier and meet the buying firm’s 
short- and/or long-term supply needs” (Krause and Ellram, 
1997, p.21). Supplier development is not a new concept. For 
example, it was used by Toyota in Japan during and after 
World War Two (Wagner, 2006). While supplier development 
has a long history in the East, it has only gained popularity 
in the West since the 1990s (Wagner, 2006). Many leading 
companies such as Boeing, Motorola, Marks & Spencer, 

Black & Decker, Hewlett Packard, General Motors and 3M 
have embraced the principles of supplier development. It has 
gained in relevance as firms increasingly focus on their core 
competencies and outsource more component parts and 
services to suppliers, making the management of suppliers 
an important strategic issue for buying firms (Krause and 
Scannell, 2002). 

From the definition of supplier development above, it is 
evident that the term “supplier development” covers a wide 
range of activities and strategies. On the one extreme, a firm 
may adopt a strategy involving no, or very limited, supplier 
development efforts, such as informal supplier evaluation or 
a request for improved performance (Krause, 1997).  At the 
other extreme, a firm’s strategy may involve extensive efforts, 
such as the training of the supplier’s personnel or investment 
in the supplier’s operation (Krause, 1997). The vast range of 
supplier development practices available to firms has been 
summarised and categorised into themes in Table 1.

An important point to note is that a firm may choose to 
employ different intensities of supplier development with its 
various suppliers. For example, a firm may use less intense 
supplier development practices with suppliers of items that 
are readily available from a number of suppliers and not critical 
to the firm’s own product or service. At the same time, the 
firm may choose to employ intensive supplier development 
practices with other suppliers, who supply critical components 
or where there are limited (or no) alternative suppliers.

The literature has shown that some industries tend to use 
more extensive supplier development than others. Due to 
their nature, the general trend is that industrial firms tend to 
employ more intense supplier development practices than 
their service counterparts (Krause and Scannell, 2002). For 
example, the nature of the aeronautical industry and the motor 
industry, with their strict safety and quality requirements, 
predisposes these industries to the need for intense 
interaction, collaboration and supplier development between 
the buyers and suppliers. 

Deployment of supplier development practices
The supplier development practices shown in Table 1 may 
be deployed in isolation or in combination with any number 
of other supplier development practices. Wagner (2006) 
highlights the distinction between “direct” and “indirect” 
supplier development practices. Direct supplier development 
refers to the situation where a buying firm plays an active role 
and dedicates human and/or capital resources to the supplier. 
An example is where the buying firm provides education and 
training programmes for the supplier’s personnel. Another 

Enhancing competitiveness
through supplier development
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example of a direct supplier development practice is temporary 
personnel transfer, where the buyer stations some of its own 
engineers or quality experts at the supplier’s premises for 
days or even months to assist the supplier personnel. Indirect 
supplier development refers to the case where a buying firm 
commits no, or limited, resources to a specific supplier (Wagner, 
2006). For example, firms may use the external market to bring 
about supplier performance improvements by using multiple 
suppliers, who are forced to compete with each other.

A firm also needs to decide whether to deploy their supplier 
development practices using a “strategic” or “reactive” 
approach. A reactive approach to supplier development occurs 
when action is only taken when problems have already 
occurred, whereas a strategic approach involves instituting 
measures before problems occur (Krause, D.R., Handfield, 
R.B., and Scannell, T.V., 1998). The supplier development 
practices chosen may be “results-oriented” or “process-
oriented” (Hartley and Jones, 1997).  While results-oriented 
supplier development may solve specific production problems 
for suppliers, this achievement may be short-lived and limited 
to this particular result. In contrast, process-oriented supplier 
development assists suppliers in achieving current and future 
results by focusing on the supplier’s capability for improvement. 
An example of process-oriented supplier development is 
Toyota’s supplier support centre, which has a long-term 
commitment to assist firms with the Toyota Production System 
(Hartley and Jones, 1997).  

East versus west divide
There continues to be a vast contrast in the supplier 
development philosophy, strategy and practices of the East 
compared to the West (Giannakis, 2008). The Eastern cultures 
have a long ingrained history of intense supplier development 
practices involving close working relationships with suppliers 
(Langfield-Smith and Greenwood, 1998). In contrast, many 
Western countries have traditionally employed arm’s length 
and even adversarial relationships with their suppliers. Western 
relationships have often involved the use of multiple suppliers, 
competitive bidding, comprehensive bidding specifications 
and short-term contracts to achieve a low purchase price. 
While certain Western firms have more recently modified their 
approach to suppliers by emulating certain Eastern (notably 
Japanese) practices, there is still a vast distinction. 

Risks and challenges in implementation
While improving the effectiveness of supply chain management 
via supplier development promises many advantages, there 
are risks and challenges in its implementation (Wagner and 
Bode, 2006). One risk is increased dependency between firms 
in a supply chain. This means that negative events impacting 
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Table 1: Supplier Development Practices Summarised and 
Categorised into Themes:

Theme 1: Competition-based Practices

1.1 Introducing Competition into the Supply Base

1.2 Enforcing Improvement – The Stick

Theme 2: Performance-evaluation Related Practices

2.1 Supplier Evaluation and Feedback

2.2 Raising Performance Expectations

2.3 Supplier Certification 

2.4
Establishing Performance Improvement in Second-Tier 
Suppliers

Theme 3:Training-related Practices

3.1 Training and Education of the Supplier’s Personnel  

3.2
Exchange of Personnel Between the Buying Firm and the 
Supplier

3.3 Information Sharing

3.4 Supplier Integration in New Product/Process Development

3.5 Buying Company Support of Supplier Learning Networks 

Theme 4: Rewards-based Practices

4.1 Recognition and Awards

4.2 The Promise of Future Benefits - The Carrot

4.3 Direct Investment in the Supplier by the Buying Firm

Theme 5: Relationship-building Practices

5.1 Communication with Suppliers

5.2 Developing Long-term Relationships

5.3 Dedicated Supplier Development Team

5.4
Supplier Development Programmes for Special Interest 
Groups

5.5 Trust Building

5.6 Supply Base Rationalisation

Theme 6: Logistics-related Practices

6.1 Geographical Location
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one firm, may have more significant 
repercussions for other supply chain 
members, than would be the case 
if the firms had more autonomous 
relationships (Kajuter, 2003). Another 
risk is opportunistic behaviour by firms, 
which may result from a lack of goal 
congruence between the buyer and 
supplier, or an unfair distribution of the 
benefits of collaboration (Spekman, R.E., 
Kamauff Jr., J.W. and Myhr, N., 1998). 
Therefore, there are circumstances 
where arm’s length transactions are 
more appropriate than collaborative 
trading relationships (Spekman et al., 
1998). It follows that intense supplier 

development may not be the appropriate 
response for all firms and all situations 
(Handfield, R.B., Krause, D.R., Scannell, 
T.V. and Monczka, R.M., 2000).

Concluding remarks
As firms grapple with the uncertainties 
about the future of business beyond 
the recession, competitiveness of 
the entire supply chain will certainly 
play a crucial role in separating the 
winners from the losers. As such, the 
capabilities of a firm’s suppliers will 
become more important in ensuring 
success. Your firm’s choice of supplier 
development strategy hinges on your 

broader overarching strategies, such as 
global sourcing strategies. The choice 
of supplier development philosophy, 
strategy and practices differs from 
industry to industry, culture to culture 
and from firm to firm. The extent and 
intensity of supplier development 
practices employed is dependent on 
a number of factors, including the 
characteristics of the buyer, capability 
of the suppliers, number of suppliers 
involved in the procured item and the 
nature of the procured item. Food for 
thought when next you contemplate 
improving the competitiveness of your 
global supply chain. asa
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47Do you have a spare US$35million? 
Anyone who doubts that investment 

art is big business need only look at 
auction results over the past few years.  
In November 2010, Sotheby’s sold art on 
auction to the value of US$222,454,500.  
In one evening. Just 49 lots were sold, 
but these included works by many of 
the ‘superstars’ of 20th century art: 
famous names such as Andy Warhol, 
Roy Lichtenstein and Mark Rothko. An 
instantly recognisable Andy Warhol image 
of a Coca-Cola bottle sold for a touch over 
US$35million. Of course it is doubtful that 
any of the artists involved could care less, as 
most have been dead for some time.

Similarly, a Titian painting with a remarkable 
provenance came on auction in January 2011. 
Titian has been called “one of the greatest 
painters to ever live” and was head of the 
Venetian School during the 16th century. The 
provenance of an art work details the history 
of ownership of the piece, and is important 
information to help avoid forgeries and other 
nasty practices. The work in question, “A 
Sacra Conversazione: The Madonna and 
Child with Saints Luke and Catherine of 
Alexandria” was painted around 1560, and 
in the 450 years since had only changed 
hands five times. Talk about long investment 
horizons! The auction estimate was between 
US$15 and 20million due to the high rarity 
value of the work. Titian apparently painted 

the work for a friend, the Chevalier Orologi 
of Padua, and while he was undoubtedly 
well-rewarded for his efforts at the time, it is 
unlikely that he was considering the auction 
impact 500 years hence.

