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hen Nazir Alli resigned
as the CEO of Sanral,
critics questioned his ability to
lead, although acknowledging
his undoubted management
record. He was known to be
dictatorial and even aggressive
sometimes and that angered
many. Wayne Duvenage,
chairman of the Opposition
to Urban Tolling Alliance said
that Alli’s leadership style was
detrimental to the agency’s
ability to do what it should
have done properly. And while
management is vital for any
organisation, if you fail to lead,
you will become irrelevant to
your organisation.
One can only think of
something that Jim Collins once
wrote to support this point: It
clearly shows that leadership
is much less about what you
do, and much more about who
you are. If you view leadership
as a bag of manipulative tricks
or charismatic behaviours to
advance your own personal
interest, then people have
every right to be cynical. But, if
your leadership flows first and
foremost from inner character
and integrity of ambition, then
you can justly ask people to lend
themselves to your organisation
and its mission.
In this issue we asked some
of our country’s most admired
leaders about the way they
lead. Something everyone
noted was that leaders have a
big responsibility towards the
people they lead. It’s like Harry
Truman said – a great leader is a
man who has the ability to get
other people to do what they
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don’t want to do and like it. Alli
appears not to have that ability,
but luckily for us, we have great
leaders we can look up to and
learn from, like Nelson Mandela
who taught Maria Ramos that
power is not something you
use, it’s something you’re a
custodian of.
This is my first issue as editor
of Accountancy SA and I hope
that the content will inspire
you to develop, influence and
lead – through the practice
of management – to deliver
extraordinary results and to
make a distinctive impact in the
lives of the people you lead and
the company you manage.

Gerinda

You can now follow ASA on LinkedIn, twitter and the ASA website.

Source: www.jimcollins.com

Accountancy SA is Published by
The South African Institute of 		
Chartered Accountants
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dictionary of accounting
CUTTING THROUGH THE CONFUSION

A

Dictionary of Accounting is an invaluable resource for making
sense of accountancy terms that can be confusing.

This updated edition contains more than 3,700 entries that cover
all aspects of accounting. These include financial accounting and
reporting, management accounting, direct and indirect taxation,
auditing, corporate finance, accounting bodies and institutions.
It features entries on key topics such as Bankruptcy Law and
the FTSE Share Indexes, while its international coverage defines
essential terms from the UK, USA, Australia, India and the AsiaPacific region.
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•
•
•
•

Definitions for key topics such
as Bankruptcy Law and the
FTSE Share Indexes
Numerous work-through
examples
International accountancy
terms
Recommended web links
for many of its entries

Over 250 new entries illuminate the latest developments in
the accounting profession, such as the growing importance of
International Accounting Standards (IAS). Many existing entries
have been updated in the light of the global financial crisis and
consequent accountancy developments.

The Dictionary of Accounting
can be purchased for about
R130 at most bookshops,
or order it directly from
Oxford University Press
Southern Africa at
www.oxford.co.za.

Its straightforward and wide-ranging definitions make this
dictionary essential for students and practitioners in the world of
accounting and finance. The Dictionary of Accounting is the ideal
reference guide for anyone seeking clarity when confronted by
obscure or confusing accountancy terms. In summary, it offers:
•
Over 3,700 clear and authoritative entries written by experts
•
Wide-ranging coverage of all areas of accounting

Win your copy
To stand a chance
of winning one of 10
copies send an email with
the subject Win: Oxford, your name,
surname and postal address to
journal@saica.co.za. asa

saica advises accountants
TO NOT MISINTERPRET THE DTI AND SANAS COMMUNICATIONS
From 1 October 2011, IRBA approved registered auditors are officially recognised to offer B-BBEE verification assurance services.

T

he Department of Trade and Industry (the dti) and the South
African National Accreditation System (SANAS) recently issued
a statement regarding who can, by law, issue B-BBEE verification
assurance services.
Ashley Vandiar, SAICA’s Project Director: Auditing, advises: “An
Exempted Micro Enterprise (EMS) only requires an auditor's
certificate or similar certificate issued by an accounting officer or
verification agency to qualify as being deemed to have the B-BBEE
Status of a Level 4 Contributor, with a B-BBEE procurement
recognition of 100%. Unfortunately the wording of the joint
statement issued by the dti and SANAS on 22 February 2012 has
raised concerns in this regard.”
Vandiar explains that SAICA has previously communicated that, in
terms of the amendment of the Codes of Good Practice published
in Government Gazette No. 34612 on 23 September 2011, B-BBEE
verification Assurance Services could only be performed by SANAS
accredited agencies. However, from 1 October 2011, Independent
Regulatory Board of Auditors (IRBA) approved registered auditors
were also recognised to offer B-BBEE verification assurance.

“It must be noted that this does not apply to Exempt Micro
Enterprises (EMEs), which are entities that have an annual turnover
of R5 million or less”, cautions Vandiar.
EMEs are deemed to have a B-BBEE status of 'Level 4 Contributor',
but may qualify for 'Level 4 Contributor' status if more than 50% is
owned by black people.
“The issuing of Level 3 or 4 certificates to EMEs by verifying their
revenue and black ownership can be performed by any auditor,
accounting officer or verification agency”, says Vandiar.
As Statement 000, Section 4 of the B-BBEE Codes has not
been subsequently amended, SAICA believes that its previously
expressed view remains applicable.
Vandiar assures the business community that SAICA will be
raising other issues with SANAS, dti and IRBA, including the use
of the SANAS logo. The outcomes of these will be communicated
to reduce confusion in the business community. For more News
updates, please visit www.accountancysa.org.za. asa
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Governance

Tax
Tax Suite powered by SAICA was launched on 25 April 2012
The Tax Suite offering, enhances the current tax offering to SAICA
members and extend the offering to non-members as well on an
annual subscription basis.
The Tax Suite is primarily but not solely aimed at tax practitioners.
Just about anyone that has anything to do with tax will benefit in
subscribing to Tax Suite. SAICA members are entitled to a reduced
subscription fee.
Our business objective is to offer comprehensive tax information
in a single electronic home for all tax practitioners and just about
anyone working in the tax industry. We will therefore “widen the
net” of users that interact with SAICA by offering Tax specialty
information, products, tools and services in one central place.
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Tax Suite subscribers will receive the following for their annual fee:
•
Communication of tax changes in the form of breaking news
alerts, weekly news flashes, monthly newsletters also using
full social media integration;
•
Advertise your services as a tax specialist through the Tax
Suite website;
•
Find a tax specialist in your area;
•
Attendance at tax information events;
•
Discounted pricing on SAICA’s tax products/seminars &
events;
•
Access to the Tax Suite quarterly tax journal;
•
Mobile Tax applications – dictionary of tax terms; and
•
Access to the Tax Suite website which contains tax-rich
content i.e.
•
What’s new
•
Newsletters
•
Court cases & Analysis
•
Technical information
The website's key features are:
•
Central repository for all tax-rich information
•
Speed to market: latest information
•
Integration into social media
•
Advertise your services as a tax specialist and find a tax
specialist referral system
•
Community of tax practice
•
Access to tax related products and services

Summary of court case – Sibakhulu Construction (Pty) Ltd v
Wedgewood Village Golf and Country Estate (Pty) Ltd dealing
with the registered office of a company
The Western Cape High Court recently considered the issue of the
‘residence’ of a company under the new Companies Act (the ‘2008
Act’) in the matter of Sibakhulu Construction (Pty) Ltd v Wedgewood
Village Golf and Country Estate (Pty) Ltd.
The case deals with the winding up request by an applicant and a
subsequent application for business rescue by another respondent.
The application for business rescue was made in the Port Elizabeth
High Court, whilst the application for winding up was made in
the Western Cape High Court. The case was then decided by
determining the jurisdiction of where the company resides. The issue
then arose whether the winding up needs to be put on hold whilst
the business rescue process is continuing. The jurisdiction of the
court impacted the decision and the business rescue application.
Judge Binns-Ward found that if the company has more than one
office, its ‘principal office’ must be its registered office in accordance
with section 23(3) of the 2008 Act. The term ‘principal office’ is not
defined in the 2008 Act. Looking at the 2008 Act’s requirements
as to what must be kept at its registered office (sections 24 and
28), the court concluded that the principal office should be the
place where “the company’s general administration is centred”. The
judgement acknowledges the fact that under the Companies Act,
1973 there was a possibility of a distinction between a company’s
registered office and its “main place of business”. The judgment also
refers to the fact that in practice a company’s registered address
under the Companies Act, 1973 was “often an address chosen for
convenience rather than an office of the company in itself in the
ordinary sense, frequently the registered office of a company was for
example that of the company auditors”.
The Companies Act, 2008 requires the registered office and the
principal place of business for jurisdictional purposed to be the same.
As the transitional provisions do not make reference to the issue of
a pre-existing company’s registered office the result must therefore
be that a pre-existing company is obliged to change its registered
office in terms of section 23(3)(b) of the 2008 Act if the registered
office does not agree with the principal place of business.
The judge considers that a company can only reside at the place of
its registered office and therefore in respect of every company there
would only be a single court in South Africa dealing with winding –up
and business rescue matters.

For more information go to www.taxsuite.co.za
Withdrawal of the Guide on the Corporate Law Amendment
Act
Due to the introduction of the Companies Act 71, 2008 and the
repeal of the Companies Act 61 of 1973 SAICA has decided
to withdraw the Guide on the Corporate Law Amendment Act
effective immediately. This guide was issued in October 2008 by
the SAICA Ad-hoc Committee on Corporate Law (ACCL) as a result
of the Corporate Law Amendment Act that became effective on 14
December 2007. The purpose of the guide was to provide practical
guidance to members on certain provisions of the Amendment Act
that requires greater clarity.

The judgment concluded that the business rescue proceedings
instituted in the Port Elizabeth High Court have not been competently
instituted and are not accepted.
Based on the above, companies should revisit the decision of having
their auditors/company secretaries listed as the registered office.
Companies should ensure that the CIPC records reflect the address
of the principal office if there is more than one office. To change
the registered office, companies must file notice of change of the
registered office with the CIPC. There is no filing fee payable.
For more Technical news, please visit www.accountancysa.org.za. asa
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South African

... still the only software in SA to be able to eFile a
tax return straight into the SARS eFiling system ...

COMMITTED TO MAINTAIN IFRS

S

outh Africa’s chartered accountants are pitching to assist the
Financial Reporting Standards Council (FRSC) to maintain our
country’s pre-eminent global position in auditing and financial
reporting standards.
The Financial Reporting Standards Council has now been
established in terms of the new Companies Act and completes the
alignment of South Africa’s company reporting with the International
Financial Reporting Standards (IFRS).
Jeff van Rooyen, the FRSC’s first Chairman, said that it is the fitting
link South Africa needs to the IFRS guidelines as issued by the
International Accounting Standards Board (IASB). Van Rooyen is also
a Trustee of the IFRS Foundation, the governing body of the IASB.
Van Rooyen further states that, “the FRSC will listen to business
needs with regard to the issuing of financial reporting standards, but
also has a duty to advise the Minister appropriately on matters of
financial reporting standards in the country.”
Companies are to adopt IFRS for their accounting requirements,
while qualifying smaller companies should adopt IFRS for SMEs.
Sue Ludolph, SAICA’s Project Director: Financial Reporting, says that
in 2011 SAICA and other stakeholders responded to the Minister
of Trade and Industry’s call for nominations to FRSC membership.
Ludolph comments, “We are delighted that 12 of the FRSC
members are chartered accountants [CA(SA)]. This demonstrates
the CA(SA) profession is committed to maintaining financial
reporting standards”.
The Minister of Trade and Industry to date has appointed 13 of
17 members to the FRSC, which is to replace the Accounting
Practices Board (APB) established in 1973. In extending SAICA’s
congratulations to those appointed, Ludolph says the composition of
the Council is a “significant accomplishment for financial reporting
in South Africa”.
Moses Kgosana, chairman of the APB, believes that “the calibre of
candidates selected will serve South Africa well and stand it in good
stead in maintaining its pre-eminent position on the world stage”.
He says that the APB will do all that is possible to ensure an orderly
transition of the financial reporting standard-setting process in South
Africa. The APB is likely to dissolve as a result of the establishment
of the FRSC. Kgosana notes “In the 39 years of its existence, the
APB has played a significant role in ensuring that South Africa has
been recognised in the international market for having world class
financial reporting. The APB was instrumental in harmonising South
Africa’s accounting standards with international best practice from
1995. The APB decided in 2003 to adopt IFRS as Statements of
Generally Accepted Accounting Practice, in order to position the
South African capital market as an attractive investment destination”.
“This is no doubt another compelling reason why South Africa
has been ranked number one, for the second year in a row, for its
auditing and reporting standards by the World Economic Forum’s
Global Competitiveness Report,” Kgosana concludes. asa
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on his high horse

COMPENDIUM OF
TAX LEGISLATION

ts to
of Tax Legislation examines the amendmen
The 2012 edition of Juta’s Compendium Appearing as a multi-volume publication, the
South African tax law through a new lens.
2012 edition comprises:
the Tax
Act, the Value-Added Tax Act and
• Volume 1 – The Income Tax by Parliament in the last quarter of 2011)
Administration Bill (as approved
ed Tax
to the Income Tax Act and Value-Add
• Volume 2 – Supplementary material on Notes, Practice Notes, Binding Private
Interpretati
s,
Act (including Regulation
and General Rulings)
pieces
other
numerous
the Estate Duty Act and
• Volume 3 – The Transfer Duty Act,Digest
of tax legislation, as well as a Case
Laws
Laws Amendment Act and Taxation 2012
Taxation
the
of
terms
in
ts
All amendmen
25 of 2011) are incorporated in the
additional
Second Amendment Act (Acts 24 and
the coming into operation (date and
Compendium. Information relating to provision of Acts 24 and 25 of 2011 is provided
data supplied in the Acts) of each specific section, subsection or paragraph affected by it.
as part of the annotation in respect of the
d the tax legislation by incorporating
and
In Volume 1, Juta Law editors have consolidate
recent amendments come in to operation)
the ‘prelex’ (legislation in force before only come into operation after 1 April 2012).
‘pendlex’ (pending legislation that willuse of shading to indicate the prelex and pendlex,
The text is clearly differentiated by the
into the text, further enhancing the reader’s
and effective dates have also been added
able to read and
therefore
are
rs
practitione
Tax
understanding of the relevant changes. understand the impact of future legislation.
interpret the changes to tax laws, and to
in the Act
table of contents – arranged by section
In Volume 2, the editors have created a each subdivision found in the volume. This will
as well as numerically – in respect of information. An updated and expanded Case
assist readers in their search for specific
Digest has been included in Volume 3.
and
the 2012 edition will indeed be a reliable
Demystifying the myriad of tax legislation,
rs.
invaluable resource for all tax practitione
g
the advantage of informally consolidatin
First and foremost, this compendium hasaccessible despite the multitude of ongoing
remains
law
the
and
all of these laws so that
compendium now integrates pending
annual amendments. In this vein, the so that the reader can easily contextualise
expiring provisions into the main text This contextualisation includes easy access
all outgoing and incoming adjustments.accurately determine start and end dates as
effective dates so that practitioners can
applied to particular transactions.
Keith Engel

ONE SMALL EXAMPLE OF A LOOMING ISSUE

Charles Hattingh CA(SA), Chartered Financial Analyst, is the Managing Member of P C Finance Research cc.