And therein lies the rub. Good artists don’t 
produce art for investment purposes. 
In fact the paradox with investment art 
is that often the artists that do produce 
‘to market’ become short term (at best) 
investment bets, forgotten as soon they 
stop producing. Whilst those that maintain 
their integrity and sincerity, possibly outside 
of the mainstream, may be ignored in their 
lifetime. Recall the oft-repeated story of 
Van Gogh, who sold just one canvas in his 
lifetime, for around $1600. In 1990, his 
“Portrait of Dr. Gachet” sold for a then 
record price of US$82.5million. So what is 
the enthusiastic art investor, with somewhat 
less means, to do? Fortunately, in South 
Africa we are blessed with an extremely 
vibrant art culture with many contemporary 
artists producing fantastic work. The 
work of many young artists is surprisingly 
inexpensive and has the potential to increase 
in value considerably as the artist’s career 
progresses.  

Stuart Bird is one of these young artists. 
A MTN New Contemporaries Award 
2010 finalist, Stuart only graduated a few 
years ago, but even while still a student 

attracted wide publicity with his work 
“Zuma Biscuits”.  The work looks like a set 
of four Zoo biscuits, the favourite of many 
South African children (and adults), until you 
look a bit closer. Instead of the expected 
animal images, the biscuits feature items 
associated with Jacob Zuma: a shower,  a 
skirt,  a Zulu shield and an AK-47. A clever 
play on images with a meaning accessible to 
a very wide audience, regardless of political 
persuasion. Most viewers will understand 
the comment the artist is making, even if 
they don’t necessarily agree with it.  “Chip 
off the old Block” is another of his works, 
created specifically for the MTN exhibition. 
Here again the work needs closer inspection. 
At first glance, the knotted noose looks just 
like a rope noose. Getting closer you notice 
the small pile of wood shavings on the floor 
below the work and only then do you realise 
that the work is carved entirely from wood, a 
quick lesson in questioning assumptions.

Stuart agrees that there is often a disconnect 
between the perception of art and its 
consumption, which can result in a critically 
acclaimed artist being unable to sell his 
work, while a more ‘marketable’ (read: 
palatable to the masses) artist achieves 
financial success. And while he appreciates 
the increasing value of his work as an 
indicator of success, he certainly doesn’t 
work with an eye to the market. Which 
means that some months he’s in more debt 
than others. Perhaps the very best thing a 
local investor can actually do, is invest. In 
buying the works of young (and old) local 
artists, we support the artists that will 
be able to produce works, and so create 
and support the art market. For, as any 
accountant knows, it is much easier to find 
value in an active market. asa
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99% Inspiration 1% Investment
Jennifer Ferreira CA(SA), BBdgArts, BCompt (Hons), Masters in Finance (in 

progress), is a Consultant at Origin Properties. 

Th
e 

M
ad

on
na

 a
nd

 C
hi

ld
 w

ith
 S

ai
nt

s 
Lu

ke
 a

nd
 C

at
he

rin
e 

of
 A

le
xa

nd
ria

, C
irc

a 
15

60
, 1

27
.8

 b
y 

16
9.

7 
cm

. P
ho

to
: S

ot
he

by
’s

.

SAICA’s new knowledge portal offers online interaction with renowned 
business leaders including Prof. Mervyn King, Steven Powell and Clem Sunter, 
discussing a wide range of topics from governance and leadership to 
combating fraud.  As a SAICA member you will not only be receiving 
up-to date information on international business practices, but you will also 
be able to log valid CPD hours. 

All at you own convenience, Wherever you are, and whenever you choose.

WHEREVER...WHENEVER...
Just Click2Start.

SAICA_C2S_ASA_Advert_FEB_FA.indd   1 2010/12/15   9:32 AM



asa  I  march 2011

48

There are many people who believe everything in life is 
predetermined, our destinies have already been laid 

out and we are merely fulfilling them. “It’s just the way it is”, 
“There’s nothing we can do about it”, “That’s life”, “It’s meant 
to be”, “That’s the way it’s always been done”, “That’s the 
way my parents/forefathers did it”, these are merely some 
of the affirmations we make ourselves and others in order 
to disempower ourselves and to bring ourselves to accept 
whatever may be transpiring in our lives. 

The reality is that we have a tremendous power, a tremendous 
freedom, no matter what are our circumstances. We have a tool 
that can change every aspect of our lives, albeit our careers, 
our relationships, our health, our vision of the world, the world 
itself. That tool is the tool of choice. The primary difference 
between the human race and the many other living creatures 
with which we share the earth is that we have a greater 
capacity to rationalise information in order to make an informed 
decision or choice, yet often times we give up this freedom and 
merely react as we are told and basically choose not to choose, 
and thereby give up the edge that separates us from all the 
other animals on the planet. 

In 1957 an experiment was done at Johns Hopkins School of 
Medicine by renowned psychobiology researcher, Curt Richter 
in which he was testing the effect of water temperature on 
endurance. A dozen rats were placed in individual jars with 
varying degrees of temperature and the rodents were placed 
in the position whereby they had to sink or swim. It was found 
that even when the temperatures were the same, some rats 
would succumb within 15 minutes while others would hold on 
and swim for 60 hours until they were just too tired to continue. 
This led to the belief that the rats were acting on different 
convictions and some were “choosing” to fight to the end. 

A follow up experiment was done whereby rats where placed 
in the jars for several minutes and then saved and returned to 
their cages. This was done multiple times before giving them 
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The tool of  choice
Deon Potgieter is an Internationally renowned author, television producer 
and director with 20 years’ experience. He is the author of the book 
“Rose of Soweto” and the SAFTA 2010 winning sitcome “Family Bonds”.

the final “sink or swim” test. This time all the rats held on as 
long as possible and swam on average longer than 60 hours 
before succumbing to exhaustion and drowning. This illustrated 
that by giving them hope previously the rats seemed to have 
the belief that if they chose to hold on they would eventually be 
saved. Their perseverance would be rewarded. This is the same 
in the human race and similar psychology is often used whereby 
people are able to choose a hard road to follow, as long as they 
have hope. In his book “Adrift: Seventy-six Days lost at Sea”, 
Steven Callahan describes the choice that made him the longest 
lasting sole survivor to be adrift in the sea, following his boat 
capsising in 1982, 800 miles west of the Canary Islands. “I have 
overcome almost certain death. I now have a choice: to pilot 
myself to a new life or to give up and watch myself die. I choose 
to kick as long as I can”.

 The difference between us and our furry counterparts is that 
we have the ability to choose hope even if we are given none. A 
prime example of this is the 27 year incarceration of our former 
President Nelson Mandela. Despite all the challenges he faced 
within that time, including ill health, he refused to give up hope. 
Not only was his choice of remaining optimistic rewarded but he 
was able to realise his dream of seeing and being instrumental 
in the birth of the democratic South Africa, which would bring 
more freedoms, especially of choice, to our great land.  

The moment between something happening and you reacting 
to it, is one of the moments in which you are given the freedom 
to choose. You can decide what your reaction is going to be. 
Most merely use a preprogrammed response, usually not even 
a consciously decided one, but one picked up by an influence 
from the past. Stephen R Covey in his international bestseller 
“The 8th Habit” refers to it as finding your voice. The realisation 
that you have the power to decide. His dedication in the book 
reads “To the humble, courageous “great” ones among us, who 



exemplify how leadership is a choice, not a position”. Unfortunately 
many treat the responsibility of leadership as a right, a cash cow 
or an ego trip, some even say it was thrust upon them! Yet to truly 
lead, one must choose to do so. If doing so without a conscious 
decision, how can one own the responsibility, and how could one 
set the course its leadership was taking. It would be akin to trying 
to steer a boat without a rudder. Perhaps this explains why many a 
leadership turns out to be a sinking ship.

Responsibility is a word of which many are fearful and one of the 
reasons why people often eagerly give up their freedom of choice. 
They quickly hand over the reigns to their decision-making rights to 
others, thereby not having to accept any responsibility. They allow 
others to dictate what they will wear, what they will eat, what they 
will do, who they do it with and even how they will do it, safe in 
the delusion that those that are deciding for them know better. 

Sheena Lyengar, recognised as one of the world’s leading experts 
on choice, writes in her book “The Art of Choosing” that there are 
fundamentally two cultures that impact on our decision-making 
process. The first being Collectivism, which has been more 
prevalent in the history of the world, whereby choices are made 
for an individual to suit a group or society and not necessarily 
in the best interest of the person thereby most affected. The 
second being the culture of Individualism, which is, in essence, 
giving preference to your own personal goals over the goals of 
others. “Modern Individualism has its most direct roots in the 
enlightenment of seventeenth- and eighteenth-century Europe,” 
she writes “which itself drew on a variety of influences: the 
works of Greek philosophers , especially Socrates, Plato and 
Aristotle, and Renee Descartes attempt to derive all knowledge 
from the maxim “I think, therefore I am” the Protestant 
Reformation’s challenge to the Catholic church.  This with the 
idea that every individual had a direct line to God and scientific 
advances by such figures as Galileo and Isaac Newton, who 
provided ways to understand the world without recourse to 
religion. These led to a new world view, one that rejected the 
traditions that had long ruled society in favour of the power of 
reason. Each person possessed the ability to discover for himself 
what was right and what was best, instead of depending on 
external sources such as king or clergy.” The founding fathers 
of the United States of America were also heavily influenced by 
the Enlightenment philosophy, which was incorporated into the 
US constitution and bill of rights, and particularly John Locke’s 
arguments for the existence for universal individual rights.

While the great minds mentioned above have been advocating 
the power, freedom and indeed right of choice for centuries, 
it remains each individuals choice whether to use that right or 
to succumb to the power of collectivism. There are merits in 
both, but you have the tools to decide which will best do the 
job for you. asa
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What is the most valuable asset in any 
company? And what is the most 

troublesome and most unreliable? Most 
business owners will tell you that the answer 
to both questions is their human resources. 
They will not normally say both at the same 
time. The first is normally said in committee 
meetings and strategy sessions. The second 
to their friends around a braai.

Unfortunately, both statements are true. 
The challenge for managers is somehow to 
wave a magic wand to keep their employees 
performing in such a way that they will 
always be seen as the most valuable asset in 
the company.

Now we also know that sadly there is no 
magic wand, yet from time to time we see 
some attempts at just that. Ask yourself, 
how many “motivational” speeches have you 
heard in your working career? The sad part 
is, if you have paid for such speeches, you 
have wasted your money. You probably would 
have been better off spending that money on 
the Lotto, your chance of success is probably 
higher!

This certainly is a bold statement, but 
considering the research that has been done 
in this regard, there is very little chance of it 
being wrong.

One of the leading South African scholars 
in this field, Prof Leon Coetzee (North West 
University Business School) believes that 
it is impossible to motivate people in a 
sustainable manner. It is fairly easy to create 
a hype and get people excited. However, 
this tends to disappear quickly, especially 
after the realities of everyday work hit the 
employee.

However, all is not lost. According to Prof 
Coetzee and other organisational behaviour 
scholars, the sustainable way is to create a 
total motivational environment within which 
employees will be motivated. The difference 
here is that you do not excite an employee’s 
emotions for a short while, but you adjust the 
environment within which he/she operates. 
This leads to a self sustained motivation.

life|be inspired

A complete study of the model is not possible 
in the space of this article, but one of the 
elements is discussed.

Leadership, shared values and work ethic are 
topics frequently discussed in this magazine 
as well as at various SAICA events. 

Therefore we will look at aligned 
commitment as an element of creating a 
motivational environment.

There is an old saying that, in terms of a 
bacon and egg breakfast, the chicken is 
involved, but the pig is committed. The 
chicken only gave one of her eggs, the pig 
gave his all. In management, we do not 
expect our employees to give their all the 
way the pig did, but we surely think of more 
than the chicken’s commitment. And that is 
where aligned commitment comes to play.

Aligned commitment can be described in 
terms of the following equation:
Aligned Commitment = (Knowledge x 
Information x Rewards & Recognition x Shared 
Goals and Values)

Note that the elements are linked by a 
multiplication sign and not a plus sign. This 
means that if ANY of the elements is not 
present, i.e. it is a zero, the result will be zero.

Therefore, today’s management leaders will 
know that you have to ensure that all the 
factors are in place if you want success.

The following is a short description of each of 
the factors.

Knowledge
Knowledge is probably the single factor that 
attracts the most attention. Especially early 
in one’s career. This is the result of long 
nights of study and even longer hours on job 
training. CAs(SA) can certainly agree that there 
is normally no lack of this element in their 
working lives.

However, managers must ensure that all 
of their employees are well covered in this 
regard. And not only at the start of their 
careers, but throughout their employment at 
a company must employees be developed. 
Hence the need for continuous development.

Of late, there is also huge attention given 
and effort being made to retain knowledge 
in companies. Knowledge base systems are 
regularly introduced to ensure that a company 
reduce its risks in this regard.

Information
Information is the one element in most 
organisations that is the most talked about, yet 

Creating a motivational environment
an issue for management

Jaco Venter, NH Dip (Eng), MBA, is Business Information Manager, SAICA.

So, how do you create such an environment? Prof Coetzee uses the following model:
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it is the one with which companies are least 
successful. Just consider the many strategy 
sessions where communication consistently 
figures as one of the things to improve.

This article will not deliberate on the problems 
of communication, but suffice to say that 
information is equally important in terms 
of obtaining aligned commitment to the 
knowledge you obtained through years of 
study! 

The point is, employees are not only entitled 
to information about the organisation, they 
actually require it. How else can they know 
where the company wants to develop to or 
what the targets are?

Rewards and Recognition
This is the element on which trade unions 
mostly focus. And with obvious reason. This is 
the one they can easily make demands on and 
measure whether or not it has been given. Yet, 
in terms of obtaining aligned commitment, 
this should be just as important to managers 
as it is to trade unions.

Rewards are generally seen as monetary, but 
it is not only that. Rewards can be as simple 
as giving a high performing employee extra 
leave. 

Companies tend to make big mistakes in 
terms of rewards. Although that is a topic 
worthy of an article on its own, here is just a 
brief comment. How many companies reward 
employees for long service by giving them 
more leave days? Yet, some of these long 
serving employees might be poor performers, 
who only stayed with your company because 
they could not find employment anywhere 
else. So what are you then really rewarding? 
Maybe companies should consider linking 
more leave days to higher performance and 
that way influence behaviour in a positive way.

Recognition is mostly non-monetary. We 
as humans are recognition driven in almost 
everything we do. We want to feel that we 
are appreciated and that others “see” us 
to be of value. Therefore, people sometime 
will do strange things just to be “seen”. Just 

think about the antics of your teenage son 
or daughter when popular boys or girls from 
their school approach you in the mall.

In the workplace, we all keep that 
teenage need for “to be seen”. Therefore, 
management leaders know that a simple 
act of recognition goes a long way in 
transforming a worker into a satisfied 
employee.

Shared Goals and Values
This talks about “what we do here and how 
we do it”.

Shared goals relate to how clear the 
organisation communicates its goals and how 
clear it is enshrined into the hearts and minds 
of employees. Clem Sunter once told the 
story of how an Eskom driver, who picked 
him up the airport, demonstrated true shared 
goals. When Mr Sunter asked him what he 
does, his answer was: “I make electricity”. 
This driver knew what his organisation was 
about and he understood his role within it.

These are the kind of shared goals that 
modern day leaders manage to inspire in 
their employees.

Shared values are the more difficult aspect 
of this element. Not because of the nature 
of having shared values, but mainly as result 
of the true effort they take from managers 

and leaders. Values talk about the way 
things are being done in a company. 

The challenge is that values cannot be taught 
or artificially enforced. Values can only be lived 
by senior management and hopefully adopted 
by employees. We all know the old joke of 
“Do as I say and not as I do”. Well, in terms of 
values, it is a case of “I will do as you say and 
I will do as you do”.

Values must be lived consistently and 
demonstrated at every occasion and in every 
situation, in formal and informal settings. Only 
when management consistently lives the 
values, will employees adopt them and make 
them their own.

Conclusion
All managers will agree that they dream 
of the day that all of their employees are 
motivated and hard working. Yet all of them 
will acknowledge that it requires hard work to 
achieve a measure of success and therefore, 
whatever help is available, must be welcomed.

This article hopefully has shown that the main 
task of management leaders is the creation 
of a motivational environment. And one of 
the outputs of this is creating an aligned 
commitment for all employees. The basics of 
this are simple, yet an aligned commitment 
requires focus and a clear example from all 
senior management. asa
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radio, Bluetooth telephone, navigation and 
my favourite, the air suspension. A very 
cool feature on this vehicle as it allows one 
to change the vehicle from a true off road 
vehicle to an almost sporty saloon. Also, 
it was a blast to watch people’s reaction 
as they leaned against the vehicle, and 
suddenly the vehicle began to rise! 

At the end of the day, I have to admit I 
was quite impressed with the latest Q7, 
especially in V12 format. I now can see 
why many people would spend the extra 
cash for a much bigger engine, as it just 
makes it so much more fun. I guess if you 
would like a sporty SUV that can put a 
smile on your face each time you drive it, 
take this one for a test! asa

Manufacturer Specifications:
Engine: 5934cc twelve-cylinder turbo diesel
Power: 171KW @ 4000rpm
Torque: 1000Nm @ 1750-3250rpm
0-100km/h: 5.5-seconds (Claimed)
Fuel Consumption: Average 11.3l/100km
Urban 14.8l/100km
CO2: 298g/km

Vehicle courtesy of Audi SA.
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Audi Q7
V12 SUV
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this a very practical alternate to some of 
the more bulky people movers, especially 
if you are thinking of going off the beaten 
track.

For me, the thrill was getting the vehicle 
on the road. As I pushed the start button 
activating all the electronics and hearing 
the engine roar to life, I had goose bumps 
all over my body. This would be the most 
powerful SUV I have ever driven, with that 
in my mind though, I put the vehicle into 
drive and hit the tarmac. What came next 
was expected, but not in an SUV…

As I depressed the accelerator I just felt 
myself forced back into my seat as the 
vehicle rocketed to 100km/h and beyond! 
The interesting part for me is that, although 
I knew it was fast, I never imagined it to be 
that quick. In fact, it is best described as 
more of a beast than a luxury SUV. 