Chief Director: Legal Tax Design
National Treasury

T

severely told off for “trying to by-pass the
system”.
COMPENDIUM

his tale is one small example of a
massive issue that no one yet seems
willing to expose. When I shared it at an
accountants’ workshop, similar “war”
stories came back at me from all sides. So
here it is.

JUTA’s 2012

First and foremost, this compendium

has the advantage of informally consolidatin
all ofthe
g
these lawscall
so that thecentre
law remains accessible
On telephoningannual
I was
despite the multitude of ongoing
amendments. In this vein, the
expiring provisions into the main text compendium now integrates pending and
so that the reader can easily contextuali
all
outgoing
and incoming adjustments. now
informed that my
corporation
owed se
effective dates so that practitioners can This contextualisation includes easy access
accurately determine start and end dates
applied to particular transactions.
R5 704,46, being
an amount of R2 485 IKeith Engelas
had overpaid in error to SARS in 2001 (note:
OVERPAID) plus penalties and interest
thereon. And I was also informed that my
corporation’s 2000 PAYE reconciliation
was outstanding, which was a new and
unwelcome surprise. I wrote a letter
giving evidence that in fact SARS owed
my corporation R2 485 plus interest and
requested my granddaughter to deliver it
to the SARS Randburg offices. She was
informed that she could not hand in this
letter without a sworn affidavit from my
corporation.

To enable my corporation to collect
outstanding debts from public sector
organisations such as the Rand Water
Board, the CSIR and the Development Bank
of Southern Africa, I had to obtain a tax
clearance certificate, which I duly applied for
on 12 July 2010. Our application was turned
down. On telephoning the call centre I was
told that my corporation had paid the STC
one year late and was subject to a fine plus
accrued interest and that my corporation
had not completed an IRP 5 reconciliation
for 2001 – which was ten years ago! Those
were the days when I would personally hand
in these reconciliations.
Not having the computer skills to
download the programme required for the
reconciliation, I paid an accountant R5 000
to resolve this matter and assembled all the
evidence proving that I had paid the STC
in time. I then paid a visit to the Randburg
branch of SARS.
After two hours of playing “musical chairs”
in trying to get attended to, I at last met
with a surly consultant who declared that
SARS does not make mistakes such as this
and that I needed to put the whole situation
in writing on a company letterhead. He
refused to look at my financial statements
showing that I had paid the dividend in
2010. He gave me permission to hand the
letter directly to him on my return to avoid a
“musical chairs” replay.
Two hours later I returned to deliver the
letter only to be confronted by two security

Chief Director: Legal Tax Design
National Treasury

guards that would not allow me to deliver
it to the consultant - who I could see idly
sitting at his desk. Having played scrumhalf
in school rugby, I ducked between the
two “heavies”, handed the letter to the
consultant and was berated by one of the
fumbling security guards for having bypassed the “musical chairs” procedure. A
classic rugby sidestep enabled a quick exit
past the guard and back to my car.
Two weeks later I commenced a routine
of phoning the call centre once a week.
Each week I was told that the matter was
in the system and had been “escalated”
to a supervisor. I have since accumulated
enough reference numbers to publish a
book of random tables… Eventually, in
frustration, I telephoned a SARS contact
based at its Alberton office who had
previously helped me with queries, to be
asa I june 2012

I have at last realised that I may never win
this battle against what I believe to be
blatant malpractice. My deep experience
of the International Financial Reporting
Standards and many years of experience
with government organisations make
me an invaluable resource to the public
sector, but I effectively am barred from
contributing my skills. For the sake of my
sanity and peace of mind I have written off
the amounts owed to me by various public
sector agencies as being uncollectible.
This incident, and similar ones described
by other accountants, is illuminating
an issue within SARS that may be
preventing the public sector from
accessing skills that it clearly and
urgently needs. This may well prove to be
a massive but fixable problem which no
one with the necessary authority appears
to be tackling it. asa

COMPENDIUM OF
TAX LEGISLATION

Demystifying the myriad of tax legislation,
invaluable resource for all tax practitione the 2012 edition will indeed be a reliable and
rs.
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I then called a past student of mine who
• Volume 1 – The Income Tax
Act, the Value-Added Tax Act
now works at SARS.
He
acknowledged
that
and
Administration
Bill (as approved
by Parliament in the last quarter of 2011)the Tax
• Volume 2 – Supplementary material
to the
Income
Tax Act and Value-Added Tax
I had a good case,
advised
me
to
download
Act (including
Regulations, Interpretati
on
Notes,
Practice
Notes,
Binding
Private
and General Rulings)
an ADR 1 form• from
the
Volume 3 – The
TransferSARS
Duty Act, the website, and
of tax legislation, as well as a Case DigestEstate Duty Act and numerous other pieces
All
amendments in terms of
to follow the procedure
ittheadvises.
After an
Taxation
Second Amendment Act (Acts 24 and Laws Amendment Act and Taxation Laws
25 of 2011) are incorporated in the
Compendium. Information relating to
2012
the coming
into operation (date and additional
hour of waiting
for inathecall
centre
consultant
data supplied
Acts) of each
specific
as part of the annotation in respect of the provision of Acts 24 and 25 of 2011 is provided
section, subsection or paragraph affected
by it.
to help accessthe
this
form,
I
made
the
tactical
In Volume 1, Juta Law editors have consolidate
d the tax legislation by incorporating
‘prelex’ (legislation in force before
‘pendlex’ (pending legislation that willrecent amendments come in to operation) and
only come
into operation after
decision that this
conflict
wasting
too
The text is clearly
differentiated bywas
the use of shading to indicate the prelex1 April 2012).
and pendlex,
and effective dates have also been added
into
the text, further enhancing the reader’s
understanding of the relevant changes.
practitione
much valuableinterpret
time,
so paid Taxthe
disputed
the changes to tax laws, and to understand rs are therefore able to read and
the impact of future legislation.
In Volume 2, the editors have created a
table of contents – arranged by section
fine and reapplied
fory –ain respect
taxof clearance
as well as numericall
each subdivision found in the volume.in the Act
assist readers in their search for specific
This
information. An updated and expanded will
Digest has been
Case
certificate. Again
it included
wasin Volume
declined.
3.

On 28 February 2010 my corporation
paid a dividend of R240 000 out of cash
accumulated over several years to reduce
reinvestment risk and not leave cash idle.
I paid the STC of R24 000 on the dividend
within the prescribed time, properly
filled in the IT 56 and received an IT 45
acknowledging receipt of payment.
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The 2012 edition of Juta’s Compendium
of Tax Legislation examines the amendmen
South African tax law through a new lens.
Appearing as a multi-volume publicationts to
2012 edition comprises:
, the
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Click on the banner advert
at www.jutalaw.co.za to view
the practical features that
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to tax legislation.

Demystifying the myriad of tax legislation, the 2012
edition includes:
■

■

Volume 1: The Income Tax Act, the Value-Added Tax Act
and the Tax Administration Bill

COMPENDIUM OF
TAX LEGISLATION

The 2012 edition of Juta’s Compendium of Tax Legislation examines the amendments to
South African tax law through a new lens. Appearing as a multi-volume publication, the
2012 edition comprises:
Volume 1 – The Income Tax Act, the Value-Added Tax Act and the Tax
Administration Bill (as approved by Parliament in the last quarter of 2011)

•

Volume 2 – Supplementary material to the Income Tax Act and Value-Added Tax
Act (including Regulations, Interpretation Notes, Practice Notes, Binding Private
and General Rulings)

•

Volume 3 – The Transfer Duty Act, the Estate Duty Act and numerous other pieces
of tax legislation, as well as a Case Digest

All amendments in terms of the Taxation Laws Amendment Act and Taxation Laws
Second Amendment Act (Acts 24 and 25 of 2011) are incorporated in the 2012
Compendium. Information relating to the coming into operation (date and additional
data supplied in the Acts) of each specific provision of Acts 24 and 25 of 2011 is provided
as part of the annotation in respect of the section, subsection or paragraph affected by it.
In Volume 1, Juta Law editors have consolidated the tax legislation by incorporating
the ‘prelex’ (legislation in force before recent amendments come in to operation) and
‘pendlex’ (pending legislation that will only come into operation after 1 April 2012).
The text is clearly differentiated by the use of shading to indicate the prelex and pendlex,
and effective dates have also been added into the text, further enhancing the reader’s
understanding of the relevant changes. Tax practitioners are therefore able to read and
interpret the changes to tax laws, and to understand the impact of future legislation.

Demystifying the myriad of tax legislation, the 2012 edition will indeed be a reliable and
invaluable resource for all tax practitioners.
First and foremost, this compendium has the advantage of informally consolidating
all of these laws so that the law remains accessible despite the multitude of ongoing
annual amendments. In this vein, the compendium now integrates pending and
expiring provisions into the main text so that the reader can easily contextualise
all outgoing and incoming adjustments. This contextualisation includes easy access
effective dates so that practitioners can accurately determine start and end dates as
applied to particular transactions.
Keith Engel

■

FREE supplement containing the Rates and
Monetary Amounts and Amendment of Revenue
Laws Bill [B 10-2012], introduced on 13 March.12]

Chief Director: Legal Tax Design
National Treasury

COMPENDIUM OF
TAX LEGISLATION

•

Volume 1 – The Income Tax Act, the Value-Added Tax Act and the Tax
Administration Bill (as approved by Parliament in the last quarter of 2011)

•

Volume 2 – Supplementary material to the Income Tax Act and Value-Added Tax
Act (including Regulations, Interpretation Notes, Practice Notes, Binding Private
and General Rulings)

•

VOLUME 1

Volume 3 – The Transfer Duty Act, the Estate Duty Act and numerous other pieces
of tax legislation, as well as a Case Digest

INCOME TAX ACT

All amendments in terms of the Taxation Laws Amendment Act and Taxation Laws
Second Amendment Act (Acts 24 and 25 of 2011) are incorporated in the 2012
Compendium. Information relating to the coming into operation (date and additional
data supplied in the Acts) of each specific provision of Acts 24 and 25 of 2011 is provided
as part of the annotation in respect of the section, subsection or paragraph affected by it.

VALUE-ADDED TAX ACT

TAX ADMINISTRATION BILL

In Volume 1, Juta Law editors have consolidated the tax legislation by incorporating
the ‘prelex’ (legislation in force before recent amendments come in to operation) and
‘pendlex’ (pending legislation that will only come into operation after 1 April 2012).
The text is clearly differentiated by the use of shading to indicate the prelex and pendlex,
and effective dates have also been added into the text, further enhancing the reader’s
understanding of the relevant changes. Tax practitioners are therefore able to read and
interpret the changes to tax laws, and to understand the impact of future legislation.
In Volume 2, the editors have created a table of contents – arranged by section in the Act
as well as numerically – in respect of each subdivision found in the volume. This will
assist readers in their search for specific information. An updated and expanded Case
Digest has been included in Volume 3.

Demystifying the myriad of tax legislation, the 2012 edition will indeed be a reliable and
invaluable resource for all tax practitioners.

JUTA’s

First and foremost, this compendium has the advantage of informally consolidating
all of these laws so that the law remains accessible despite the multitude of ongoing
annual amendments. In this vein, the compendium now integrates pending and
expiring provisions into the main text so that the reader can easily contextualise
all outgoing and incoming adjustments. This contextualisation includes easy access
effective dates so that practitioners can accurately determine start and end dates as
applied to particular transactions.
Keith Engel
Chief Director: Legal Tax Design
National Treasury

2012

COMPENDIUM OF
TAX LEGISLATION

2

VOLUME 2
SUPPLEMENTARY MATERIAL TO THE
INCOME TAX ACT

SUPPLEMENT TO

JUTA’S COMPENDIUM
OF TAX LEGISLATION

AND

2012

VALUE-ADDED TAX ACT

Rates and Monetary Amounts and Amendment
of Revenue Laws Bill [B 10-2012]

COMPENDIUM OF
TAX LEGISLATION

In Volume 2, the editors have created a table of contents – arranged by section in the Act
as well as numerically – in respect of each subdivision found in the volume. This will
assist readers in their search for specific information. An updated and expanded Case
Digest has been included in Volume 3.

JUTA’s 2012

The 2012 edition of Juta’s Compendium of Tax Legislation examines the amendments to
South African tax law through a new lens. Appearing as a multi-volume publication, the
2012 edition comprises:

COMPENDIUM OF
TAX LEGISLATION

Volume 3 (available July 2012): The Transfer Duty Act,
the Estate Duty Act and numerous other pieces of tax
legislation, as well as a Case Digest

1

JUTA’s 2012

■

•

JUTA’s 2012

Volume 2: Supplementary material to the Income Tax
Act and Value-Added Tax Act (including Regulations,
JUTA’s 2012
Interpretation Notes, Practice Notes, Binding Private
and
General Rulings)

JUTA’s
2012

COMPENDIUM OF
TAX LEGISLATION

SAIT_JUTA_supplement.indd 1

2012/03/15 4:55 PM

Price is for Vol. 1, 2 and supplement. Incl. VAT, excl. delivery and is valid until 30 June 2012.

Contact Juta Law Customer Services, tel. +27 21 659 2300, fax +27 21 659 2360, cserv@juta.co.za

www.jutalaw.co.za

commentary|africa

Africa - the forgotten giant
OFFERS AN UNTAPPED MARKET
Mohsien Hassim CA(SA), NDip (Elect Eng), B.Compt (Hons), CISA, Cert (Mkt Mngt), MBA, is a
Senior Manager with a major bank and a part-time MBA lecturer.

I

n many quarters Africa is still seen as the “dark continent”, with its
future prospects clouded by pessimistic news coverage and its business
environment poorly understood through inadequate commercial research.
Elsewhere in the world, business is business, regardless of one’s trading
partners - but Africa is perceived to be different. The good news is that this
perception is changing - and for the better. Africa, the once forgotten giant,
offers a largely untapped and vast market of over 1 billion people.
Africa is rich in undeveloped land and natural resources – a strategic
advantage that must be leveraged by its governments to maximise the
benefits for their populations. This vast untapped wealth has attracted the
attention of economic superpowers such as China and the USA.
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Such great opportunity, however, presents even greater challenges, as
businesses attempting to enter these markets are faced with the hurdle
of local shortages of management and specialised skills. Over the next
three or more years African economies are expected to grow at more than
5% per annum, which should trigger a 75% or more rise in the import of
expatriate skills. Much of this influx could – and should – comprise Africans
having gained expertise elsewhere, returning to their home countries.
Indeed, the costs of doing business in Africa are declining as a wave of
economic liberalisation and democratisation sweeps across the continent.
African governments are redrafting laws to open up their economies to
outside investment. Nevertheless, Africa remains a complex place to do
business and classic western-style business practices won’t work without
understanding the dynamics of the African political and commercial
landscape. Increasing research into African business is making it better
understood and reducing risk levels. The prospect of significant returns on
investment is music to the ears of potential investors.
Even so, this is not the time for complacency, as postcolonial Africa works
to overcome its tragic legacy of economic stagnation, political instability,
civil wars and poverty. A primary challenge as African economies grow and
develop is to reduce its dependency on expatriate workers as its key source
of skilled labour. A key problem is that Africa generally lacks adequate
higher education infrastructure, so that in recent decades the most talented
and skilled Africans left home in search of better education in established
economies like France, the UK and the USA. Many of these graduates
did not return home after their studies and assimilated into well-paying
positions in their host countries. In a sense Africa is fortunate that the
global financial crisis and consequent fragility of western economies have
reduced the positions available to expatriate Africans in those job markets,
resulting in many skilled Africans returning to their home countries. The
continent now has a golden opportunity to attract its talented daughters and
sons of the “African diaspora” back home, as well as retaining skilled young
Africans in local and growing economies.
Businesses operating in Africa with premises on the continent confirm the
need for skilled local employees to manage their African operations, as
these managers have an intrinsically better grasp of local markets, cultures
and challenges than imported expertise. Although commercial regulations
are being reworked, there remains complex local legislation that may even
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differ from region to region within the same country. This is further
exacerbated by the multitude of customs, practices, religions,
languages and trade barriers that challenge the ability of expatriate
personnel to forge sound business relationships.
Africa’s vast mineral wealth and untapped consumer markets offer
almost unparalleled markets to companies up to the challenge. They
will require business acumen, courage, appropriately skilled and
experienced staff and an appetite to venture into new markets. They
need also be wary of obstacles that may arise at the last moment an unfortunate reality of African business.
Competent management without visionary leadership is like a ship
with an excellent crew and no rudder. Business relationships in
Africa should be underpinned by the spirit of “Ubuntu” (I am what I
am because of who we all are), which will resonate with Africa’s bighearted capacity for compassion, reciprocity, dignity and humanity in
the interests of building communities. Ubuntu should be applied in

terms of good corporate governance and sound business practices.
Although Africa may be viewed as an emerging economy, it is a
media-fed misconception that the continent is in the “dark ages”.
Africa is waiting for businesses with integrity and leadership to
fulfil the needs of a 1 billion population with expanding disposable
income. Immense rewards await those able to succeed. Africa waits,
but not forever. The moment for good business in Africa is now.
Legendary world heavyweight champion boxer Joe Frazier once said:
“You can map out a fight plan or a life plan, but when the action
starts, it may not go the way you planned, and you’re down to your
reflexes. That’s where your roadwork shows. If you cheated on that
in the dark of the morning, well, you’re going to get found out now,
under the bright lights.” asa
Sources:
African Journal of Business Management
The New Africa-Ernst & Young
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how to lead
BY SA’S MOST ADMIRED LEADERS

I

ntegrity, accountability, responsibility –
that is just a few of the characteristics
of successful leaders … And if you could
have a few minutes of time from some of
the most admired leaders in our country
… this is what they’ll tell you about taking
the lead:
Alan Knott-Craig, CEO of CellC
“People lead instinctively and intuitively
– and it might sound general, but I don’t
think people lead in a academic sort of way.
For example, if you walk into a place, you
will have a perception of the place before
you go there, but even as you’re walking
through the doors, your perceptions are
changing - if it’s not changing then there is
something wrong with you.
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As you walk down the corridors, as you
meet people, as you shake people’s hands,
your perception continually changes, and so
that which you want to do has to change all
the time. This happens quickly and because
of that, it has to happen instinctively and
intuitively. If you’re not comfortable leading
that way then you may be a good leader for
something else, but you won’t be a good
leader in a crisis.”
Adrian Gore, CEO of Discovery
“I believe leaders are positive and
optimistic – this doesn’t mean they
walk around with a smile and never see
obstacles or challenges. They have an
innate belief that they can find a way. They
have a positive disposition and, therefore,
invariably make better decisions. Leaders
make time to dream, think big and then
set goals to get there. They have a sense
of urgency – and innate understanding
that time is limited and therefore act
accordingly. They never stop learning – the
more you learn, the more your capacity
to learn increases. Successful leaders
are persistent – they always feel they can
squeeze out more time, productivity or
profit. And leaders are honest – they have
integrity.”
Moses Kgosana, CE of KPMG in South
Africa
”We live in an interconnected world
where our actions impact others and their
actions impact us – the African philosophy

of Ubuntu. While this clearly affects
every one of us, leaders have a particular
responsibility towards the people they
serve. Leadership is a calling – requiring
a clear commitment regardless of any
personal adversities that may arise and a
firm resolve to stay on course and to go the
distance.
I owe a great deal to the late Dr Nthato
Motlana – a man who inspired me as a role
model and friend, and who I regard as one
of South Africa’s largely unsung heroes. Dr
Motlana undoubtedly shaped my business
thinking. Most importantly, he taught me
to focus. I also learned how essential it is
to know your own shortcomings and to
seek help. A leader cannot be everything
but has the driven ability to bring out the
best in others”.
Maria Ramos, CEO of ABSA
Maria Ramos was once quoted as saying,
“Working with Nelson Mandela, you learn
very quickly that power is not something
you use – it’s something you are a
custodian of.” Maria tells that she really
believes that you can achieve much if you
understand that leadership is more about
service than about the exercise of power.
If you want to be a successful leader, you
must surround yourself with people who
are smarter than you.
Leaders must be close to the people
they lead, provide guidance and
direction and take the necessary
risks in order to take their
organisations and people they
lead from one level to the next”.

Elen Wiener, MD of Epic
Communications
“My view of what makes a good leader has
evolved as my own business has grown.
When I was starting up, I thought being a
good leader meant endeavouring to get the
best out of myself. As the business and
the team expanded however, I have come
to realise that being a good leader means
being able to get the best out of those
around me. A good leader leads by making
sure the right people are in place and that
they have everything they need to succeed.
This included structures, resources and
motivation. Good leaders inspire. I believe
that having the best people is everything.
This means ensuring you attract the best
talent, identifying current and future ‘stars’
and ensuring that every effort is made to
retain and grow them.”
Gail Curtis, Group CEO of Saatchi &
Saatchi
“Nothing pleases me more than to coach
and inspire my team to reach a place where
we can all win and experience the highs
and lows together. I believe people make
up the organisation – culture is critical and
sharing
Suresh Kana, CEO
of PwC Southern Africa

“Leadership is first and foremost
about integrity, accountability and
responsibility. A good leader is one who builds
relationships, leads by example and seeks to
develop and empower those around him as he
realises that he should not and will not be in power
forever. This is an important aspect of my leadership
Keven Welman, MD of
style and philosophy, which is collaborative and has
Fleishman Hillard, SA
a strong developmental perspective. Being a good
“I kept a quote I heard early in
leader requires flexibility and agility, especially in the
my career, ‘A good leader gets
dynamic and complex business environment in which
people to do what he would
we operate. I have learnt as a leader that failures and
like them to do, but he makes
mistakes are often, in hindsight, the best learning
them want to do it.’ The key to
experiences and the important thing is to learn
leadership is to share your vision,
and move on – embrace it as the teacher that
a vision – not a plan, show the
it is. Lastly, combining one’s passion with
team what you believe in and why
one’s work is critical, as the saying goes
they should join you on your journey.
“Choose a job you love and you
You need to inspire people – an inspired,
will never have to work a day
motivated workforce can conquer almost
in your life”.
any challenge”.

asa I june 2012
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a purpose is tantamount to creating a
hothouse for world-changing ideas. As a
CEO you have to know what’s going on in
the world, to be in touch with business and
with people.
Gone are the days of big bosses
pontificating from the top of a heavy
hierarchical structure. We must sit in the
sandpit to find solutions. I’m ever mindful
of obstacles, but my main focus is always
on the desired end result.”
Mark Cutifani, CEO of AngloGold Ashanti
”Leadership is about people, because they
are the business and more valuable than
all the assets. It is also about articulating
a vision, a direction and helping people
understand what the vision is. Leaders
have to build trust – that is what binds the
organisation and its people together.
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Leadership is far more than the numbers
or the facts that you have to deal with on
a day-to-day business – show your people
that they're important and that you listen
to them“.
Michael Davis, MD of ContinuitySA
“Be inspired and be inspirational – Be
inspired by the goodness of people and
great actions of those around you. Look
to others to learn to improve you. Be
inspirational by providing a good example
for others to follow from. Be honest to
admit to mistakes and learn from them.
Walk tall and only act in a way that you
know would be inspirational to others. Be
prepared to lead from the front, that is,
do not ask anyone to do anything that you
would not be prepared to do yourself. A
good leader brings out the best in people
and combines that collective effort because everyone has different talents - to
get the best out of an organisation. A good
leader does not shy away from difficult
decisions.” asa
Sources:
www.leadershipplatform.com
www.leader.co.za
www.marketingweb.co.za
Destiny magazine: April 2012
www.leadershiponline.co.za
asa I june 2012
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leadership lessons
NURTURING THE FUTURE
Steven Cohen CA(SA) is the managing director at Pastel Accounting.

I

n 1989 my partners and I started a company with the three of
us and two staff. Today, that business is the country’s leading
developer of accounting and business software supplying 52
countries and is part of the London listed Sage Group plc. The
past 22 years haven’t all been plain sailing; building a business is
tough! We’ve had some mind-blowing exciting times and some
really low and depressing periods too but mostly it’s been a case
of taking one step after the next. Most people comment that my
partners and I had the right mindset to get where we did - a truly
entrepreneurial mindset - and while I agree that we are successful
entrepreneurs, we like to think that it’s our management style
– amongst other things – that’s helped us get to where we are
today.
You can have the best idea in the world but if you don’t know how
to build it into a sustainable business, you have nothing! So how
have our management and leadership styles taken us to where we
are?
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Well firstly, they aren’t the same thing. To me, management is the
efficient day-to-day running of the business; making sure you have
an IT infrastructure that never falls over, an accounts department
that ensures invoices go out on time and an HR team that brings
the right people into the business and makes sure that they are
generally happy coming to work and giving their best every day.
Leadership is about creating a vision for the business and ensuring
that everything you do takes the business a step closer to that
future reality. It’s about creating a space where your staff feel
fulfilled and inspired and it’s about being altruistic enough to create
products that your market wants to keep buying.
As we grew, we empowered key people to take control of the
management issues. We became hands-off but not uninvolved.
For example, when it comes to hiring employees, I believe that it’s
better to pay more money for a good person with the right overall
fit for the organisation, including the appropriate work ethic, rather
than a person who has the “right credentials”. Many businesses
may be tempted to pay less for a mediocre person who they
believe can be taught the right stuff on the job – not me; and that
is the employment ethos my HR department is responsible for
fulfilling.
I always lead by example. This way, new recruits know exactly
what is expected from them and I’m not scared to chat to anyone
face to face if they aren’t meeting my expectations; this isn’t only a
task for HR. Of course, I also take the time to recognise the ones
who go the extra mile. I think that it’s important not to paralyse
employees by hurting them when they make mistakes. Rather let
them operate in a supportive environment where they learn from
their mistakes. If you don’t, you will suffocate your business in the
pursuit of perfection.
At the end of the day a leader needs to create a workplace that
people love coming to and do the best possible job while they are
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there. Below is a diagram I show my staff all the time: I constantly
question which quadrant every single person in my organisation
sits in.

Employee
taking
advantage of
the employer

At best
this is the
quadrant you
want to be in

Lousy for
both the
employee
and
employer

This isn't
great but at
least your
employer is
scoring

Do I love the
vibe at my
workplace?

come with challenges, including shareholders that you don’t want in
the long run. Integrating two businesses also involves streamlining
different cultures, systems and work ethics into one entity with
common values and goals – not always an easy task.
During our growth phase we were constantly fraught with anxiety,
whether about our competitor’s next move, our overheads or other
issues. We realised early on that running a business is stressful,
but it’s imperative not to let this strangle your ideas. Think big, keep
your feet on the ground and work on your emotional intelligence
to be able to treat mistakes as growth opportunities! I think that
self awareness is very important particularly in a business like ours
where intellectual capital is fundamental to our success. We are
in the ‘thinking’ business so decisions can’t happen in a dictatorial
manner; people need to feel included. However, as the leader you
have to make decisions – bottlenecking activity can be one of the
most de-motivating things for the people who work for you.
Don’t forget: if you don’t have customers, you don’t have a
business. So, look after them; talk to them, understand their
needs and how they expect you to fulfil them. In the early days I
used to dismiss my partners for spending time on “shooting the
breeze” with others. I used to think that building a successful
business required me to sit at my desk and get stuff done. But all
the networking my partners did, contributed phenomenally to the
success of the business. So, today I spend a lot of time just talking
to people, my clients included.

My quality of
work.
Another area where the management versus leadership debate is
a hot one relates to the day-to-day finances. Maybe because I’m
a chartered accountant by profession but I think it’s important to
track your cash flow and financial position all the time; financial
statements are the lifeblood of any business and should never
be disregarded. For business owners who don’t have a finance
background, it’s imperative to know your financial terminology to
ensure that you understand the nitty gritty of your business. And
apart from balancing the books, I really recommend the use of
information systems to help track and report on daily operations –
this just gives such insight into the overall state of your business.
We use our own ERP system, Evolution, for this. What it does is
allow me, the CFO and in fact, the whole finance team to know,
at the click of a button, the status of anything from sales to stock
on hand to biggest customer, in real time. This is incredibly useful
when big decisions need to be made quickly because it takes the
guesswork out of the numbers!
But going back to the beginning, what were the big leadership
decisions we made that brought us to where we are today?
Firstly, we opted to begin with organic growth. Yes, it’s slower than
acquisitive expansion but is less risky in the long term because the
management team can form strategic goals from which to guide
the enterprise’s direction. This method also gave us a chance to test
our business model. Once we were listed we grew acquisitively
as well. Purchasing other businesses has its merits, particularly
in terms of gaining new customers and revenue quickly but it can