The leather bound steering wheel has 
good feedback, especially when driving the 
vehicle hard. Like most of its rivals Audi 
also has opted for an i-drive or command 
system that controls most of the electronic 
functions of the vehicle. These include the 

The Q7 is the largest vehicle available 
in the Audi stable. Many of the 

skeptics insisted that this vehicle would 
be short lived, for that very reason. 

Well, surprise, surprise, the Q7 has just 
been face-lifted and I have to admit it 
looks like it has been on a bit of a diet as 
well. The new features have not changed 
the chassis or the body, but using clever 
nips and tucks the Audi engineers have 
managed to give the Q7 a fresh look. 

Some of the changes include a revised 
front grill with full aluminum surrounds, 
which is now even more menacing and 
intimidating if seen through the rear view 
than its predecessor. This is especially 
true for the V12 version that I tested. 
Audi have also incorporated their new 
design feature of LED lights into the Q7, 
this time they are in the shape of a “C” 
surrounding the front lights. Each Audi 
model now has different shape LED 
lights in front. The rear of the vehicle has 
a revised lighting cluster, which also has 
LED lights.

The 6.0 litre V12 TDI version that I test 
drove looks a brute from the outside 
compared to its more humble siblings. 
This is thanks to additional aluminum 
and much larger Mag wheels. Thinking 
back to the 4.2 TDI I tested previously, I 
was not sure how different this vehicle 
actually was, that is, until I got into the 
driver’s seat. The interior is sufficiently 
sporty with all the gadgets and gizmos 
that the modern off-roader requires. From 
electronic height adjustment through to 
navigation and Bluetooth connection. 
One just feels at home in a vehicle like 
this. All leather interior as well as enough 
space for five adults and two kids make 
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The 1 series BMW was originally 
launched in a hatchback style. This 

fresh new look for BMW took many 
by surprise and took some time to get 
used to, but I guess that is what BMW 
is always good at, making a vehicle that 
usually pushes the boundaries. After 
a while, the little coupe’ model was 
launched and finally the convertible. 

The model that I tested was the 135i 
convertible in manual guise. The athletic 
appearance of the vehicle was elaborated 
by the white body with paprika red 
interior, which, to my surprise, everyone 
fell in love with at first sight, including 
me. The sports theme is continued 
inside with bucket seats upfront and an 
M-sport steering wheel that is one of the 
chunkiest I have held.

From the outside, the vehicle looks like 
a standard convertible apart from the 
19inch mag wheels. There are no quad-
tail pipes or raised bonnet scoops or any 
fancy boot spoilers, just clean smooth 
lines.

The roof is a soft-top that is automatically 
lowered or raised at the touch of a 
button. This can be operated while driving 
at a speed lower than 40km/h. This was 
always fun to do as it just made the 
passersby stop and usually drop their 
jaws.  

On the road is where this car impressed 
me the most. BMW have managed 
to stiffen the body and suspension to 
ensure that the vehicle handles like a 
go-kart. This does make the vehicle a bit 
hard, especially on the bumpier roads, 
as you feel every bump or irregularity in 
the road. This is quickly forgotten as the 

second turbo kicks in at around 3,500 rpm. 
The six cylinder engine comes alive as the 
wind gushes through your hair. This is one 
convertible that brings all the air into the 
car, so don’t expect to drive full- out on the 
highway with the roof down unless you have 
the wind deflector in place. 

The acceleration of this beemer is mind 
blowing for such a small vehicle, and 
can take on many a sports car or pocket 
rocket. This vehicle is also lots of fun in 
parking lots. This is because when you 
take a corner all you do is just push the 
accelerator that little bit extra and the rear 
just slides around the bend almost like 
drifting. Superb!

The interior space is surprisingly big 
for a car of this size and what really 
impressed me was the size of the boot. 
This will easily swallow two average size 
suitcases with the roof up, and, with the 
roof down, it can take two tog bags. The 

rear seats can accommodate two adults 
albeit for short periods at a time. In order 
to achieve this amazing space BMW 
has forgone the spare wheel and fitted 
run flat tyres. I guess many of us have 
become accustomed to this as many 
manufacturers have started doing the 
same.

Overall, this is a fantastic pocket rocket 
that I believe will grow on many people 
and the best way to sum up this vehicle 
is to say that this is almost like driving 
the legendary BMW 325 with a bit more 
power and just as good looking. The 
legend lives on. asa

Manufacturer Specifications:
Engine: 2979cc six cylinder twin turbo
Power: 225kW @ 5800rpm
Torque: 400Nm @ 1300 – 5000rpm
0-100km/h: 5.6 seconds (Claimed)
Top Speed: 250km/h
Fuel Consumption: Average 9.3l/100km 
Urban13.3l/100km
CO2: 216g/km

Vehicle courtesy of BMW SA.

BMW 135i
convertible

Azim Omar CA(SA)  is a member of 
the SAGMJ.  
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The Bay Hotel
Where? Situated in upmarket Camps Bay, Cape Town.  

Star Rating? 5-star

Review rating: 

     don’t bother going 

         go only if absolutely everything else in the vicinity is fully booked

              enjoyable 

               will refer and return 

                    my company’s headquarters should relocate here!

My Rating
Food:    The Bay hotel caters for food 

lovers from all around the world 
with satisfaction guaranteed.  

Room:    Large and luxurious Cottage 
styled rooms.

Facilities:   All the normal services 
including a full concierge 
service is available, tourism 
centre and much more.  

Service:  Delightful and professional.
Overall:                   

asa  I  march 2011

After a busy week at the office and 
attending conferences and a gala 

dinner, my wife and I have finally started 
our last vacation away from home in 
Jhb before the arrival of our first child. 
Arriving at The Bay Hotel and greeted 
with a warm reception and valet service, 
we finally walk through the doors of one 
of the most luxurious welcoming hotel 
rooms we have seen in South Africa.

With loads of history and pleasure under 
the belt, the 21 year old The Bay Hotel 
looks like it was built yesterday. With 
a recent revamp to the hotel facilities 
and décor, the hotel feels modern, but 
experienced at the same time. The new 
furniture and décor around the hotel all 
produced by local markets totaling to 
a cool R14 million and of the highest 
quality for this revamp.

After strolling around the hotel we 
decided to go and relax for a late lunch at 
the Deli, which operates for 24 hours a 
day and is next to the heated pool - one 
of the four pools on the hotel premises. 
After relaxing in the pool we then got 
ready for supper, which is definitely an 
experience to write home about, from 
the service to the taste of all the meals 
served right down to the preparation and 
décor of the table.

This luxurious experience went on 
all weekend with The Bay Hotel not 
skipping a beat and making this holiday 

one of our best. If there was a 6th star 
to add to any rating, I would find it and 
personally award this to The Bay Hotel. asa 
 
Visit the hotels website for booking 
details: http://www.thebayhotel.com.
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Crystal Towers Hotel
Where? Canal Walk, Century City, Cape Town.  

Star Rating? 4-star

Review rating: 

     don’t bother going 

         go only if absolutely everything else in the vicinity is fully booked

              enjoyable 

               will refer and return 

                    my company’s headquarters should relocate here!

My Rating
Food:    Food prepared deliciously, but 

a bit basic for such a modern 
contemporary hotel . 

Room:    Completely luxurious. Great 
views.

Facilities:   Fantastic Spa on location, but 
very difficult to get a booking.  

Service:   Staff friendly enough, but 
restaurant staff a bit sluggish.

Overall:               
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It’s virtually impossible to find a hotel in 

Cape Town situated in a part of town 
that doesn’t offer spectacular views, 
great access to the tourist hot spots or 
lively local culture. The Crystal Towers at 
Canal Walk, is perfectly located. Although 
seemingly far from the busy metropolis 
and tranquil winelands, the Crystal Towers 
is located within the hub of a premier 
shopping district with views of Table 
Mountain and the ocean in the distance, 
and Century City’s grand canal. While it’s 
not ideal for those wanting to step out onto 
the beach front, or breath in the natural 
fresh air of the winelands, the location of 
this hotel allows you easy access to both 
worlds. 

But the minute you enter this contemporary 
designed hotel, you’re surrounded by so 
much luxury that the distance from the 
beach front and winelands doesn’t even 
enter your mind. 

Cascading curtains of fibre optic light and 
a carpet studded with starlight beckon 
as you step into the foyer. You also get a 
personal mini tour of the hotel’s facilities 
to ensure you don’t feel overwhelmed by 
the sheer enormity of the hotel. It’s also 
very well controlled in terms of access to 
the accommodation and spa levels. And 
once you’ve hit your room, the luxury and 
opulent décor is more than a little inviting. 

The rooms all have mood-enhancing 
lighting, designer décor and unique works 

of art. Its contemporary, with clean lines 
that belie the custom-designed fittings and 
furniture, modern accessories and state-of-
the-art technology. 

The cylindrical frosted glass shower with 
its own LCD mood lighting and flat screen 
tv that rises from the base of the bed at 
the touch of a button are two welcome 
surprises. The room also sports an array 
of well selected DVDs. And if you don’t 
find your movie of choice, a call down 
to reception will give you access to an 
impressive dvd library. 