It’s also vital to acknowledge what you’ve done right in order to
replicate it – there’s no point reinventing something that isn’t
broken. In our start up phase there were a number of things that
I can say were right. We managed to sell our value proposition
confidently and always remained ahead of our competitors and
the industry challenges. We understood our landscape clearly and
always kept a lookout for the latest industry trends. We drew our
own conclusions and then shared this information with employees.
And we continue to do this - we have a monthly staff meeting and
there are no sacred cows!
So, what does the future hold for us? Well, we’re investing for
sustainability because the business needs to outlive its founders!
We have to keep on moving forward as procrastination is the
enemy of progress, so we continue to keep tabs on our competitors
but we’re constantly keeping our eye on industry trends. Some
important new trends have emerged, particularly in the online space
and we’re developing products that will change the way people
work – really! This isn’t hype; we’re developing technology that will
make a compelling difference to how businesses operate.
I’m leading the charge and am really excited about what the next 12
months hold!
If you ask me what’s my biggest challenge, without a doubt it’s
employing the right people and keeping them motivated and their
expectations realistic.asa

asa I june 2012
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from local to global
THE SOUTH AFRICAN WAY
Professor Nick Binedell, BCom, MBA, PHD is the Dean at University of Pretoria's Gordon Institute of Business Science.
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T

he cause of the international success
of many South African companies
lies in our economic history, which has
produced a high level of pragmatism, an
ability to move at speed and a willingness
to understand different cultures and
markets.
For a country of our size, South Africa has
produced a surprising number of world-

class companies. There must be something
in our economic history that has given us
the kind of innovative, pragmatic capacity
to do this. In fact, if the country were a
prize-winning bull, we could say that it
had sired a list of prizewinners – including
South African-based companies like Sasol
and Bidvest, as well as South African-linked
companies that originated here, like Anglo
American and SABMiller.
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After South Africa’s democratising in 1994,
local companies could legitimately expand
their operations and seek to compete
with many other nations in the race to be
global players. Several major players took
the opportunity and our list of corporate
champions grew accordingly.
I travel widely and meet with the
South African diaspora, including many
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individuals who are in CEO or other
senior positions. They explain that
specific South African attributes are
highly valued. Among them are our
“can-do” attitude and our ability to
handle change. They also speak of
our realism, forged in a multicultural
history, which has given a broad view
of the world, leading to this “can-do,
get-the-job-done” approach.
In my view the companies that have
been successful internationally (and
many haven’t quite succeeded)
built their capacities in the “frontier
mentality” of South Africa’s economic
history. Johannesburg remains the
hub of our economy and it is still
quintessentially a mining town with
a mining camp’s mindset. Perhaps
this kind of pragmatism, the capacity
to take risk, the urge to get things
done quickly and the willingness to
overcome almost any barrier, are
the foundations from which we have
produced these globally competitive
companies.
This capacity is observable in
mining, retail, financial services and
telecommunications. It will, if retained,
be an ongoing and important driver of
our long-term potential.
SAB Miller is a great case study of
a business that has wrestled itself
to pre-eminence. One would have
expected, that after years of South
African dominance, it would have
become lethargic, inward looking and
an unlikely candidate to achieve the
extraordinary results that it has.
Strong managerial leadership and good
governance by Meyer Kahn, Graham
MacKay and Norman Adami - and
other visionary leaders - as well as its
local origins, have been leveraged by
using visible (financial and technical)
and intangible (leadership and human
resources) assets. These have been
used to create the largest and most
global of South African companies.
Even though it no longer has its main
listing in South Africa, SABMiller’s

character and DNA are rooted in our
history.
What about Bidvest, which must be
rated as one of South Africa’s greatest
corporate success stories? Brian
Joffe and his team have taken a small
distribution business and in 20 years
expanded it into an extraordinarily
successful array of businesses with a
portfolio that spans the globe.
Bidvest’s approach - with its strong
financial disciplines - is extremely
unusual in today’s global economy.
The constant drive for excellence,
innovation and first-class financial
performance is a hallmark of the
Bidvest story.

SAB Miller is a
great case study
of a business
that has wrestled
itself to preeminence.
Entering a new market and a new
country requires an understanding not
only of the regulatory and legislative
framework, but, most importantly,
it requires an understanding of the
culture of a country - of how people, in
fact, operate in that country. In Africa,
as elsewhere in the world, there’s
no simple pattern and cultures vary
widely. Kenyans think, behave, and buy
and sell differently from Ghanaians or
Nigerians or Malawians. It’s the South
African willing curiosity about this that
has led to our successes.
Of course, we have also brought our
logistical and infrastructure skills. We
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are fairly used to operating with lean
infrastructure; we understand cash
management and debt collection;
we utilise the “roll-up-sleeves and
hands-on” approach that’s needed as
opposed to sitting in an ivory tower.
It’s getting out there and doing the
business personally that is part of the
South African style.
Thomas Friedman has told us that the
world is flat. It’s not flat, it is in fact
quite bumpy, but if you come from a
good South African heritage, part of
your legacy is this ability to quickly get
on with the job in an entrepreneurial
and dynamic way. The bumps are
there to be navigated.
It remains to be seen whether we
can continue to build this capacity.
South Africa certainly has the inherent
business strength to do so, not
only in core businesses but also in
professional services, where we are
ranked very highly. Our stock market
is renowned for its strength and is
supported by world-class financial
services.
The question is whether we are
hungry enough? On the one hand,
South Africa is very well located. We
are in a great time zone, we have
a good infrastructure for a middle
income economy, English language
skills, a strong private sector and so
on. On the other hand we are in a
modest neighbourhood.
I often wonder if our national appetite
for business would shoot up if Nigeria
and Zimbabwe swopped positions
and we had 150 million energetic
and entrepreneurial people on our
doorstep?
There is still so much to gain in the
years that lie ahead as South African
individuals and companies explore
these remarkable times. Dramatic
change is our bread and butter and
doors are opening for us to find
the places and spaces to do great
business. asa
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managing change
IS IT ABOUT COMPLIANCE, OR A NEW PROCESS?
Michael Glensor, DBL, is the Group Human Resource manager at Liviero Group.
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O

rganisational change is about ‘tweaking’ the organisation’s
strategy and operations and returning to the basics, or it
may be about searching for new processes, tools and techniques
that will help the organisation to navigate through the changes
that lie ahead.(Booysen and Beaty, 1997, Booysen, 2007, Nkomo
and Kriek, 2011).

With this in mind what are the new processes and techniques that
are needed to manage any organisational change effort?
Organisational change can be categorised into developmental,
transitional and transformational change efforts. Anderson (2002)
argues that with developmental and transitional change efforts, the
desired change and the process for achieving it are often clearly
defined and understood from the beginning of the change effort.
With this in mind, Anderson (2002) describes the overall impact of
the change effort on people as being minimal; therefore the change
process can be controlled and managed more easily.

Transformational change efforts, however, such as mergers
and acquisitions (M&A) and/or BBBEE, which are common to
the South African workplace, as Anderson (2002) reminds us,
cannot be managed or controlled, but must instead be taken
through a process of facilitation where the change leader puts
aside the right to command and control the process and rather
adopts a process of co-creation. Anderson (2002:2) defines
co-creation as the process of people working together, across
boundaries, to produce win-win-win results.
Burnes (2004) indicates that Organisational Change is an everpresent feature of organisational life, both on an operational
and strategic level, and it is for this reason that organisations
should develop their ability to identify where they need to
be in the future, and the actions they will need to take in
managing the changes required to get the organisation safely
into the future. 
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How does this impact some of the key transformation processes
taking place within South Africa today?
The current legislation as well as the proposed amendments
to the BBBEE Act have introduced a revised set of practices
and processes for South African businesses to transform
their organisations with. Many will argue that the legislation is
merely dictating or prescribing how business should transform
across a common set of BBBEE pillars, including: ownership,
management and control, skills development, employment
equity, preferential procurement, enterprise development and
socio-economic development. Likewise, experts in M&A have
argued for a simple but effective process with which to manage
organisational change, such as the four step model (Seo and
Sharon-Hill, 2005) ranging from a pre-merger to the stabilization
phase.
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So the ultimate question remains: Is managing change, and in
particular transformation, about compliance or is it about a new
or creative process?
If the organisation’s goal is to seek compliance to BBBEE,
or merge or acquire an external organisation based on its
operational requirements, for the sole purpose of increasing
competitive advantage or profit, the organisation would do well
to reconsider its overall approach and mindset with which it is to
going manage the organisational change effort.
It could be argued that compliance and profit are essential for
business in today’s global and local environment, but it would be
short-sighted. Why?
It all boils down to a matter of sustainability. Sustainability is
influenced by profit and compliance but an organisation with
a longer term view, which is focused on longevity as well as
survival, understands that real success is built upon the efforts
of joint participation, problem-solving and decision-making. The
current economic downturn both locally and globally has placed
many a business in survival mode, but the question remains: Will
a short-term solution provide the real answers that we need to a
much bigger and longer term issue?
Sustainability involves more than a mere cost-cutting exercise; it
involves a return to basics where core processes are reviewed
and changed if necessary to meet the new demands being
placed on the work environment.
Undoubtedly transformational change efforts such as M&A and/
or BBBEE place a great deal of stress on the organisation, and
the change leader that attempts to command or control the
change process without a facilitative mindset will rudely discover
that their change effort is most likely to fail as the following three
core change processes, which comprise a basic framework for
the South African environment (Glensor, 2010) are not adequately
addressed:

1. Failing to create a climate for change
BBBEE and M&A change efforts often fail as the change leader
spends little time on identifying what must be done and where the
organisation intends to go, and as a result little awareness is created
and the organisation is unable to prepare itself for the change effort.
2. L
 ack of engagement and enablement throughout the whole
organisation
A lack of awareness around BBBEE and M&A requirements is
further exacerbated by the failure of the change leader to engage
and enable the organisation through a process of participation, open
communication and dialogue on how to move or progress with the
change effort.
3. Failure to implement and sustain change/transformation
A lack of awareness and progress on the change effort furthermore
leads to a change effort that is short-lived or cannot be sustained
over the long-term, and with a resultant short-term vision most
change efforts start to fail as little effort is made to encourage
continuous learning through a joint sharing of knowledge by all the
relevant stakeholders.
What does this mean for the change leader in the South African
work environment?
Managing change within the South African business environment
does require a different mindset with a set of core change
processes which encourage a facilitative approach to change. The
actions of change leaders must embrace change, provide hope,
connect change to African values and champion diversity (Nkomo
and Kriek, 2011). asa
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developing the soft skills of professionals
THE HARD PART OF TALENT MANAGEMENT
Penny Abbott, M Phil., MHRP, is the Head of the HR Research Initiative at the SA Board of People Practices.

and lawyers) bring “a standard set of
solutions to a problem”, which is what
they are trained to do. By contrast, he
describes “general purpose business
executives [who] are trying to figure out
what makes sense for the organisation
... rather than turning to a standard tool
kit and rolling out an accepted solution.”
Ron Heifetz of Harvard’s School of
Government distinguishes between a
technical problem (one that experts know
to which to respond, since the knowledge
and capacity to solve the problem already
exists) and adaptive challenges (ones for
which the experts and authorities on the
issue have not yet developed an adequate
response). In order to create the new
knowledge and skills to address the
problem, the existing system itself may
need to undergo change.
It would seem, therefore, that it is only
when professionals become generalist
business executives, operating at
strategic levels of the organisation, that
the balance between the technical skills
set and the more complex, systemic
thinking skills of strategic leadership
needs to change.

O

rganisations today need to be staffed
and led by people with high levels of
expertise, professionalism and leadership
ability. Corporate failures, technology
change and social development have
highlighted the adaptive challenges that
organisations face.
In addition, organisations today
cannot afford to waste any of their
valuable people resources, but often
experience such wastage through
the loss of experienced professionals
to other organisations, or low levels
of employee engagement amongst
these professionals. This turnover and
lack of engagement are often due to

the perception by employees that the
organisation cannot offer them the
opportunities for development and
fulfillment in their work that they need
and want.
Such problems can often be traced to a
lack of soft skills amongst managers at all
levels and also amongst non-management
professionals. So it could be said that
talent management is about managing
soft skills development.
Professionals need soft skills
Wharton management professor Peter
Capelli believes that professionals
(he uses the example of accountants
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This viewpoint, however, does not take
into account the other “soft” skills that any
professional needs. Professionals at any
level need to have expertise in their specific
field plus a high level of professionalism.
Professionalism includes behaving in ways
that demonstrate to others that you:
•
are knowledgeable in your field, can
see the bigger picture and are able to
apply your knowledge to the situationspecific problem or issue;
•
lead others through the willing
contribution of your knowledge and
expertise to others in the workplace,
seeking to integrate your specialist
knowledge with other organisational
specialties to create effective and
sustainable systems and processes;
•
have integrity – you deliver on your
promises, abide by all legal and
organisational requirements, and
act ethically both in terms of your
professional code of conduct and
in terms of the employer’s code of
conduct; 
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deliver work of a high standard, on time, to meet or exceed
your internal customer expectations;
continuously update your professional knowledge and
personal leadership skills.

These professional behaviours imply that moral judgement
is brought to bear on what could be seen as purely technical
issues.
In many professions, people are asked to lead a team very
early in their careers. Team leadership requires the use of
many “soft” skills and unfortunately few young professionals
are trained in such skills before taking up their leadership
roles.
Development options for soft skills
Traditional methods for leadership training have centred
around business school education and other formal leadership
training courses. These, however, are not the best ways to
develop soft skills, because soft skills deal with behaviour
and inter-personal relationships. In many cases, the new (or
established) leader needs to modify behaviour in order to
improve, for example, communication or team working.
Behaviour change is hard to achieve, it is a personal growth
area and can involve the reshaping of attitudes and habits
that have developed from each individual’s personal life story.
Some business schools have realised this, and incorporate
supplementary methods of leadership development, such
as mentoring, coaching, action learning and peer review
groups. Many corporate leadership development (and talent
management) programmes also include such types of
development support.
Successful talent management programmes are based
on personal development plans for each individual, with a
time horizon of three to five years. These plans should be
based on an accurate gap analysis of where the individual is
versus a carefully prescribed career path profile, describing
the technical and soft skills required for each step along the
career path. Companies with well developed programmes
have clear competency models, with detailed descriptions
of the competencies required. These then enable objective
assessments to be made of where the individual is against
the required competencies. Such assessments should be
linked to the performance management system, and can
also be based on tools, such as a 360° feedback survey or
assessment centre processes.
Once the gaps are established, actions to fill the gaps need
to be planned by discussion and agreement between the line
manager and the individual, possibly assisted by a specialist
from the HR department. This discussion should look at
several options to fill identified gaps, as shown in the table
on page 25.
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Development option:

Best for:

Off the job training

Specific technical skills
Specialist knowledge
Business education

On the job training by a subject matter expert or line manager.
(Training is here used to mean a one-way process of imparting
knowledge – “showing” or “telling”)

Application of already acquired knowledge to the specific requirements of the
current job.
Passing on knowledge of company policies and procedures (how things work
around here).
Specific technical skills improvement.

Secondments and project assignments

Expanding technical knowledge
Expanding cultural knowledge (especially for assignments to different countries)
Preparing for promotion
Giving understanding of the workings of other parts of the business, to improve
synergies and co-operation

Job shadowing

Giving an understanding of the requirements of a higher, or different, position to
help with career choices or to improve internal co-operation

Self study
(Academic courses and reading)

Deepening of technical knowledge
Gaining an understanding of a different field to improve co-operation between
different departments
Preparing for a move to a different field

On-the-job coaching
(Coaching is here used to mean a process involving feedback
on observed performance and specific attention to the needs
of the coachee)

Development of reflexive competence (that is, a deep understanding of why and
in what situations a particular technical skill is applied)
Skills involving behaviour such as customer service, telephone manners, time
management, self organisation

Off-the-job coaching
(This includes the so-called executive coaching, personal
coaching and life coaching. It is carried out by professionally
trained coaches.)

Self-reflection and commitment to personal growth goals in the areas of soft
skills, with a person that will help clarify these goals and hold the coachee
accountable for achievement.
Improvement of self-awareness and self-confidence.
Clarification of career goals.
Development of strategic capabilities.

Mentoring
(This is usually done by mentors from the same organisation,
who take on this role voluntarily because they have an interest
in developing people. Where the organisation cannot supply
such mentors, some programmes source mentors from other
organisations).

Self-reflection in partnership with an experienced insider, who will help resolve
work-related dilemmas, often of an ethical or inter-personal nature.
Driven by the mentee’s own agenda, but specific goals should be agreed and
committed to.
Passing on of organisational wisdom and knowledge.
Development of strategic capabilities.

Conclusion
Managing professional and personal
development is perhaps easier within larger
organisations that devote considerable
resources to supporting processes such as
the ones described above. However, the
principles can also be followed by smaller
companies and organisations with fewer
resources. The basics are:
•
an atmosphere conducive to an honest
discussion of performance and career
development,

•
•

•
•

agreement on a realistic and achievable
personal development plan with short,
medium and long term horizons,
finding suitable resources within the
available budget to carry out the plan.
For example, mentoring is a low-cost
option, as are on-the-job coaching and
self-study,
follow-up on the plan, celebration of
successes and re-planning where
required,
development of soft skills is more
asa I june 2012

complex than the development of
hard skills. But if a careful process of
planning and implementation is used,
visible results can be achieved. For
example, surveys of the results of
coaching carried out both locally and
internationally, consistently report good
results achieved in soft skills such as
communication and team work, as well
as less visible, but equally important,
results in improved self-awareness and
self-confidence. asa
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sustainability management
THE NEXT BIG CHALLENGE
Camilla Flatt, M (Environment and Development), is the Head of Sustainability at africanpractice.

shareholders - has unfortunately led to
many undesirable social and environmental
consequences. The tendency of this
business model to externalise and
make societies responsible for social
and environmental costs had unforeseen
impacts on the environment and on
individual livelihoods.
Fortunately, a growing number of
companies recognise that it is neither in
their own interests nor those of society
to continue with this ‘take-make-waste’1
model. In an economy heavily reliant on
natural resources, leading South African
companies are paying increasing attention
to the amount and type of resources they
use, the emissions they generate, the
sustainability of their supply chains and the
communities they operate in. Companies
have recognised that a sustainable and
prosperous external environment creates
the conditions for a secure long-term
revenue stream.
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Sustainability
management is
‘long-term business
management’.
In short, sustainability management is
‘long-term business management’. So,
how do companies shift to this new type
of management? How do they engage
issues such as climate change, sustainable
development and community development?

I

t is widely recognised that sustainability
is important, if not vital to business. And
that it will likely become even more so
as natural resources become scarcer and
consumers, civil society and governments
increasingly demand more self-discipline
from the private sector. One only needs
to look at the introduction of carbon

taxes, the emergence of sustainable
investment indexes and low-carbon policy
government papers, to realise that the
world’s commercial dynamics are shifting to
sustainable business models.
The traditional view of business – one
that focuses on maximising returns to
asa I june 2012

One could, however, argue that finding
new ways to shift management thinking
or for them to navigate the complexities
of the sustainability path may not be
the primary challenge companies will be
facing. The most pressing issue could
be that over the next 15 to 20 years, the
ownership structures of larger companies
could radically change. It appears likely that
decisions will no longer be exclusively made
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by a core of executives, but these will
have to be agreed upon by community
leaders and government sovereign funds.
Zimplats, which is Impala Platinum’s
(Implats) subsidiary in Zimbabwe, is
probably one of the first companies in
the world to have to deal with this form
of decentralised and pluralised decisionmaking structure. Due to Zimbabwe’s
Indigenisation Act, Implats has agreed
to relinquish 51% of its shareholding in
Zimplats as follows2:
•
10% will be given to the community
in the Ngezi area where Zimplats
mainly operates;
•
10% will be given to Zimplats
employees; and
•
31% will be transferred to the
state-run National Indigenisation and
Economic Empowerment Fund.
It is unlikely that all company ownership
across the world will change to this multititleholder structure in the next 20 years,
but is this again “always something
new out of Africa” (Aristotle)?. At this
time Zimbabwe is the only country in
the world that requires foreign-owned
firms to be at least 51% owned by
locals, but South Africa’s black economic
empowerment (BEE) has resulted in
an average black ownership of 26.1%
(varying across industry sectors), while

Kenya is considering 33% indigenous
ownership.
In future foreign companies expanding
across Africa will have to negotiate with
national governments on ownership
or profit-sharing structures. It is these
negotiations that will be the single biggest
sustainability-related challenge to companies
in Africa, and not how to report against the
Global Reporting Initiative or how to reduce
carbon emissions.
The private sector has an impressive
track record of overcoming problems with
innovative solutions. Resources already
at the disposal of the private sector
include reporting templates, sustainability
management methods and efficient
environmental technologies. The centralised
decision-making structures of most private
sector companies enable them to quickly
address challenges.
But what does not yet exist is a tried and
tested method of managing relationships
with new owners. How will common ground
be found? Whose decisions take precedence
and how do decisions get implemented?
Managing relationships and finding common
priorities is an art. Some companies
are expert at stakeholder engagement,
public affairs and managing sustainability

expectations. These skills and the tools
that come with it, such as perception
audits, sentiment trackers, long-term
communication scenario planning, will play
an increasing role in the way the private
sector manages relationships.
Businesses will need to start thinking
about ‘Shared Advantage™’, which is
based on identifying common objectives
and capabilities to create opportunities
of mutual advancement. Establishing
‘Shared Advantage™’ in companies
allows “two or more parties to cooperate
in a process and dialogue that is free
from coercion to secure mutual benefits
through improved performance and
competitive gain”3.
The aim would be to create a relationship
of mutual dependency to achieve key
objectives. In essence, instituting ‘Shared
Advantage’ relationships to work towards
a common mission and vision, will be
the main solution for addressing the
sustainability challenges that businesses
will face in the next few decades. asa
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sustainability management - case study
INDUSTRIES CAN TREAD MORE LIGHTLY ON THE PLANET
Colin Mowatt CA(SA), BAcc, MBL, EDP, is Finance Director at Sappi Southern Africa.

S

ustainability management at Sappi integrates the 3Ps of
Prosperity, People and Planet into our everyday business
activities. This focus has delivered many advantages, of which the
more obvious are reducing our energy usage and minimising our
waste streams (Planet), while the less obvious are an enhanced
reputation and licence to trade. These, in turn, positively impact on
our return to shareholders (Prosperity).

Energy is a key input in line with the global pulp and paper industry.
Over the past decade energy prices have risen more than 500%,
therefore reducing energy usage and greenhouse gas emissions
has significant economic benefits, particularly when carbon taxes
are added into the mix. Sappi shares the view that cumulative
greenhouse gases (GHGs), are responsible for climate change and
that these are generated primarily by human activities.Since 2000, 
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long before climate change became a boardroom priority we have
focused on reducing our carbon footprint in all our operations. Sappi
instituted a system for measuring GHGs, based on the premise of
‘measure, monitor, manage and mitigate’. A key strategic goal is to
reduce our carbon footprint by improving energy-use efficiency and
decreasing our reliance on fossil fuels.
The specific energy consumed by our operations has, since 2000,
decreased from 24.6 to 21.3GJ per air dry tonne (adt) of product – a
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reduction of 15.5%. At the 2011 price for purchased energy for Sappi
of US$7.59/GJ, this amounts to a saving of US$203.4 million for 2011
alone. The accumulated savings since 2000 total US$690.5 million.
These savings have been achieved through actions such as reducing
our purchased energy (electricity and fossil fuel) and turning to
renewable energy – an approach that reduces GHG emissions.
Between 2001 and 2011, our specific purchased energy expressed as
a percentage of total energy used has dropped from 15.8% to 12.8%.
Sappi’s global operations are now over 49% fuelled by renewable
energy. Sources include biomass such as bark and renewable fuel
from our operation such as “black liquor”, sludges and biogas. Black
liquor is an aqueous solution produced in paper pulp production that
now fuels 36% of Sappi’s renewable energy.
Burning biomass is considered to be carbon neutral as the CO2
generated is the same amount bound from the atmosphere by
photosynthesis during the growth of trees we harvest for pulp and
paper-making.
Sappi’s aim is to become fully energy self-sufficient, which will
secure the sustainability of our business and returns to shareholders,
as well as potentially generating additional revenue. In South Africa,
this is achieved through harnessing waste heat and co-generating
own power. Our Amakhulu expansion project at Saiccor Mill
integrates a recovery boiler with a 45MW turbo generator to harness
‘waste’ energy and convert it into steam and electricity, while also
converting waste chemicals into useful chemicals. At Ngodwana Mill
in Mpumalanga, we entered into a power-purchasing agreement with
Eskom, which in 2011 alone bought 35,700MWh. Minimising waste
streams is another avenue that highlights the connection between
Prosperity and Planet.
Waste also offers opportunities for revenue savings and generation.
In five years Sappi has reduced the solid waste sent to landfill by
36% by combusting waste sludge for heat gain and using waste
products in value-added products These include using waste sludge
to produce bricks, cement or household applications such as cat
litter. Excess lime mud is provided to farmers for enriching their
fields, while dried residual sludge is used for animal bedding. Waste
oil is treated for re-use in base oils and tall oil is used for detergents,
lubricants and paint additives.
Investigating the beneficiation of waste streams is an ongoing area
of research at Sappi’s Technology Centre in Pretoria. Currently, work
is being conducted on the recovery of sugar from spent pulping
liquors and a longer term investigation is underway on the use of
gasification for generating potential new products for Sappi while
reducing solid waste.
Sappi’s Sustainability Charter states: “Being a sustainable
organisation means that we balance and integrate the 3Ps into our
business decisions, strategies and processes to help us add more
value for all our stakeholders”. We are well on our way to achieving
this vision. asa
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effective credit risk management
VITAL FOR BUSINESS SURVIVAL
Laurence Milner CA(SA) is the CEO of The Credit Factory.

30

B

anks have been doing it for decades. They deploy powerful
credit risk assessment and management tools to make
sound decisions when lending to businesses. This is accepted
and routine good practice in the major banks.
But the same can’t be said for the majority of organisations in
other industries. A sample analysis was done of company bad
debts from 2008 to 2011. The percentage of increase in their
bad debt was startling:
Company

Increase in bad debt as a % of revenue

Murray & Roberts

234%

Bidvest

500%

Mustek

263%

Sasol

341%

Tiger Brands

300%

Nampak

152%

Note: This analysis is based on information disclosed on
bad debts and impairments in the financial statements of
the sampled companies. As the definitions of impairments
are not identical, caution should be used in comparing the
rate of bad debts between companies (for example, it is
not always clear whether the disclosed expense is net of
any risk mitigation from insurance). The above table does
however provide a strong indication that between 2008
and 2011, bad debts relative to revenue grew significantly
within this sample.
Until recent years, businesses generally faced a level
of credit risk that could be reasonably addressed and
managed using a combination of standard due diligence
procedures, a bit of research, and a healthy measure of
common sense. Massive shifts in the global business
environment over the past decade have however
meant that this relatively superficial level of credit risk
management simply doesn’t pass muster anymore. These
shifts have caused tangible changes, like the dramatic
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increase in leverage as reflected in the balance sheets
of companies. Although some deleveraging has since
occurred, companies in general remain more leveraged
than 10 years ago. As a consequence the overall approach
to debt is considerably more aggressive than before. As
economies globalise, companies are doing business with
more other businesses than ever before. It’s becoming
easier to make contact with end users, meaning that
intermediaries and counterparties are becoming less
prevalent.

In the relatively short
period of a decade, credit
risk has gone from being
a necessary business evil
to a strategic survival
imperative.

Of course, businesses are also realising that risk is not
just something that needs to be contained. Identified
correctly and leveraged appropriately, risk – of various
types – can be transformed into significant strategic
opportunities or competitive advantages.
But regardless of the reasons for introducing risk
management, the first step for businesses is to
accurately identify and quantify such risk. When
companies have a grasp of their credit risks, they should
manage these as an integral part of the business.
The business world would do well to take a leaf from
the South African banking industry’s book on risk
management.
For many years now, South Africa’s leading banks have
based their commercial and corporate lending decisions
on rigorous and highly effective credit risk identification
and assessment. Coupled with the fact that these banks
were early adopters of Basel II, risk management was
arguably a primary reason why South Africa’s banks were
significantly less affected by the global financial crisis
than their international counterparts.

Modern businesses serious about their long-term
success - and even their survival - need to take a far
more thorough approach to credit risk management than
in the past. This paradigm shift has been necessitated
by a combination of factors, the most obvious being the
altered economic backdrop against which all businesses
now operate.
The credit crunch of 2008 and its resulting and
ongoing impacts focused a harsh spotlight onto credit
management within the financial industry. More than
that, it brought with it a stark reminder of the fragility of
business, as companies must recognise that counterparty
risk can no longer be brushed over. The dramatic collapse
of Lehman Brothers placed some of the world’s largest
banks and insurance companies at risk of failure. If these
giant institutions could collapse, surely any business can
- and if that business is connected to yours, its collapse
could well lead to the downfall of your operation.
The financial officers in companies are facing increasingly
stringent legislation and heightened requirements for
good governance, risk management and accountability.
In the relatively short period of a decade, credit risk has
gone from being a necessary business evil to a strategic
survival imperative.

That banks used effective credit risk analysis to buffer
themselves against international economic meltdowns
is a compelling reason for broader business to take a
similar approach. This is especially true in an era where
partnerships, associations, and mergers are increasingly
the order of the day. While these types of relationships
undoubtedly present many opportunities for growth, they
also raise the issue of counterparty risk that can make or
break businesses.
The Credit Factory have witnessed at first hand the
steady rise in the need to manage credit risk within the
business environment. They responded by developing a
set of credit risk management tools that make the proven
risk management techniques of the financial services
industry available to general businesses.
The portfolio of risk solutions is a first in South Africa
and allows for effective counterparty risk assessment,
company risk grading, and accurate portfolio analysis.
Used in conjunction with standard due diligence
procedures and credit bureau reports, these will
provide the data that companies need to better protect
themselves from credit risk, while also providing a solid
platform from which to make well informed risk-based
decisions.
In today’s commercial realities, effective risk management
in companies is imperative to their long-term
sustainability and growth. asa
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effectively managing your fixed assets
IN TEN STEPS
Karen Conneely is the Marketing manager at Real Asset Management Plc.