Internet access is wireless, so for 
those business trips, the executive 
desk in each room is well suited for the 
discerning businessman. And besides all 
the usual trinkets, the hotel also offers 
an international plug point,  a safe large 
enough to store a laptop, a GHD, Wii 
Game, Playstation and Board Games for in 
room use, and the pièce de résistance, an 
extra-length king size bed with 350 thread 
count cotton percale linen. 

Dining at the hotel offers a great mix of 
The Towers Restaurant, which overlooks 

a display kitchen where you get to see the 
world-class chefs in action, and a far more 
relaxed deli that caters for the discerning 
coffee, cakes, pastries and gourmet panini 
connoisseurs.

The Ruby bar located close to the 
foyer unfolds as the evening sets in 
and promises a soulful experience. 
Complimentary bar snacks are on 
offer, and the bar is fully stocked with 
an extensive collection of imported 
champagnes and single malt whiskeys. 
Guests desiring a more intimate 
experience can escape into the private bar 
lounges – decorated in honour of South 
African legends Kingsley Holgate and 
David Kramer. Imagine these private bars 
as those icons’ private lounges – decked 
with memorabilia and ready to promise a 
glass of cognac. If this is not your cup of 
tea, there is a pool table in the bar to help 
you unwind - open 12pm till 1am!  

The overall experience at the Crystal 
Towers, is absolutely awesome. asa

Visit the hotel’s website for booking details: 
http://www.africanpridehotels.com.
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Call: 0800 600 595 / 011 886 0922
E-mail: saica@spartan.co.za
Visit: www.spartan.co.za
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Get liability-free IT for your trainees*
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Tel: +27 11 785 4930    Fax: +27 11 785 4939   www.wexford.co.za
Three Seasons Office Park, 7 Spring Street, Rivonia, 2128

  Financial Manager
  r600 000 – r550 000 cTc, Sandton

JSE listed giant requires astute CA (SA) with 2 years experience managing a team. The 
successful candidate will be responsible for management of project team, monthly manage-
ment reporting, budgeting, analysis and forecasting. Exciting prospects and growth poten-
tial for career focused individuals. candice@wexford.co.za

  aSSiSTanT Finance Manager
  r550 000 – r450 000 cTc, north 

Well known financial service provider seeking newly qualified CA to gain valuable expe-
rience within corporate environment. Will be responsible for consolidations and month end 
reporting. Insurance exposure will be an advantage. This position will be groomed into a 
senior role within company. candice@wexford.co.za

  Financial Manager
  r550 000 - r450 000 cTc, east

This is a key position in a large multi-national. Out client is looking for a driven, analytical 
individual with excellent people skills. The position reports to the FD and oversees the 
financial accounting department. CA (SA) + minimum 1 year post-article experience in a 
large organisation. liz@wexford.co.za

  Financial accounTanT
  r450 000 – r360 000 cTc, Sandton

A well-established international firm is looking for a career-focused and innovative indivi-
dual for a full function financial accounting position. BComm (Hons) and Big 4 articles + 2yrs 
post-article experience essential. This growing concern hires top staff and provides a bright 
future with ample prospects. liz@wexford.co.za

  Senior Financial Manager
  r500 000 – r400 000, cBD

Well known FMCG and franchise chain seeks an energetic, hands-on senior financial 
manager to assist the financial director with internal control implementation and full 
legislative compliance. CA (SA) qualification, IFRS and company tax experience is essential.
felicia@wexford.co.za

  Senior Financial Manager
  r900 000 – r700 000 cTc, Jhb east

FMCG giant, with world-wide presence seeks young finance manager to head up finance 
team of 15. Incumbent should be meticulous, driven and have excellent leadership 
abilities. Company offers exciting international work opportunities CA (SA)/ CIMA + 5years 
management experience. tanya@wexford.co.za

  Financial Manager
  r850 000 - r750 000 cTc, Sandton

Services giant requires business minded, no nonsense individual with hands on approach. 
This business is really exciting and requires strong, strategic input from its F.M. If you are 
energetic and driven this is the role for you! CA (SA) plus 3-5yrs solid CORPORATE expe-
rience essential. janet@wexford.co.za

  2ic Finance Manager
  r650 000 - r500 000 cTc + Bonus, Jhb central

Logistics market leader seeks young, highly ambitious CA with strong leadership abilities, 
extremely accurate and keen on getting involved in business processes. Responsibilities 
will include full financial management, budgeting, forecasting, annual audit reports and 
management of +/- 10 finance staff. Company offers exciting growth opportunities. 2-4 
years post article experience will be advantageous. tanya@wexford.co.za



For Refs CHS/i010, CHS/mart and CHS/mcc, please forward a detailed CV in Word (quoting the 
relevant reference) to Charles Stilwell at charless@greyconsulting.co.za   
For Ref CAK/001, pleae forward your detailed CV, quoting this reference, to Christopher Kourie at 
christopherk@greyconsulting.co.za

www.greyconsulting.co.za

if finance or risk is your speciality_ you are our business

Tel: (011) 384 4478
Tel: 0860 recruiter

GREY_CONSULTING
accounting,finance and risk recruitment specialists

CHief finAnCiAl OffiCeR
l  R900K – R1.0m Cost to Company plus  

wealth creation Performance incentives
l  CA(SA) with at least 7 years’ financial management 

experience and 4 years at executive level, preferably in 
a manufacturing environment

l Johannesburg
A JSE-listed, rapidly growing and highly profitable Group with a national footprint 
requires an astute financial professional to manage its financial affairs, strategies, 
policies and procedures.

Besides the day-to-day operational responsibilities, the incumbent will also: l Ensure 
strict financial disciplines to drive and improve stakeholders’ wealth l Maintain rigid 

and tight financial controls and cost management initiatives l Ensure a robust Internal 
Control environment and sound Corporate Governance l Ensure compliance with 

JSE Rules and Regulations, as well as all relevant statutory legislation (IFRS, IAS, etc) 
l Maintain good investor/shareholder relationships l Manage a Finance Team of well 

trained and professional individuals who pride themselves on exceeding expectations and 
providing outputs of a consistently high standard.                                         Ref: CHS/i010

finAnCiAl COntROlleR
l  R750K – R850K pa plus Performance incentives

l  CA(SA) with a minimum of 5 years’ commercial experience
l  Johannesburg

A major National Group has a vacancy for a highly analytical, numerate and detail-orientated 
individual to manage Monthly and Annual Group Reporting, as well as take responsibility for the 

complete analysis of the financial data and financial performance of the Group. Co-ordination 
of the Budget and Forecast processes will also form part of the duties, as will the management, 

compliance and reporting of tax.

This position requires strict adherence to set deadlines and will therefore require a person who 
has the ability to handle pressure and can adapt to a highly vibrant, changing and challenging 
environment.                                                                                                                Ref: CHS/mart

finAnCiAl MAnAgeR
l  R600K – R700K pa plus Performance incentices
l  CA(SA) with minimum 3 years’ financial management experience
l  Johannesburg l Affirmative action appointment
A highly prestigious National Group has a vacancy for a results-driven and bottom line-focused 
individual to manage the complete financial affairs of a Division. This is a highly operational role that 
requires constant liaison and interaction with, and support to, Line Managers and Business Units 
and, therefore, excellent communication (both verbal and written) will be required. Well developed 
staff management experience is essential in order to supervise, control and motivate a strong team 
of supporting staff who all strive for perfection and excellence.                                  Ref: CHS/mcc

CHARteRed ACCOuntAnt (AA) –  
COntRACt ASSignMent
l  R340 – R275 ph l  temporary position in Randburg
Large listed Blue Chip Corporate requires a CA(SA) to take full responsibility for the accounting 
function, tax, audit files, reconciliations and reporting. A good working knowledge of IFRS, coupled 
with previous SAP experience, is essential.
The position is a temporary assignment for 2 months. 
Requirements: l CA(SA) – AA only l IFRS l SAP l A minimum of 2 years’ post-articles working 
experience. Hyperion experience advantageous.                                                          Ref: CAK/001

72973 Grey Cons HP fc.indd   1 1/27/11   9:53:33 AM



FINANCIAL CONTROLLER

R700 – 650K pa

GAUTENG

Multi-national entity seeking a Chartered 
Accountant who will be responsible 
for international reporting and staff 
management. The ideal candidate has 
3-4 years experience in a similar role in 
the FMCG/manufacturing sector. 
Contact: Michelle Snyman
T: 012 348 4940
msnyman@networkfinance.co.za
FINANCIAL MANAGER NEW QUAL CA(SA)

R520K – 480K pa (excluding bonuses)

JHB

Analytical self-starter with strong 
business acumen required to head up a 
new division within the financial sector. 
The incumbent will be responsible for 
reporting, budgets, staff management 
and operational reports.
Contact: Firdows Suleman
T: 012 665 4401
fsuleman@networkfinance.co.za

INTERNAL AUDITOR

R700 – 500K pa

GAUTENG

This JSE-listed company only recruits 
internal auditors that form part of 
the top 5% in the market. Become an 
integral part of the core operational 
team of decision makers. Gain multi-
national exposure. CA (SA).
Contact: Hanja Els
T: 012 361 3475
hels@networkfinance.co.za

HEAD OF CREDIT                                                                        

R1million – 800K pa

CENTURION

Take full responsibility for the 
development of a credit strategy, the 
successful management of the credit 
portfolio, and all credit operations 
within a leading home loan finance unit. 
Apply now!
Contact: Thelma Kruger
T:  012 361 3475                                      
tkruger@networkfinance.co.za

FINANCIAL MANAGER
R850K pa

JHB NORTH

Award-winning, multi-national company 
seeking leader to head up the finance 
team. CA (SA), 4 years post article 
commercial experience. Analytical and 
reporting skills, business writing skills. 
Catapult your career to new heights      
Contact: Shivani Ramnarain
T: 011 234 0600
sramnarain@networkfinance.co.za 

DEVELOPING RELATIONSHIPS, DELIVERING RESULTS   l SPECIALISTS IN FINANCIAL RECRUITMENT

FINANCIAL DIRECTOR / CFO                                                                           
R1million – 800K pa plus incentive bonus
AltX-listed entity within the 
infrastructure sector. This institution 
is definitely a leader in their area of 
specialization. CA (SA) with strong 
JSE-listed, as well as IFRS and GAAP 
experience.
Contact: Sivin Pillay
T: 012 348 4940
spillay@networkfinance.co.za

JHB EAST

www.networkfinance.co.za

The Crescent, North Building,
3 Eglin Road, Sunninghill, Gauteng, 2157

Tel: 011 234 0600 / 012 361 3475 
012 348 4940 / 012 665 4401

www.communicate.co.za

This JSE-listed manufacturing organization is 
looking for a 1 x pass CA with Big 4 articles 
to fulfil the Financial Reporting Accountant 
role. Numerically strong, and passion for 
reporting.

REPORTING ACCOUNTANT
R650 – 500K pa EAST RAND

Tarryn Kingsley 
Tel: +27 11 312 3510
tkingsley@communicate.co.za

One of the leading banks requires a CA 
(SA) with strong knowledge of investments/
secondary markets exposure (FX, money 
markets, bonds, options, swops). Big 4 articles 
preferred. Must be AIC.

FINANCIAL MANAGER       
R600 – 550K pa                          GAUTENG

Tshego Sebapu 
Tel: +27 11 622 2723
tsebapu@communicate.co.za

Big 4 bank requires CA (SA) 2-3 years post 
qualification. First time pass on both board exams. 
Consolidation experience essential. Exceptionally 
strong on IFRS, detail oriented and analytical. 
Commercial experience advantageous. 

CONSOLIDATION ACCOUNTANT
R750 – 650K pa JOHANNESBURG

Swazi Nhleko
Tel: +27 11 622 2723
snhleko@communicate.co.za

Multi-national group in consumer markets requires 
ambitious Financial Controller. CA (SA) with 4+ 
years post article experience in commerce. Full 
financial management function. Long term career 
growth and international exposure. 

FINANCIAL CONTROLLER   
R700 – 600K CTC pa JOHANNESBURG

Isabeau van Wijk 
Tel: +27 11 312 3510
ivanwijk@communicate.co.za

Leading manufacturing company seeks a Financial 
Manager. Responsibilities include providing 
financial support, guidance and control of the 
business. Qualified CA (SA) with 2-3 years post 
qualification and relevant experience. 

FINANCIAL MANAGER
R750K pa JOHANNESBURG

Neo Molwela
Tel: +27 11 622 2723
nmolwela@communicate.co.za

A listed company seeks a Financial Manager to 
head up a finance team. Management experience 
with 4 years+ post experience in commerce is 
required. Excellent growth opportunities within the 
group.

CA (SA)
R850 – 650K (neg) pa JOHANNESBURG

Robyn Tambourlas
Tel: +27 11 622 2723
rtambourlas@communicate.co.za

www.communicate.co.za+27 11 622 2723  



CLASSIFIEDS

APPOINTMENTS

AUDITOR
Dynamic, Kempton Park based firm of Chartered Accountants and Auditors has a vacancy 
for an audit senior position. Caseware, Pastel and Excel experience is required.  Minimum 
qualification of a BCom(Hons) degree and completed articles is required. E-mail your CV and 
degree results to positions@prnc.co.za. 

DYNAMIC AUDITING COMPANY
We are based in Dunkeld and seek new trainees as well as qualified staff. Excellent training and 
prospects exist. Please email one page CV to david@dkalmin.co.za.

PARTNERSHIPS & PRACTICES

ARE YOU INTERESTED IN A MERGER?
Should you be interested in merging with a long established and extremely successful 
accounting and auditing firm in South Africa,  which is JSE accredited and internationally 
affiliated, then there is no doubt that this could be mutually beneficial to both practises. Let us 
explore the possibility. Call Marius on 082 887 3496 now.

AUDIT PARTNER ON A CONTRACT BASIS
Profitable and progressive Jhb North Firm seeks qualified CA to share workload on an ad hoc 
basis. Remuneration via Profit Share. Work your own ours but have access to full resources of 
the firm. We are not looking for an employee. Reply to dynanet@webmail.co.za.

ARE YOU INTERESTED IN SELLING?
In the world of accounting and auditing, a well established, JSE accredited and internationally 
affiliated CA firm is looking to acquire your accounting or auditing practise  in Gauteng, Cape 
Town, Bloemfontein or Durban. Should you be interested in selling, please give Marius a call on 
082 887 3496.

BEE PARTNER
Old established six partner firm in Edenvale wishes to offer partnership to a suitably qualified 
Chartered Accountant. Established client portfolio essential. Reply to richardj@tsksi.co.za

PRACTICE OR FEE BASE PURCHASE
Established and successful CA firm wishes to acquire accounting/ auditing firm / fee bases for 
sale, in Mpumalanga area. Please contact Middel & Partners, Tel (017) 811 1984, 
Cell no: 083 638 0511 or email pfventer@telkomsa.net.

SERVICES

INTERNAL AUDIT RESOURCING
CA(SA) CIA with extensive international internal audit experience is available for internal audit 
assignments from managing audit engagements to identifying risks and controls and performing 
fieldwork, testing and reporting. Competitive rates. Call 021 686 3508 Fax 021 689 8425.

Web Accounting
Presents a web based full accounting software which includes feature rich general ledger, 
debtors, creditors and inventory. Includes add on modules like BOMs and Job Costing. Go to 
www.webaccounting.co.za or call 0861 93 2222.

Closing Date for Advertisements: Please note that all adverts should be submitted to this office in 
writing two months prior to publication date. 

Important Information: A telephone number, contact name and postal address must be included 
with any advert submitted and in the event that payment is not made before the closing date the 
advert will not be published. 

Legislation requires your VAT Registration number for invoicing purposes. 

For Classified Advertisement information: Contact Angel Lelosa  Tel: 011 621-6696. 

All advertisements to be submitted to: Accountancy SA, PO Box 59875, Kengray, 
2100, Fax 011 621-6807 or Email: classifieds@saica.co.za

011 706 9222
www.accountantsoncall.co.za

PROFIT WITH THE PROFESSIONALS

GROUP FIN ACCOUNTANT

R1 MIL - R750K
CA(SA) - Telecommunications - Fairlands 

karen.robertson@accountantsoncall.co.za

SNR MGNR: TECH ACC.

R1 MIL - R750K 
CA(SA) - Telecommunications - Fairlands 

karen.robertson@accountantsoncall.co.za

GROUP FIN MANAGER (EE)

R800K NEG. 
CA(SA) - Government - Bloemfontein

annerle.barnard@accountantsoncall.co.za

FINANCE MANAGER

R720K - R600K 
CA(SA) - Parastatal - Pretoria

kgomotso.kgopa@accountantsoncall.co.za

FINANCIAL ACCOUNTANT

R700K - R650K
CA(SA) - Finance - Bedfordview 

natasha.theodorides@accountantsoncall.co.za

PRODUCT ACCOUNTANT (EE)

R500K - R480K
CA(SA) - Invest Banking - Sandton 
annerle.barnard@accountantsoncall.co.za

FINANCIAL MANAGER (AA)

R480K - R450K
Newly Qualified CA(SA) - Banking - Jhb
natasha.theororides@accountantsoncall.co.za

CA(SA)

R500K - R480K
CA(SA) - Finance - Isando 

natasha.theodorides@accountantsoncall.co.za

FINANCE MANAGER

R480K - R420K
BCom - Manufacturing - South Rand 

rachel.joffe@accountantsoncall.co.za
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Remuneration: Salary Based Position (NOT Commission based)

To apply please send your cv, academic transcript, copy of I.D.

and motivational letter to recruitment@edencourt.co.za

FINANCIAL ADVISOR

www.edencourt.co.za

EDEN COURT
ADVISORY SERVICES

BBusSci or CA (SA) or CFP

       Job Requirements:
• Provide sound financial advice on a range of investment products including 

unit trusts South African & Foreign), retirement funds, endowment policiesand 
pension annuities 

• Identify clients, establish and define professional relationships, gather 
information, conduct an investment needs analysis and risk profile analysis, 
prepare and present recommendations or solutions, implement, review, 
monitor  and record keeping.

• Ensure that all transactions comply with applicable and relevant legislation, 
e.g. FICA, FAIS, Income Tax Act, Estate Duty Act, etc.

• Ongoing training will be provided.

   Competency Requirements:
• Influential, persuasive, outgoing with good written and verbal skills, sound 

technical skills and attention to detail. 
• Driven and motivated to succeed.
• Canditate must be FAIS compliant, and understand codes of conduct of FPI, 

ASISA & FSB

ECAS (FSP 22670)

       We require someone that will:
• Be responsible for financial analyses in the finance department or responsible 

for a division providing financial accounting services for head office and/or 
group companies. 

• Apply principles of accounting to analyse financial information and prepare 
financial reports.

• Compile and analyse financial information to prepare entries to accounts, 
such as general ledger accounts, documenting business transactions. 

• Analyse financial information detailing assets, liabilities and capital. 
• Prepare balance sheets, profit and loss statements and other reports to 

summarize and interpret current and projected company financial position 
for other managers. 

• Audit contracts, orders and vouchers and prepare reports to substantiate 
individual transactions prior to settlement. 

• Install, modify, document and coordinate implementation of accounting 
systems and accounting control procedures. 

• Make recommenations regarding the accounting of reserves, assets and 
expenditures.

Remuneration: Market Related Cost to Company
Location: Cape Town (South Africa)

Email your CV, ID, & Academic Transcripts to: 
recruitment@oasiscrescent.com

CHARTERED ACCOUNTANT

CA  5-8 Years of experience

w w w . o a s i s c r e s c e n t . c o m

Oasis is a global fund management operation that was formed in June 
1997. Within the fund management industry, Oasis has established 
a strong investment track record as an investment manager with 
expertise in Shari’ah compliant and conventional collective investment 
schemes, global mutual funds, retirement funds and large segregated 
institutional funds. In April 2010 Oasis added to its comprehensive range 
of products by launching an insurance company offering endowments 
and pension annuities. This resultant expansion has necessitated further 
growth and career opportunities within the group. 

A division of Adcorp Fulfilment Services (Pty) Ltd.

Top Career Opportunities  
For Top Talent

Senior Financial Manager – CA - JHB
R850 000 Cost to Company Negotiable

A leader within the retail industry is offering a unique opportunity to you, a 
dynamic, hands-on individual. Use your completed CA(SA) and retail experience to 
manage costing, reporting, budgets and to advise senior management. Reporting to 
the CFO, you will utilise your leadership skills and operational experience to manage 
a team of warehouse staff and assist in managing branches. Reach new heights 
within this leading company through your strong forecasting and financial skills. 
For a confidential discussion, call Rebecca Wilson on (011) 217-000/076 313 9099 or 
e-mail: rebecca.wilson@dppg.net

Finance Manager – CA - JHB
R650 000 Cost to Company Highly Negotiable

A division within one of SA’s leading entertainment companies – JSE Listed, are 
looking to appoint an astute Finance Manager to their team. A CA with at least 3 
years’ post-qualifying financial management experience & strong IFRS skills essential. 
The incumbent will be responsible for dealing with specific entertainment channels 
in South Africa & Africa, offering both a challenge and variety and will be managing 
a large team. If you have strong commercial acumen, are analytical and have 
previously managed staff, then call Karen Schmoor on (011) 217-0000/082 331 1716 
or e-mail: karen.schmoor@dppg.net

Recently Qualified CA – JHB
R450 000

A highly celebrated multinational giant invites you to join their dynamic team. Your 
recently obtained CA(SA) with first-time board pass will enable you to work closely 
with the financial manager, to get hands-on experience outside the audit field. It is 
a great stepping stone on the corporate ladder and will equip you with the right 
skills to further your financial career. Preference will be given to Big Four articles. For 
more information, call Themba Radebe on (011) 217-0000/076 384 2065 or e-mail: 
themba.radebe@dppg.net

Chartered Accountant – CPT 
R450 000 Cost to Company

A leading company with a penchant for pushing the boundaries is eager to make YOU 
part of their successful team. You know what you want and have strong leadership 
skills & well-defined business acumen, which will ensure you make your mark when 
getting involved within all avenues of the business, contributing to sound financial 
decisions & assisting with creative decision making. A CA qualification with 2 years’ 
post-article corporate experience & your brimming initiative. Call Lindsay Sher on (021) 
461-7094/082 851 4442 or e-mail: lindsay.sher@davct.net

Financial Controller – JHB
R450 000 annual Cost to Company 

With an annual worldwide sale of 5 Billion Euro and close to 5 000 employees, we 
offer the opportunity to join a quality-driven market leader. Handle all financial 
controls, working hand in hand with the Managing Director, leading the South 
African branch to new heights. A completed financial qualification and 2-3 
years of controlling experience in an international environment is paramount.  
German communication skills and Pastel working knowledge are added  
advantages. Call Christine Floeck on (011) 217-0000/079 506 9472 or e-mail:  
christine.floeck@dppg.net 

Qualified Chartered Accountants – JHB
Market-related Salary + Bonuses

A leading Financial Institution, who pride themselves as being key players in the 
industry, seek to attract top talent for positions within Risk, Accounting, Research 
and Analysis. Recently qualified CA/CA with up to 2 years’ experience with exposure 
to financial services/banking industry. Your strong analytical skills, coupled with a 
passion and understanding of the financial markets will ensure your skills are best 
utilised in a challenging role that provides growth and development. Call Caroline 
Demetriou on (011) 217-0000/083 415 9404 or e-mail: caroline.demetriou@dppg.net

Financial Accountant - CA – CPT
Highly negotiable

Employment Equity. Utilise your aptitude for figures and passion for the investment 
industry in this key role within a leading asset manager. To ensure your success you will 
require 5 years of related accounting experience, coupled with your CA(SA). You will be 
responsible for the full financial function of this business unit. Ideally suited to a decision-
making team player. Grab this opportunity and call Roxane Truter on (021) 461-7094/ 
084 985 8872 or e-mail: roxane.truter@davct.net

Human Communications 72704



Financial Director  
r1.3m plus bonus
Listed group seek to appoint a strategic thinking, hands-on, 
engaged, business-minded CA (SA) with min 7 years post 
article experience with 3 at senior management level. Your proven 
track record in systems improvement and implementation, people 
management skills, preferably from within a retail/FMCG environ-
ment, are essential. For a confidential discussion please contact 
michele@frontlinesolutions.co.za

contract PoSitionS 
aVailaBle elSeWHere 
on tHe aFrican 
continent 
CA (SA)’s, in possession of a South African identity document, inter-
ested in working elsewhere within the African continent, in various 
business operations owned and/or controlled by local and over-
seas Groups, on a 2 to 3 year expatriate contract basis, in financial 
management, financial and management accounting as well as cost 
accounting roles, with sound experience in mainly the agricultural, 
logistics, mining or telecommunications industries, are invited to 
send us their detailed CV’s.  Very attractive remuneration and related 
benefits packages are on offer, depending upon each specific role 
and location. Contact ian@frontlinesolutions.co.za

neWlY QUaliFieD/Soon 
to QUaliFY ca’S
If you are seriously considering a career move out of the auditing 
profession into a commercial/business environment within 
2011/2012, come and talk to us about the various options open 
to you. We can assist you in finding a suitable position in line 
with your personal vision and objectives, including a competitive 
package starting at around R450k, exclusive of performance 
based incentives. Don’t delay. Act now and let us facilitate your 
career path development into the future.
Contact:
ian@frontlinesolutions.co.za (Johannesburg)
nicky@frontlinesolutions.co.za (Durban)
helen@frontlinesolutions.co.za (Cape Town)

Financial Director - 
aa ca (Sa)
r1.5 million
Strong CA(SA) with manufacturing experience and minimum 4 yrs 
at senior management level. Good operational experience, dead-
line focused, accurate, people management, understanding of the 
numbers. 
Contact michele@frontlinesolutions.co.za

cHieF Financial 
oFFicer - aa
r1million to r1.3 million
CA (SA) with 8 years post article experience to head large 
operational financial team of key area of listed banking group. 
Your proven management experience, commercial nous, 
passion for business matched with strong communication and 
interpersonal skills will be needed in this crucial role. Previous 
experience in banking environment essential.
Contact michele@frontlinesolutions.co.za for confidential 
discussion

Financial controller 
r800 000
Self driven, CA (SA) with 5 years plus post article experience, 
strong technical knowledge and good people management to 
manage the Southern African finance department and reporting of 
a complex international business. 
Contact lynda@frontlinesolutions.co.za

commercial analYSt
r750 000
Highly organised self-starter, with excellent computer skills, 
high numerical skills, strong attention to detail, commercial and 
contractual awareness. 
Contact michele@frontlinesolutions.co.za

management 
accoUntant
r550 000 to r600 000 
Global player in Telecommunications requires an energetic, self-
driven person with B.Com (Hons) to ensure accurate and current 
monthly management reporting is supported by diligent awareness 
of deviations from budgets, profitability margins and sound business 
processes. The handling of ad hoc projections, budgets/forecasts 
and modelling will render this applicant opportunities to display 
advanced computer skills and commercial awareness. Strong 
attention to detail, communication skills, ability to meeting prescribed 
deadlines are requisites.

Contact jim@frontlinesolutions.co.za

groUP management 
accoUntant - 
caPe toWn
r550 000 neg
Highly successful consumer lending business seeks a CA 
(SA) with previous experience in a consumer banking or credit 
retail environment (knowledge of the NCA will be an advantage). 
You will be responsible for accurate reporting, highlighting key 
financial risks and providing insight of the financial position of 
the Group. Key to this will be full control of the budget and fore-
casting cycle that support the strategic direction of the Group. 
Please Email your CV to helen@frontlinesolutions.co.za 

Financial accoUntant 
(ee) - Paarl
Excellent opportunity for an energetic, enthusiastic individual 
within a large FMCG environment.  You will be either a newly 
qualified CA(SA) or hold a B.Com (Hons) degree or studying 
toward CIMA. Supporting the Management Accountant, you will 
be responsible for maintaining the General Ledger, inter-company 
accounts, capital expenditure, fixed assets etc.
Please Email your CV to helen@frontlinesolutions.co.za

Centurion Building, The Oval Office Park, Meadowbrooke Street, Bryanston, tel: (011) 706-9222
Rozenhof Office Court, 20 Kloof Street, Gardens, Cape Town, tel: (021) 424-3042

Robert House, 5 Nollsworth Crescent, Nollsworth Park, La Lucia, tel: (031) 566-6140.
Website: www.frontlinesolutions.co.za

Frontline is a specialist financial recruitment company

This MonTh’s Top Financial opporTuniTies

lynda Bradley
Consultant, JHB

Judy markwell
Manager, CT

Helen nikiforakis
Senior Consultant, CT

carmen Viljoen
Consultant, CT

nicky rutherford
Consultant, DBN

graham Burnside
CEO, JHB

Paul Jacka
Managing Director, JHB

michele Deeks
Senior Consultant, JHB

Jim Wilson ca(Sa)
Senior Consultant, JHB

ian Shortreed ca(Sa)
Senior Consultant, JHB

taneill Blankfield-Smith
Senior Consultant, JHB

nathenia Watson
Consultant, JHB

lerato makhetha
Consultant, JHB

Dina du toit
Consultant, DBN

Opportunities  

0861 788 788    www.antonapps.com    073 788 7880    0861 788 788    www.antonapps.com    073 788 7880    

Send your CV to you@antonapps.com quoting the relevant reference

Pricing Accountant: 
Financial Services 
R400k – R450k
Ref: CF001

Financial Manager: 
FMCG
R420k – R470k
Ref: DM002

Corporate Finance – 
Industrials: Banking
RNegk 
Ref: JB002

Chief Financial Officer – 
Business Unit: Banking
R800k – R850k
Ref: CF002

Senior Financial Manager: 
Mining
R750k – R840k
Ref: DM003

Senior Finance Manager: 
Insurance
R650k – R750k
Ref: KH001

Regulatory Reporting 
Consultant: Banking
R450k – R550k
Ref: CF003

Financial Controller: 
Mining
R430k – R460k
Ref: DM004

Product Control: 
Financial Services
R750k – R850k
Ref: KH003

Business Intelligence 
Manager: Banking
R475k – R550k
Ref: CF004

Management Accountant: 
Security
R430k – R460k
Ref: DM006

Finance Manager: 
Art and Culture
R450k – R500k
Ref: RG001

Capital Controller:
Automotive
R275k – R300k
Ref: DM001

Management Accountant: 
Commerce
R550k – R620k
Ref: JB001

Johannesburg

Chief Financial Officer: 
Insurance
R750k – R880k
Ref: RG002

Finance Manager: 
Insurance
R550k – R650k
Ref: KH005

PretoriaDurban
CEO – Private Equity: 
Financial Services 
US$Negk 
Ref: PM001

Kenya

Senior Operational Risk 
Manager: ICT
R650k – R800k
Ref: KH002

Financial Manager – 
Logistics: FMCG
R400k – R480k
Ref: DM005

Management Accountant: 
Banking
R475k – R550k
Ref: CF005

Senior Financial Analyst: 
Financial Services 
R600k – R660k
Ref: JB005

Cape Town
Head of Internal Audit: 
Leisure
R400k – R650k
Ref: RG003

Snr Financial Accountant: 
Financial Services 
R600k – R660k
Ref: JB003

Group Accountant: 
Commerce
R380k – R450k
Ref: KH004

Senior Financial Manager: 
Financial Services 
R680k – R720k
Ref: JB004

Cape Town Cape Town Cape Town Cape Town

 Tax

A career in tax is one of the most ,  and  careers you can expect to have. You will be at the core of the businesses 

focus ensuring that you are advising them appropriately from a legislative perspective which is an ever changing discipline. You will gain a rare insight into the 

diversification of how businesses operate and how key tax is to the longevity of that entity. It is a varied and challenging profession where you will be stretched 

and develop your analytical skills to draw the right conclusions in daily business activities. We are looking for:

demanding varied intellectually stimulating

�  starting out in the next phase of their tax careers or new 

to the field. 

� CAs wanting to develop a career in Tax, with an HDipTax or related

 qualification. The roles will involve research and preparation of proposals,

 draft technically correct opinions and reports for review and integral

 involvement in business decision making. These opportunities exist within

a consulting environment where you will see the challenges in a variety 

of businesses.

Tax Managers �  at various levels from commerce or the

 profession. International tax is a cutting edge environment to be in

particularly in the coming years with changes to legislation and South

 African business growth into Africa. 

� Ideally a CA with HDipTax or MCom in tax (or busy completing these). 

The roles will entail regular engagement with the finance teams on

 international deals and acquisitions as well as locally dealing closely 

with tax regulations and legislations. 

International Tax Managers

Please send your CVs to Alison or Bigieta to  using the reference TAX.you@antonapps.com

Finance Director:
Services
R800k – R1m
Ref: AT001

Director – Costing 
Management: Banking
R900k – R1.2m
Ref: CF006

Finance Manager:
Music
R450k – R600k
Ref: BD001

Financial Controller: 
Manufacuring
US$90k – US$120k 
Ref: AT002

Ghana
Finance Director:
Property
US$100k – US$130k 
Ref: AT003

Mozambique
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ment, are essential. For a confidential discussion please contact 
michele@frontlinesolutions.co.za
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ested in working elsewhere within the African continent, in various 
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accounting roles, with sound experience in mainly the agricultural, 
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send us their detailed CV’s.  Very attractive remuneration and related 
benefits packages are on offer, depending upon each specific role 
and location. Contact ian@frontlinesolutions.co.za

neWlY QUaliFieD/Soon 
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If you are seriously considering a career move out of the auditing 
profession into a commercial/business environment within 
2011/2012, come and talk to us about the various options open 
to you. We can assist you in finding a suitable position in line 
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package starting at around R450k, exclusive of performance 
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career path development into the future.
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experience in banking environment essential.
Contact michele@frontlinesolutions.co.za for confidential 
discussion
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Self driven, CA (SA) with 5 years plus post article experience, 
strong technical knowledge and good people management to 
manage the Southern African finance department and reporting of 
a complex international business. 
Contact lynda@frontlinesolutions.co.za

commercial analYSt
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Highly organised self-starter, with excellent computer skills, 
high numerical skills, strong attention to detail, commercial and 
contractual awareness. 
Contact michele@frontlinesolutions.co.za

management 
accoUntant
r550 000 to r600 000 
Global player in Telecommunications requires an energetic, self-
driven person with B.Com (Hons) to ensure accurate and current 
monthly management reporting is supported by diligent awareness 
of deviations from budgets, profitability margins and sound business 
processes. The handling of ad hoc projections, budgets/forecasts 
and modelling will render this applicant opportunities to display 
advanced computer skills and commercial awareness. Strong 
attention to detail, communication skills, ability to meeting prescribed 
deadlines are requisites.

Contact jim@frontlinesolutions.co.za

groUP management 
accoUntant - 
caPe toWn
r550 000 neg
Highly successful consumer lending business seeks a CA 
(SA) with previous experience in a consumer banking or credit 
retail environment (knowledge of the NCA will be an advantage). 
You will be responsible for accurate reporting, highlighting key 
financial risks and providing insight of the financial position of 
the Group. Key to this will be full control of the budget and fore-
casting cycle that support the strategic direction of the Group. 
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 Human Communications 73366

We are a BEE level  2 accredited company

Tel. +27 (0)11 234-4313
Fax: +27 (0)11 234-4318

E-mail: info@setrecruitment.co.za

www.setrecruitment.com

SET Recruitment, South Africa’s leading 
specialist recruitment consultancy focused on 
Banking, Professional Services, Commerce and 
Industry, Financial Markets and the IT sector, is 
the easiest way for employers to fill vacancies 
with the absolute best of potential candidates - 
and likewise for top performers to be placed in 
positions that match their skill.

Our considerable experience in the field has 
given us the blue-chip contacts, professional 
nous and industry know-how to be able to 
anticipate - and meet - the needs of employers 
and potential employees alike.

So, all you have to do in order to fulfill your 
true potential and capabilities, is contact one 
consultancy - SET Recruitment.

Gaston Rébuffat, French alpinist  
(1921—1985)
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