F

or any organisation, having an accurate
and robust asset register that shows
the location, value and condition of
assets can help ensure that resources are
available and usable when needed, as well
as achieving compliance with key industry
legislation. How an organisation manages
its assets also has multiple effects on
finances, from the tangible costs of
heightened insurance premiums through to
neglected depreciation.
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But how can a robust asset register be
effectively created and managed? Karen
Conneely, Group Commercial Manager for
Real Asset Management, argues that while
spreadsheets are adequate for collecting
basic data, there are 10 good reasons to
switch to a specialised asset management
system.
1. Corporate governance requirements
Today, companies of all sizes are subject to
increased scrutiny by government agencies
and regulatory boards, which are reacting
to reports on negative business practices
and requests from investors for higher
standards of accountability, transparency
and overall corporate behaviour. Compliance
with the latest legislation, including IFRS
and Sarbanes-Oxley (SOX), demands
improved financial management and
increasingly detailed reporting. With such
a high degree of attention focused on
your organisation, why risk the integrity
of your financial data by relying solely on
spreadsheets, which are inherently unstable
and invariably achieve poor audit results?
2. Inaccurate depreciation calculations
Too many spreadsheets contain
errors, which is to be expected with
information entered by hand. Whether
it is the background asset data or the
formula itself, there’s little doubt that
depreciation calculations, when based on
a spreadsheet, are likely to be inaccurate.
Several people within one accounting
department will often access, manage
and edit the same data, making errors
even more likely. In addition, a company
spreadsheet that is designed and managed
by an individual for asset management
carries the risk of being reliant on that
person’s knowledge of formulas, and

potentially damaging setbacks should that
individual depart the company.
3. Lack of an audit trail and overall
security
A specialised fixed asset management
system tracks and records every detail of
every action made by all users, which is
simply unachievable with spreadsheets.
Dates, times and explanations are recorded
as well, making it simple to ensure the
security and integrity of your fixed asset
data. The system requires a valid username
and password combination to enter it,
therefore enabling department heads to
define security levels for individuals and
ensuring that confidential information can
be viewed only by authorised persons and safely hidden from those who aren’t
authorised.
4. Inability to link ‘parent/child’ assets or
conduct asset splits, batch disposals and
related transactions
The ability to link ‘parent/child’ assets is
fundamental for establishing hierarchical
relationships and dependencies. A
specialised fixed asset management
system will graphically display such links
in collapsible branches. A typical example
of this might be the association between
a PC and software licence, where the PC
is the ‘parent’ and the licence assumes
the role of the ‘child’. The option to
transfer or dispose of the ‘child’ asset
will subsequently follow the transfer or
disposal of the ‘parent’ asset, keeping
the relationship intact. Spreadsheets are
unable to accommodate ‘parent/child’
asset relationships in this manner, making
it difficult to accurately track and manage
these important hierarchical dependencies.
5. Access to multi-currency, multi-lingual
or multi-book capabilities
If your organisation operates in many
different countries, then multi-currency,
multi-lingual and multi-book capabilities
are most likely to be imperative to your
fixed asset management procedures. A
specialised system will have multi-book
capabilities to allow core asset information
to be shared across any number of
books with varied sets of figures,
enabling compliance with local and group
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depreciation policies.
6. Historical reporting and forecasting
requirements
Composing reports and forecasts can
be a complicated and daunting process,
especially if attempted in a spreadsheet.
Valuable time at month-end is wasted as the
raw data within a spreadsheet dictates that
each report be individually constructed, often
using complex macros, which heightens
the risk of errors. A specialised fixed asset
management system will incorporate
standard and customised reporting and
forecasting templates to ensure an intuitive
method of quickly and accurately extracting
and analysing asset data.
7. Lack of confidence in data integrity
Total control over your fixed asset
management data simply cannot be
achieved through the use of a spreadsheet.
Inaccuracies are inevitable through user
input errors or unintentional miscalculation.
In that case, how can you be 100%
confident in the integrity of this vital
data? A specialised system will have
strict security features in place to address
potential input errors and automate the
entire fixed asset management process.
From data import capabilities to automated
reports and forecasts, a significant amount
of valuable time can be shaved off the
entire process, while accuracy is assured.
8. Communication and transparency
With increased pressure on organisations
of all types to ‘do more with less’,
communication and transparency between
departments is a key aspect of streamlining
business processes. A central asset
register can be accessed and viewed
across multiple departments, including
asset management, finance, IT, estates
and maintenance. All relevant information
is viewable in a consistent and easilyaccessible format.
Sharing asset information in this way can
deliver increased efficiencies and offer
direct financial savings. For instance, the
lifecycle of equipment and its maintenance
can be effectively tracked and managed
using a central system, so that optimum
value is obtained from the investment in
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the asset. This can include deployment,
service and disposal of the asset at the
appropriate time, in compliance with
legislation such as the Waste Electrical
and Electronic Equipment Directive (WEEE
Directive).
9. Insurance Premiums
One of the most tangible ROI realisations
for businesses implementing asset
management systems can be a dramatic
lowering of insurance premiums, as well as
higher success rate for insurance claims.
Many companies complain about escalating
insurance premiums, although the reality is
that the majority are actually over-insured.
Endemic failure to maintain accurate
asset registers results in most companies
insuring assets they no longer own.
With an average of less than 40% of
assets on the register easily identified
during a physical audit and an estimated
20% no longer in existence, organisations
are not getting value for money from
expensive insurance premiums.
Furthermore, poor asset description

typically results in claims being challenged
by insurance assessors. Without detailed
information such as serial numbers or
barcodes, as well as proof of location,
insurance companies are less likely to pay
out. This is a risk that businesses cannot
afford.

disposal policies, while also recording
detailed information about the software
loaded onto every machine, are needed
for organisations to attain real control
over their software assets and prevent
the purchasing of too many or too few
software licences.

10. Software Licensing
Using a dedicated asset management
system can save significant sums by
reducing the over-purchasing of software
licenses and helping organisations avoid the
legal risks associated with under-purchasing.

With the required information at hand,
organisations can immediately check for
unlicensed software and manage user
numbers against agreed licenses. If a
machine is scrapped, regularly updating
the asset register will ensure that software
can be reloaded on another machine, if
the license allows. An alert system can
also warn IT departments if user levels are
reaching licence limits.

The Federation against Software Theft
(FAST) has significant influence, while
compliance with the ISO 19770 software
asset management standard is a major
aspect in determining good corporate
governance. Yet many organisations still fail
to recognise that poor software licensing
policies could result in actual jail terms.
Organisations simply cannot afford to rely
on piecemeal policies and inadequate asset
information for managing their software
licences. Rigorous asset acquisition and
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While spreadsheets are adequate
for collecting basic data, installing a
specialised asset management system
supports legislative compliance and
ensures that the location, value and
condition of company assets are safely
and accurately stored in a robust asset
register. asa
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KEY FEATURES OF NON-PROFIT COMPANIES
Melanie Naidoo, BProc, LLB, Dip (Corporate Law), Dip (Corporate Governance), is Senior Executive: Legal and Governance, SAICA.

W

hen South Africa’s new
Companies Act No 71 of 2008
(“the Act”) became effective on 1 May
2011, it brought with it the promise of
simplicity, efficiency and a consistent
regime of business incorporation and
regulation. The Act recognises two
types of companies - profit companies
and non-profit companies. This article
outlines the key features of non-profit
companies in terms of the new Act.
Working for the greater good
From 1 May 2011 all non-profit
companies (NPCs) are required to
precede their names with the letters
“NPC”. This rule also applies to those
companies formed in terms of Section
21 of the old Companies Act of 1973.
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NPCs are considered to be incorporated
for public benefit, a cultural or social
activity, or a communal or group
interest. An NPC is required to apply
all of its assets and income, however
derived, to advance the stated
objectives set out in its Memorandum
of Incorporation (“MOI”). An NPC may
acquire and hold securities issued by
a profit company; directly or indirectly,
alone or with any other person, carry
on any business, trade or undertaking
consistent with or ancillary to its stated
objectives.
Strict Governance
Strict governance of NPCs is called for
to ensure that members and directors
do not benefit from NPC income
or surpluses, and that they remain
focused on achieving stated objectives.
A member or director of an NPC
may only be paid or receive transfer
of any of the NPCs assets under
specific circumstances, which includes
remuneration in respect of goods or
services rendered, actual expenses
incurred in the advancement of the
NPC, or a legal obligation.
When any of these circumstances
actually occur, the processes and
policies leading up to these should be
clearly documented. For example, the
conditions under which a director or
asa I june 2012
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member delivers services to the NPC,
and the manner in which payments
are affected, should be clearly stated
and prior approval of the NPC’s board
obtained. Clearly defined rules and
transparency will go a long way to
protect involved directors or members,
as well as the NPC. Unlike profit
companies, NPCs are dependent on
their sound fiscal reputations to attract
funding.

non-voting. Membership may be held
by juristic persons, including profit
companies. The Act calls for each NPC’s
MOI to clearly set out the qualifications
for membership, the process for
applying for membership, any initial
or periodic cost of membership in any
class, the rights and obligations, if any,
of membership in any class, and the
grounds upon which membership may,
or will, be suspended or lost.

Dissolution
Upon dissolution the entire net value of
an NPC must be distributed to another
NPC, voluntary association or non-profit
trust with objectives similar to its own.
Directors or members of the NPC are
not entitled to any part of the net value
of the NPC after its obligations and
liabilities have been settled.

The MOI must also set out the basis
upon which the members choose the
directors of the company. Should any of
the directors be elected by the voting
members, the MOI must provide for
the election each year of at least onethird of those elected directors.

Fundamental Transactions
NPCs may not amalgamate or merge
with profit companies. The disposal of
any part of an NPC’s assets or business
to a profit company is limited to the
extent that it must be for fair value
and within the NPC’s regular course
of business. Where an NPC has voting
members, their approval must be
sought for an amalgamation or merger
with another NPC, or the disposal of
all or a greater part of the assets or
undertakings of the NPC.
Members and Directors
The traditional section 21 Company
founded under the previous Companies
Act comprised members and a board
of directors. The current Act allows an
NPC not to have members, provided
that this decision is documented in its
Memorandum of Incorporation (MOI).
This is one example of how the new
legislation introduced simplicity and
efficiency.
If an NPC does opt to have members,
they may not be restricted or regulated
in any manner that may be construed
as unfair discrimination in terms
of Section 9 of the South African
Constitution. An NPC may have two
classes of members - voting and

If an NPC has no members, the MOI
must set out the basis on which
directors are to be appointed by
its board, or other persons. Unless
otherwise stated in the MOI, a
minimum of three directors is required
on the board of an NPC.
Financial Assistance To Directors
The Act prohibits direct or indirect
financial assistance to directors of
NPCs or related companies in the form
of, for example, loans or debt securities
or obligations. Exceptions to this rule
are:
•
Assistance in the ordinary course
of the company’s business and for
fair value;
•
Assistance that constitutes an
accountable advance to meet
legal expenses, in relation to a
matter concerning the company;
or anticipated expenses to be
incurred by the person on behalf of
the company;
•
To defray the person’s expenses for
removal at the company’s request;
or
•
In terms of an employee benefit
scheme generally available to all
employees or a specific class of
employees.
NPCs are advised to thoroughly
consider their financial assistance
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policies, if any, and clearly document
how they manage such instances.
Audit vs Independent Review
In a further bid to achieve its
objectives of simplicity and efficiency,
the Act introduces a cost-effective
independent review that compliant
NPCs may opt for instead of an audit.
A formal audit is, however, required if
an NPC’s public interest score (“PIS”)
is 350 points or more; or if its PIS
score is 100 points or higher, and the
NPC’s annual financial statements were
internally compiled.
Qualifying NPCs need to evaluate the
implications of opting for independent
reviews, as at this time banking
institutions have not yet issued
directives on whether they will accept
independent reviews in the place of
audited financial statements when
considering loan applications or other
financial transactions.
Potential fund donors may also be
wary of applications from NPCs that
use independent reviews rather than
audited financials.
Enhanced Accountability And
Transparency
NPCs do not need to comply with
Chapter 3 of the Act, unless they
have their annual financial statements
audited. In that case they need to
comply with Chapter 3’s Parts B
(Company Secretary) and D (Audit
Committee).
Conclusion
The manner in which NPCs comply
with the provisions of the Act should
be clearly documented in their
MOIs. Governing bodies of NPCs
should therefore exercise their minds
regarding the choices presented by the
Act and make practical decisions that
will best suit their NPCs. They should
only draw up their MOIs when they are
satisfied they are taking best advantage
of the simplicity and efficiency aspects
of the new Companies Act. asa
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liquidity risk
AND SA BANKS

Evita Makura Nyandoro CA(SA) is a Liquidity Risk Professional at Santander UK.

A

lobbyist on his way home after a Parliamentary Enquiry into
Trading Practices involving the UK’s leading bank executives is
stuck in London traffic. Several of the former bank executives and
CEOs have agreed to return their extravagant pensions.
Noticing a police officer, he winds down his window and asks:
“What’s the holdup, officer?” The policeman replies: “The Chief
Executive of the UK.’s largest bank is so depressed he’s stopped
his motorcade and is threatening to douse himself with petrol and
set himself on fire because of the shame of what he has done.”
“All the other motorcade police officers and I are taking up a
collection because we feel sorry for him.”
The lobbyist asks: “How much have you got so far?”
The officer replies: “About 40 gallons, but a lot of officers are still
siphoning.”

The Basel III liquidity requirements have a short-term (30 day) and a
longer term (1 year) focus. The short-term liquidity requirements are
designed to ensure that a bank in a stressed scenario can survive
a run on the bank for a period of 30 calendar days. To achieve this,
banks must have sufficient high-quality liquid assets. The longer
term requirements are designed to ensure that banks have stable
sources of funding over a longer period that are commensurate
with the structure of their balance sheets.
Impact of new Basel III requirements
The most significant impact of the new Basel III liquidity
requirements on South African banks is the increased funding costs
associated with acquiring and holding more liquid assets. While the
LCR is not a significant cause for concern, the impact of the NSFR
is greater as South African banks will probably struggle to meet
its requirements. The nature of funding in South Africa’s banks is
such that banks normally utilise short-term wholesale funding to 

The 2008 banking meltdown in Europe and the USA was extreme
and wiped out the investments of millions, but fortunately the
effects on South Africa’s banking wasn’t nearly as severe . On the
whole South African banks did not dabble in complex derivatives
and are generally well capitalised and liquid.
Following the global banking crisis of 2008 that resulted in a
liquidity squeeze in which banks were unwilling to lend to other
banks, regulatory bodies around the world reassessed the
banking regulations in force at the time. This culminated in the
introduction of Basel III in 2010/11, which is a global regulatory
standard on bank capital adequacy, stress testing and market
liquidity risk agreed upon by the Basel Committee on Banking
Supervision. Basel III requirements were mainly introduced to
ensure that banking systems are more resilient to shocks in the
market. The establishment of the new Basel III requirements
introduced a global liquidity standard and compels banks all over
the world to institute higher liquidity levels to safeguard against
liquidity disruptions. For South African banks the new liquidity
requirements pose both a challenge and an opportunity to align
our liquidity standards with the rest of the world.
Requirements of Basel III Liquidity
A simplistic view of the requirements of Basel III liquidity has
been detailed below.

Basel III Liquidity
Short Term

Long Term

LCR
(Liquidity Coverage Ratio)

NSFR
(Net Stable Funding Ratio)

Stock: High Quality Liquid Assets
Net Cashflows

Stable Funding Available
Stable Funding Required
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finance long-term assets, due to the fact that South African banks
do not have access to a large local base of longer term funding.
The Reserve Bank determines regulatory requirements for South
Africa’s banks, and is likely to demand full Basel III implementation
for both LCR and NSFR.
South African banks will have to face up to a host of operational
and funding challenges to meet the full Basel III requirements.
An operational and cost issue will be for developing IT systems that
can adequately assess the bank’s liquidity levels at any given time,
while also undertaking rigorous stress tests that include assessing
line business liquidity risks. This will require integrating the bank’s
various IT systems to simultaneously monitor funding and liquidity
levels. These systems must be robust enough to produce the
required reports in stressed periods. In some jurisdictions such as
the UK, daily reports are required by the regulator during stress
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periods. Banks also use these daily reports for management
monitoring of liquidity levels.
Staff costs will also increase as suitably qualified individuals
will be needed to maintain the requirements of Basel III. While
the relevant skills might not be readily available in South Africa,
the implementation guideline dates of 2015 for LCR and 2018
for NSFR may be adequate to train staff for these purposes.
There will also be a need for banks to change how they monitor
liquidity in the sense that business lines will be obligated to
monitor liquidity levels to the same extent that they currently
monitor credit exposures.
This may be achieved by including liquidity monitoring as part
of performance management objectives. A detailed approach
to implementation might have to be adopted that will require
project management skills and the close involvement of senior
management.
Certain of South Africa’s “big four” banks have indicated that
should Basel III be implemented in full, their funding costs
could increase by 20 to 40%. This increase will mean that banks
will have to raise their lending rates to customers at a time
when they are under pressure to cut banking costs. Barring the
fact that this will make the banks even more unpopular, this
will have an economic impact on all sectors of the population.
Businesses both small and large will find it more costly to fund
projects and achieve growth targets.
It may also have an adverse impact on government’s job
creation targets, as businesses will struggle to afford fixed
capital investment due to the higher costs of funding.
Costs are expected to increase especially for longer term
products e.g. mortgage products, which will see individuals
finding it more expensive to acquire homes. Banks may require
larger deposits before providing mortgage loans, and coupled
with the fact that the savings rate among individuals in South
Africa has always been at low levels, will mean that fewer
individuals will be able to afford properties. This will have an
adverse impact on the property market, with lower demand
for properties likely to cause further downward pressure on
property prices in a market still trying to recover from the
effects of the 2008 credit crunch.
South African banks have vastly increased unsecured funding to
a highly indebted population, although done under the ambit of
the National Credit Act. These improved liquidity standards
may have come at an opportune time, as these will compel
the banks to rethink their lending appetites. Whether these
raised liquidity standards will prevent liquidity crises in future
is yet to be seen, but Basel III is here to stay and South African
banks will have to reassess and improve their liquidity risk
management. asa
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tribute to Julius Feinstein
DOYEN OF THE SOUTH AFRICAN
ACCOUNTING PROFESSION

I

nextricably linked to the history of Grant
Thornton, previously known as Kessel
Feinstein, Julius Feinstein was a man
who dedicated 75 years to the firm. He
was a magnet whose energy and insights
attracted the esteem and friendship of
many leading professionals and the giants
of our country’s business world.
Such people include Liberty Life’s Donald
Gordon and Sage’s Louis Shill, as well
as Grant Thornton's successive national
chairmen, namely Malcolm Segal, Ernest
Mazansky and Leonard Brehm. Personally
mentoring all of them, he nurtured their
growth and influenced their respective
careers, as well as the family-like spirit that
distinguishes the firm.
“Julius Feinstein, fondly referred to as ‘JF’
was an inspirational role model – revered
for his wisdom, professional acumen and
standards of client service. Yet he was a
man, who despite his status was modest,
patient and sincerely concerned about
the wellbeing of others. His emphasis
on integrity, responsibility, respect and
compassion will always underpin Grant
Thornton's culture and values,” said Leonard
Brehm, former National Chairman of Grant
Thornton South Africa.
A man with determination
After matriculating in 1933, the young
Feinstein was determined to become a
Chartered Accountant – a qualification
which then took five years, with academic
and practical training combined.
He studied at the University of the
Witwatersrand but did not initially start his
articles as the Great Depression impacted
on the number of trainee positions available.
Furthermore, his mind was set on joining
one firm only – that being Isaacs & Kessel
– a small but highly regarded firm that
was established in 1920. In 1933, Isaacs
& Kessel was based in the Nederlandse
Gebou in Johannesburg and consisted
of merely two partners, Alder Isaacs and
Benjamin Kessel, six trainees (one of whom
was Julius Feinstein’s late brother), and two
support staff.

At that time, the firm could not take on
more trainees. However, after he spent a
year doing odd jobs, Isaacs & Kessel gave
him the break he so desperately wanted.
Feinstein joined the firm as an audit trainee
on 2 January 1935, earning an initial salary
of four pounds a month.
A man with talent
Feinstein qualified as a Chartered
Accountant in 1939. His commitment and
constant achievements led to him being
rapidly promoted through the ranks and
made a partner at just 26 years of age.
Not only was he an astute accountant, but
Feinstein had a talent for building life-long
relationships with new clients. These
included the law firm, Edward Nathan, and
the Glazer family, both of which are still
Grant Thornton clients today. Ten years
later, the firm honoured his contribution by
renaming the firm, Isaacs Kessel, Feinstein.
A man with vision
Julius Feinstein was a visionary. He aspired
to expand the firm’s presence nationally and
growing its capabilities and client portfolio.
He also realised that linking to a prestigious
international association was an essential
step.
With Julius Feinstein at the helm,
these goals were achieved. He was
instrumental in pioneering mergers with
other independent firms in Cape Town,
Durban and Pretoria. He brought in more
partners who offered a diverse spectrum
of professional skills to a broad range of
businesses, including listed companies. The
partnership expanded into Kessel Feinstein
South Africa - a firm reputed for its auditing
and accounting professionalism, yet equally
for its business advisory acumen. Feinstein
also led the firm into joining an international
association.
In 1992, when celebrating his 50th
anniversary as a partner, Julius Feinstein
said, “I have never known another job.
Leaving the profession never interested me.
Being part of the firm’s growth has given
me great satisfaction.”
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Ten years later, having seen his dreams for
the firm bear abundant fruit, Julius Feinstein
retired after 60 years as a partner, though
remaining on as a consultant.
Today, Grant Thornton South Africa employs
over 824 people and has offices in Cape
Town, Durban, East London, Johannesburg,
Port Elizabeth and Pretoria.
A family man
While he was committed to his career,
Julius Feinstein was also a family man,
devoted to his late wife, Muriel; his children
Melanie and Alan, their respective spouses
Clifford and Miranda, his three grandsons
and great-grandchildren. They were his pride
and joy.
A man of culture
As a man who always cherished the finer
things in life, he was a regular golfer until
well into his eighties. Feinstein was also
an avid reader and loved classical music,
especially that of the Russian violinist,
David Oistrakh. But above all, his greatest
passion was for South African contemporary
art. While modest about his collection,
which includes works by William Kentridge,
Judith Mason, Edoardo Villa, Deborah Bell
and Derrick Nxumalo, it is reputed to be
an outstanding private representation of
contemporary South African art. asa
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unconventional thinking
FOR BUSINESS SUCCESS
Stanford Payne CA(SA) is an Executive Business Life Coach, member of ICF and COMENSA.
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revor Baylis said: “The key
to success is to risk thinking
unconventional thoughts. Convention is
the enemy of progress. If you go down
just one corridor of thought you never
get to see what’s in the rooms leading
off it.”
I love eating great food in great
restaurants. Every year I plan to visit
all finalists and winners of the annual
South African EatOut Awards. My life
list contains many of the world’s top
restaurants.
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The gastronomic highlight of my
foodie career was a visit to Heston
Blumenthal’s The Fat Duck in the year it
won the World’s Best Restaurant award.
What an insight into fine dining with a
difference!
While I dream of great food
experiences, I am also the proud father
of two children, aged 4 and 1. Any
parent will testify to the challenges
of restaurant dining with young kids:
restaurants with kid-friendly menus
and a play area are the ideal. For me,
though, the food should define the
destination.
Pierneef à La Motte: thinking
differently
This takes me to my favourite
restaurant in the Cape Winelands: the
award-winning Pierneef à La Motte. We
often visit Pierneef as a family because
we love it. It ticks all the boxes: great
kiddie entertainment, shopping, world
class art museum, fantastic wine and
amazing cuisine by chef Chris Erasmus.
Why compromise if I can have it all?
I met Hein Koegelenberg, La Motte’s
CEO, to find out about the restaurant
and why they are the only fine dining
restaurant that offers the whole
package.
Hein explains that family and heritage
is fundamental to their brand. They
want to accommodate all their clients,
including parents with young kids,

by offering the opportunity to share
in La Motte’s vision of “a culture of
excellence”.
Family is a cornerstone of La Motte’s
brand and the restaurant’s layout
reflects that. The lawn and stream
in the big courtyard are perfect for
kids. Families can connect in the
gardens, on the relaxed patio area or
the conservatory. There is also a more
formal dining area inside. This means
that the restaurant can accommodate
all diners and their varying needs for
space, play time and formality.

Creativity breeds change
Think about taking these different
approaches to stimulate your ability to
do things differently:
•
•
•
•
•
•

Out of the box
So what does this mean for you and
your life?
Consider Pierneef’s competition:
roughly 50 restaurants in Franschhoek
alone, and over 300 wine farms in
South Africa. Instead of simply doing
the same thing, Pierneef is doing it
differently. Their turnover is proof of
their successful strategy.
How can you think differently to
redefine your business or personal
life? How do you confront challenges
differently? Thinking outside the box
means approaching challenges in a new
and innovative way; conceptualising
them differently, and understanding
every situation in ways you never have
before.
A very good example is to take another
route. I challenge you to fuel your
creativity:
1.
2.
3.

Take out a piece of paper
Write down a challenging task
Write down exactly how you plan to
achieve it

Now you have a step by step solution
of how you would usually do it. BUT the
challenge is to not follow this solution.
Find another way to accomplish the
challenge. Good luck with thinking
outside of the box!
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•
•
•
•
•

Study another industry —
challenges transcend industries
Learn about another religion and
develop rational flexibility
Take a class and learn something
new
Read a novel in an unfamiliar genre
Draw a picture — visualisation will
engage other modes of thinking
that will increase your creativity
Turn it upside down to see new
patterns
Work backwards; invite
randomness, slip into a new role,
and step into another world
Ask a child — you’ll be amazed at
the outcome
Reframe it
Question things like Galileo did,
even if it doesn’t make sense
Trial and Error means mistakes turn
into opportunities you can learn from.

You can learn how to be creative. By
awakening and exercising your creative
muscle, you’ll surprise yourself. Who
knows: your new-found love for painting
might be the key to your business
success.
As Norman Vincent Peale said: “Change
your thoughts and you change your world.”
Make an effort to push your thinking up
to and beyond its limit periodically. You
never know when you’ll need your new
talents in the future. asa
“Stanford’s expertise with simple yet
powerful questions always brings clarity
and focus to my thinking. He has been a
great sounding board over the last 3 years.
The old adage that two heads are better
than one has lot of substance.... Stanford
has helped me think through critical
issues that have a major impact on my
professional success and personal life.”
EG, Business coaching client.

life|wine

wines that guarantee
LINGERING IMPRESSIONS…

Y

ou get wine that you drink and then you get wine that you enjoy, wine that’s a taste
sensation and wine that guarantee lingering impressions... Here we share them with you.

Boschendal Grande Cuvée Brut 2007 (R105)
They’ve won the Classic Wine Trophy with this bubbly. It is a true classic in every sense – you
can expect a deliciously rich and creamy bubbly with a gentle cascade of graceful bubbles
that explode with yellow and green apples, roast nuts supported by citrus fruit.
Graham Beck Brut Zero 2005 (R205)
This new addition to the outstanding Graham Beck Méthode Cap Classique range is great.
It is one of the few non-dosage (no sugar) bubblies in the country. It shows good flavour
intensity, specifically citrus and yeasty, biscuity notes. It’s as fresh as might be expected.
Bizoe Henrietta (R160)
Inspired by a kiss, Bizoe Wines will offer just that – something as wonderful as that first little
kiss you just cannot forget. Wisps of orange peel on the palate, fresh tropical fruit aromas
and a delicate aftertaste derived from being matured in oak barrels for 7 months. Only 2700
bottles were make – so the winemaker’s charisma and enthusiasm is in every bottle.
Creation Syrah (R158)
Dark purple in colour, almost black, with flashes of deep crimson. Aromas of black olive
beckon from the glass, complemented by whiffs of pepper. A well-endowed, full-bodied
Rhône-style blend rewarding with flavours of ripe plum, black pepper and smokiness.
Waterkloof Circle of Life White 2011 (R120)
This elegant wine showcases the estate’s commitment to sustainable farming. It is appealing
with lime and peach notes – an intense yet elegant wine with great balance. The tension
between the mineral core and creamy mid pallet allows for great complexity.
Roodeberg Dr. Charles Niehaus (R199)
KWV has paid tribute to the father of the iconic Roodeberg with the unveiling of Dr
Charles Niehaus, a wine as distinctive as its founder. This red blend is made with the same
philosophies that have stood Roodeberg in good stead over decades. It is distinctively
different, a premium wine for and international palate.
Morgenster 2009 (R320)
The 2009 vintage was a stunner following good harvest conditions and vineyards which
yielded pristine fruit. This wine has a muscular character compared with the more feminine
presentation of its sibling Lourens River Valley. Elegant on the palate and mouth filling with
sweeter dark berry fruit.
Delheim Gewürztraminer (R75)
Grapes for this wine were handpicked, crushed, de-stemmed, cooled and kept in the skin for hours.
Classic rose and litchi flavours are piquant in balance. It’s a refined, elegant wine with silky opulence.
Zandvliet Kalkveld Shiraz 2008 (R139)
This is a well-balanced wine with mulberries intermingled with hints of mocha, nutmeg and
dark chocolate. A rose petal perfume rounds the wonderful smell off. It opens up with a
medium mouth-full and the integrated wood and ripe tannins make for a lingering aftertaste.
Zandvliet Chardonnay 2011 (R59)
Spiciness, citrus, peach and nutty flavours add to the complexity and elegance of this
chardonnay. Fermentation and maturation in French oak adds dimension and richness. You will
taste lime and orange flavours and a pleasant creaminess flowing into a long aftertaste.
Grande Provance 2008 (R350)
An elegant, medium bodied red wine, which is aged in French oak barrels for 15 months. The
wine offers a fruity taste of ripe blackberries and blackcurrants, along with stewed plums and
a delicate white pepper flavour that infuses an aroma on the nose and palate. asa
asa I june 2012
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Mercedes-Benz CLS 500
Azim Omar CA(SA) is a member of the SAGMJ.

L

ate in 2011 Mercedes launched a new
version of its controversial CLS sedan
coupé. Unlike the original vehicle, the 2011
model is strikingly handsome and has
created a new segment in the market for
itself. The overall design is similar to its
predecessor, with an elongated bonnet and
short, sweeping rear end, giving this four
door sedan a coupé-like stance.
The new front- end has a certain presence
to it, with the three pointed star taking
centre stage on the huge grill, while the new
headlights rather uniquely incorporate LED
lighting by dividing the previously oversized
headlight into three smaller and sportierlooking lamps. The rear end is much improved,
with considerable design going into making
it befit a sports coupé. The sloping rear lights
with LED surrounds do add character, but the
boot lid remains steeply angled.
Inside, you are welcomed by a mass of soft
and comfortable leather cushioning the four

seats. Generous wood inlays throughout are
in keeping with the Mercedes tradition and
add to its luxurious appeal. The driver’s seat
is electronically adjustable to suit any shape
and size of driver. Its rear seats are divided
by a central console, with wooden overlays
for the cup holders and various storage
compartments.
As you turn the key, a stirring growl from
the engine reminds you of the presence
of the 5.0 litre V8 supercharged power at
your fingertips. The steering wheel is light
and the paddle controls for the gearbox are
perfectly positioned, though I doubt many
purchasers will use them. It’s on the road,
however, where this car really comes to
the party. It is sure-footed and manoeuvres
through any bend without a hint of strain.
That is, until you floor the accelerator, when
the tyres immediately squeal as the CLS’s
array of electronic aids work frantically in
keeping the car stable and pointed in the
intended direction. This Merc is a genuine
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“point and squirt” drive. It can make for a
bit of a boring drive, but then again you can
always switch off the electronic aids. But
be warned - you will then have about 80%
control of the car – and the consequences
are your responsibility.
I mostly enjoyed my time with the CLS, a lot
more than expected. The Mercedes Benz
CLS 500 is definitely one I would look out
for, but not just yet, maybe in a couple of
years… asa

Manufacturer Specifications:
Engine: 4663cc V8 Cylinder
Power: 300KW @ 5750rpm
Torque: 600Nm @ 4750rpm
0-100km/h: 5.2 seconds (Claimed)
Fuel Consumption: Average 9.0l/100km
CO2: 209 g/km
Car courtesy of Mercedes-Benz South Africa.
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BMW 640d coupé
The highly anticipated
hardtop version of the
already popular new 6
series has finally been launched in South Africa. The coupé
version shows off a more muscular and athletic body compared
to the convertible version.
Its elongated bonnet and stunted boot remain true to the
original 6 series, but are now sculptured with significantly more
detail going into the light clusters, bumpers and the boot lid. All
this translates into a visual stunner of a sports car from BMW.
Upon opening the door you immediately realise why this
vehicle is a 2+2. There is enough leg room for adults at the
rear - albeit smallish adults, but it’s a tight fit getting into, and
especially out of, the rear seats. The front seats, however, are
the place to be, as these are super-comfy and seem to have
support in all the right places to make for a plush drive. The
steering wheel is well balanced, though slotting the BMW into
its sport option stiffens the steering wheel considerably and
delivers a most direct driving experience.
On the road, the 3.0 litre diesel motor is an absolute pleasure,
with hardly a typical diesel “klunk klunk” to be heard. The
engine is rather muted, with a slight growl hinting at its surging
power when pushed. Thanks to the turbocharged motor, ample
power is on tap from low revs. A little pressure from your right
foot and away you glide.
All in all, the new BMW 640d coupé has become a lot more
practical. From being an absolute cynic, firmly believing that
diesel engines do not belong in sports cars, I have had to eat
my words - this jewel of a diesel motor is perfectly suited to
any sports car.
Manufacturer Specifications:
Engine: 2993cc 6 Cylinder Turbo Diesel
Power: 230KW @ 4400rpm
Torque: 630Nm @ 2500rpm
0-100km/h: 5.3 seconds (Claimed)
Fuel Consumption: Average 5.4l/100km
CO2: 143 g/km
Car courtesy of BMW South Africa.

The secret behind
highly effective CAs(SA)
is understanding the
strength of soft skills.
Chartered Accountants, as leaders in business,
not only need extensive technical ability, but also,
importantly, require a high degree of competence
in the so-called soft, or professional, skills. SAICA’s
Professional Skills Toolkit is an interactive DVD that
details the professional skills, uncovering the secrets
of these intangible skills, all aimed at making you a
more effective CA.
Buy the Professional Skills Toolkit for only R1355.10
For more information or to get a copy
visit www.saica.co.za or Email Adri Kleinhans
adrik@saica.co.za

step

project
management
tool kit

Leaders in recruitment since 1982

For all our latest positions please visit our website: www.thepc.co.za I 0860-678-876 I 011 430 0400 I email: asa@thepc.co.za

group Finance Manager

r700 000 - r650 000 cTc, Midrand
IT giant requires a group finance manager with strong management and
technical skills. Will be responsible for the following: maximizing productivity,
investments and cash flow; management reports; divisional reporting; preparation of annual financial statements and the interim results; year-end audit
preparation; managing and implementing necessary controls within financial
environment. CA (SA) with 4 years post-article experience in a full financial
role (with strong tax and compliance knowledge) with staff management.
candice.k@wexford.co.za

newly QualiFied ca (sa)

Tel: +27 11 785 4930 Fax: +27 11 785 4939 www.wexford.co.za
Three Seasons Office Park, 7 Spring Street, Rivonia, 2128

Finance Manager

r750 000 cTc neg, edenvale
Exciting hands-on role with leading listed group. Incumbent will be responsible for management of imports, foreign exchange, budgets, forecasting
and staff management. Position offers operational exposure with the
opportunity to add value and implement change. CA (SA) + 3 years post
commercial FM experience – motor industry, forex, imports preferable –
open to equity groups. tanya.b@wexford.co.za

ManageMenT accounTanT

r750 000 – r520 000 cTc neg, woodmead
Well-renowned business consulting giant requires a technical, business savvy
management accountant to join their executive projects team. This dynamic
role will be responsible for reporting and ana-lysis of multimillion Rand
projects, determine market drivers and profitability. Great role for a CA (SA)
with 2-4 years post-article experience in a similar role. Great position for
strong, business-minded individuals who thrive under pressure and enjoy a
varied day. candice.k@wexford.co.za

r450 000 – r420 000 cTc, gauteng
A multitude of opportunities exist for dynamic go-getters that recently
qualified as CA (SA). All opportunities require motivated and professional
individuals with leadership qualities. Wexford ensures that we recruit
talent for only the top employers, so if you are ready for the next step in
gaining valuable commercial experience please send us your application.
Only SA citizens need apply. kariska.vh@wexford.co.za

Financial Manager – projecTs

r800 000 – r650 000 cTc, jhb north
Multi-national retail group seeks innovative CA to join their projects team.
Incumbent will be responsible for systems integration, implementation,
streamlining operations and business reporting as well as assisting on
ad hoc risk management projects. CA + 3 years commercial/project experience preferable from a retail or FMCG. This is the ideal opportunity for
you to unleash your creativity and add value. zuleika.a@wexford.co.za

Financial Manager

r900 000 – r800 000 cTc, north
Successful manufacturer requires CA (SA) with solid experience to head
up one of their divisions. The “right man for the job” will be “hands on”,
able to communicate at all levels, have lots of business savvy and be able
to work hand in hand with the CEO. This could be a group FD designate
position. CA (SA) + 3 years’ experience secures. janet.b@wexford.co.za

The Oasis Group is a dynamic wealth management business
operation formed in 1997. The Group is comprised of multiple
companies; each specialising in contributing towards Oasis
extensive product range that is designed to meet the needs of
the Shari’ah and socially responsible client markets. Product
offerings include collective investment schemes, retirement
funds, endowments and pension annuities for the retail client and
segregated portfolios and pooled policies for institutional and
high net worth clients.

CHARTERED ACCOUNTANT
We require someone that will:
•Be responsible for financial analyses in the finance department or
responsible for a division providing financial accounting services for
headoffice 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 recommendations 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

www.oasiscrescent.com

A great career move
never goes out of style.

This winter, why not try on something different?

Create a Resume | Search Financial Jobs |
Set up email Job Alerts | Track your Applications

Apply for CA and Financial Jobs Online

www.cajunction.co.za
SAICA presents CAJunction in
association with CareerJunction

Frontline is a specialist financial recruitment company

This MonTh’s Top Financial opporTuniTies
Financial ManageR

R850 - R950 000 p.a. l Johannesburg
A dynamic self-driven CA with 5 - 7 years’ post qualification exposure will suit this listed FMCG global player. Your
background must include a proven hands-on ability to supply
appropriate financial reporting in a structured mobile
marketing and distribution accounting environment. Current
IFRS and taxation knowledge, high level computer literacy,
strong risk and governance awareness are prerequisites,
along with the provision of developed budgets, financial
strategic planning, transparent product cost reporting and
operational support. Long term career satisfaction will evolve
for someone with a “bias for action” commercial awareness
and commitment to quality.
Contact jim@frontlinesolutions.co.za

neWly QualiFieD ca (sa)
Durban - R750 000 p.a.

Dynamic young newly qualified CA (SA) is required for blue
chip company based in Durban. The role reports into Group
Finance Manager. Applicants will be required to travel into
Africa, helping to provide support to the Africa operations.
Will also be required to give technical accounting guidance.
Contact nicky@frontlinesolutions.co.za

Finance ManageR

R600 000 p.a. l cape town - ee post
Listed retail Group seeks a CA (SA) with around 3 years’
commercial experience from a retail environment. Reporting
to the General Manager, you will be responsible for managing
the Financial Department and will play a key role in the development of the growth strategy to ensure profitability. This will
further include providing advice on investment opportunities
and giving financial input on projects.
Contact helen@frontlinesolutions.co.za

Financial accountant

R450 - R650 000 p.a. l Johannesburg
Various opportunities for CIMA qualified candidates. If you
are seriously considering a career move to broaden and
develop your practical background business experience,
come and talk to us.
Contact nathenia@frontlinesolutions.co.za

Finance DiRectoR
R highly neg plus performance
scheme l Johannesburg (north)
Join established Hospitality Group. CA (SA) with minimum 7
years’ relevant experience, of which at least 5 have been in a
senior capacity. The client requires a committed, enthusiastic
individual, keen to take on a new challenge and who has the
ability to adapt.
Contact taneill@frontlinesolutions.co.za

Financial ManageR
R550 - R650 000 p.a. l Johannesburg
A global manufacturing entity is looking for a dynamic,
career minded candidate to join their diverse and fast paced
environment. Ideal qualifications sought are CA(SA) plus
CIMA. CA(SA) with commercial experience within a manufacturing environment is essential. Experience on SAP and
Hyperion advantageous.
Contact lynda@frontlinesolutions.co.za

Financial Planning
anD analysis ManageR /
Financial contRolleR
R450 - R650 000 p.a. (commensurate
with experience) l Johannesburg
Large manufacturing client looking for suitably qualified and
experienced candidate to undertake all financial analysis,
evaluations, projects and reporting.
Contact lynda@frontlinesolutions.co.za

assistant Financial
ManageR / contRolleR
R600 000 neg. (excluding performance
bonus) - ee position l Jhb (north)
Join dynamic, progressive Listed Entertainment / Leisure
Group. CA (SA) with 1 - 2 years’ commercial experience
essential. Excellent career opportunity for driven individual.
Contact taneill@frontlinesolutions.co.za

ManageMent accountant/
Financial analyst
R650 - R800 000 p.a. l Johannesburg
A resourceful CA (SA) / CMA with 4 to 7 years’ solid exposure in Manufacturing / Engineering / Mining will thrive in this
mobile listed environment (driving creative monthly analysis,
accurate target variance reporting and validated product
margin and costing data). Meaningful monthly management
information should flow from current reliable processes and
scientific annual budgeting to enable attainment of sustainability and strategic goals. Proven integrated computer
literacy, data integration project management and effective
liaison and business savvy are prerequisites.
Contact jim@frontlinesolutions.co.za

ManageMent accountant
R450 000 p.a. l cape town - ee post
Superb opportunity for a young CA (SA) / CIMA (must have
done articles) with 1 to 2 years’ commercial experience to
join a dynamic team. Reporting into the Financial Manager
you will be responsible for monthly reporting, take part in
budget preparation, variance reporting, forecasts and ad hoc
duties. Exposure to financial modelling a definite advantage.
Contact helen@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 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)

graham Burnside

Paul Jacka

Jim Wilson ca(sa)

ian shortreed ca(sa)

taneill Blankfield-smith

nathenia Watson

CEO, JHB

Managing Director, JHB

Senior Consultant, JHB

Senior Consultant, JHB

Senior Consultant, JHB

Consultant, JHB

lerato Makhetha

lynda Bradley

Judy Markwell

Helen nikiforakis

Dina du toit

nicky Rutherford

Consultant, JHB

Consultant, JHB

Manager, CT

Senior Consultant, CT

Consultant, DBN

Consultant, DBN

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

CLASSIFIEDS
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

APPOINTMENTS
AUDIT SENIOR REQUIRED
PKF George, a dynamic family of people, requires the services of
senior people, having as a minimum qualification, a B.Com degree
and completed SAICA articles. We are looking forward to your
application. Please send CV to amelia.cilliers@pkf.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
ESTABLISHED AUDIT FIRM ON WEST RAND-J.S.E. ACCREDITED
PRACTICE
We seek to employ audit trainees on all levels, we offer excellent
opportunities, training and market related remuneration. Exposure
to clients in various industries will be obtained which will include
subsidiaries of listed entities. Please send C.V. and academic record
to manie@mmsgroup.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.
ARE YOU INTERESTED IN SELLING?
In the world of accounting and auditing, a well established, JSE
accredited and internationally affiliated C A firm is looking to acquire
your accounting or auditing practice in Gauteng, Cape Town,
Bloemfontein or Durban. Should you be interested in selling, please
give Marius a call on 082 887 3496.

INTERESTED IN SELLING YOUR PRACTICE?
Are you nearing retirement or just want to exit your practice? We are
interested in buying auditing, accounting and tax practices with English
or Afrikaans speaking client bases, whether in the bigger cities or rural
SA. Send us an email at webuyit8@gmail.com to start a discussion.
PRAKTYK GELEENTHEID PLATTELAND
Wil u `n vennoot word in `n Vrystaatse praktyk (sedert 1953). `n
Plattelandse omgewing waar die lug skoon is, waar die verkeer nie
knope veroorsaak nie, waar kinders in `n rustige omgewing groot
gemaak kan word en waar jy maklik in hul sport en aktiwiteite kan
deel. Daar is tans vier vennote waarvan twee binnekort wil aftree.
Kontak Magda – 083 631 9362 of Flip 083 285 1845
PRACTICE
We are keen to purchase an accounting or auditing practice in
Gauteng. We have done this before and are prepared to pay fair
value. For a confidential discussion contact Joe on 082 854 8269
PARTNER
Established firm with two audit partners, one tax partner and
twenty employees is looking for the right person to join as an
engagement partner. Located close to Melrose Arch. Attention to
detail is a requirement. For a confidential discussion contact Joe on
082 854 8269
SERVICES
AUDIT MANAGER
Provides the service of a full audit team (manager,senior and junior)
with sixteen years of experience on caseware. Contact Rory de Vos
(Bcompt UNISA) cell no 083 701 6429
STRATEGY COACH
Thinking of a bold new strategy to grow your business? Think
Audax Ideas. Contact Troy Dyer, CA(SA) MBA CFA, Strategy Coach
at Audax Ideas. Mobile: 083 326 3260. E-mail: troy@audaxideas.com

RATES
Please note that we will be keeping the 2011 rates for 2012, they are as follows:
We charge R40 p/word
R60 p/bolded word (Heading)
Minimum words - 30
Maximum words - 80
Please note that payments for classified advertisements and proof of such payment are required by the due date stipulated on
your quote, all classified adverts are done in a word wrap and will appear in our magazine in alphabetical order.

Live,Work,
and Play
in NYC.

A dream for newly qualified and seasoned CA’s.
Do an international secondment with Makosi.
Flights, accommodation, cell phones, visas,
competitive pay and everything you need to
enjoy an amazing work experience in the
greatest city on earth.

“ This program has been a highlight of my life.
Thank you so much for the opportunity and
for looking after me so well during my time
in New York.”
— 2012 Secondee

Additional opportunities in other United States
locations, as well as Luxembourg and the
Cayman Islands.

The program runs from

January 2013 – April 2013

Interviewing begins July 2012.
Spaces are limited so apply today.

Visit www.makosi.com/secondment
for more information and to apply.

Follow Makosi consulting www.makosi.com/social

Human Communications 87448

