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“It is better to lead from 
behind and to put others 
in front, especially 
when you celebrate 
victory when nice things 
occur. You take the 
front line when there 
is danger. Then people 
will appreciate your 
leadership”  

- Nelson Mandela
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MOTIvE. PASSION. SPONTANEITY.

Some say that these are three attributes that a great leader must 
demonstrate. Motive is the reason why you chose the role you have. 
Passion is what makes you laugh and what makes you cry … or 

occasionally angry. Spontaneity is the ability to answer a question you 
haven’t heard before.

The quality of executive leadership became a burning issue a year or 
two ago with the passing of Steve Jobs and the legacy of leadership lessons 
he left behind. The recent passing of ex-British Prime Minister Margaret 
Thatcher also sparked an outburst of debate on the qualities of leadership 
(read our special feature on leadership on page 29). 

Leadership quality influences the value of your company – just 
consider the effect Alex Ferguson’s retirement had on the share price 
of Manchester United. Time and time again, the markets have proven 
that even companies in low-growth or commodity industries can offer 
winning stocks on the basis of exceptional management. Likewise, the 
markets have shown that few stocks thrive over the long term with 
suboptimal leadership. 

You might wonder what, then, goes into making a great CEO and how  they build value for shareholders? Unfortunately, 
there are no objective quantifiable markers for a great CEO. Remarkable CEOs have come from the Ivy League and from 
Benoni. Likewise, legendary CEOs are deeply steeped in a single industry, or have wide-ranging careers across many 
functions and sectors. 

Outstanding leaders also have more influence than others. Have you ever wondered why? It’s because they “invest” 
more in others. They are trusted because they give and take in a manner that empowers and inspires colleagues and makes 
an indelible impression on them. Those with the greatest influence almost always have the strongest relationships within 
and outside of their companies. If leadership is about influence, then influence is about relationships, and relationships 
are about the investments made in people. And it’s about motive, passion and spontaneity. 

Motive, passion and spontaneity complement one another. Spontaneity without purpose is emptiness. Passion without 
purpose is hot air. Motive without passion is silence; no one knows what you are thinking or feeling. 

These three words epitomise great leadership. A true leader must strike a balance between being sharp, amicable and 
true and being humble and tough.  But these three words do give substance to a leader’s ambition and sustenance to a 
leader’s purpose.

Gerinda Jooste
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to qualify as a chartered accountant

to have a stroke

7 years

7 seconds

The key To success lies in sharing iT.

Because you never know what’s going 
to happen, PPs tailor-made insurance 
solutions mean you can still earn like a 
professional, even if you can’t practise as 
one, and you don’t even have to prove 
your loss of income.

at PPs, we provide our members with 
unmatched occupation-specific benefits. 
But because we also belong to our 
members*, they share in our profits too -  
r3 billion in 2012 alone.

To find out how we can help you maintain your 

lifestyle no matter what happens, SMS** ‘ASA’ and 

your name to 42097 and we will call you back. 

Alternatively, visit www.pps.co.za or consult a PPS 

product-accredited financial adviser.

PPS is an authorised financial services provider.
*Members with qualifying products.
**Standard SMS rates apply.
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 HAVe YoUr SAY

LET US kNOw whAT 
YOU ThINk OF 
ACCOUNTANCY SA.
We, at SAICA, would like to 
encourage you to participate 
in this survey and to voice 
your views in terms of areas 
that you think are critical in 
enabling us to improve our 
service to you.

The survey should take 
about 10 minutes to complete. 
All information collected from 
the survey will be treated 
confidentially and will not be 
shared with a third party. 

We are committed to the 
improvement of our services and 

your participation in this survey 
is greatly appreciated.

Remember that all data 
are treated with the utmost 
confidentiality and that the 
surveys captured cannot be 
linked back to a specific person.
Visit www.accountancysa.org.za 
to complete the survey. 

A bulk email with the link 
will also be sent for ease of 
access.
All respondents to the 
survey will go into a lucky 
draw to stand a chance of 
winning the BlackBerry 
Bold 9790 smartphone as 
well as  handmade serviettes 
and coaster gift sets from 
Met Flair. Sponsored by 
BlackBerry and Met Flair.

WIN

WIN
AbOUT ThE bLACkbErrY bOLD 9790 
SmArTPhONE
 
Collaborate, network and share like never before – with the 
BlackBerry® Bold™ 9790 smartphone.  Built with defined finishes 
and functional features, the distinctive BlackBerry Bold 9790 
smartphone provides a seamless touch display, precise optical 
trackpad and navigation keys and the iconic BlackBerry® QWERTY 
keyboard in a compact size.

Now you can not only do it all, you can choose how you do it. 
Plus, with BlackBerry® 7 OS, navigating through documents, 
enjoying multimedia and staying connected with friends and 
business contacts is easier and faster than ever before. If you 
want the distinctive BlackBerry smartphone experience, the new 
BlackBerry Bold 9790 smartphone is for you.Sj

MetFlair is a new household 
range, made mostly with 
Perspex that is both practical 
and beautiful.

it started as a hobby when 
two sisters  decided to combine 
their skills to create some 
beautiful products for their 
homes. this quickly turned 
into a business when requests 
started flooding in and they 
decided to sell their products. 

Visit www.metflair.co.za for 
more information.

APrIL ISSUE
 
We would like to apologise 
for the delays in delivering 
the April issue. Any delays 
were due to the Post Office 
strikes.

There was also a 
mishap at the dispatch 
department where some of 
the addresses were printed 
and some members’ email 
addresses and names were 
incorrectly captured. We’ve 
put measures in place to 
ensure it doesn’t happen 
again. The issue is still 
available for download at 
www.accountancysa.org.za





CORPORATES
SITTING ON CASH 
Despite stories of South 
African companies sitting 
on “piles of cash” and being 
reluctant to invest in the local 
economy, a closer look at the 
data reveals that companies 
actually have far less cash on 
hand, according to Rian le 
Roux, chief economist at Old 
Mutual Investment Group 
South Africa.  An examination 
of the SA Reserve Bank deposit 
data by le Roux showed that, 
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 DeVeLoP UP-TO-DATE

Up-to-date
KEEPING YOU INFORMED OF BUSINESS TODAY

“It is better to lead from 
behind and to put others 

in front, especially 
when you celebrate 

victory when nice things 
occur. You take the 

front line when there 
is danger. Then people 

will appreciate your 
leadership”

Nelson Mandela

CPD PLATFOrm ChANgES
SAICA is excited to announce that the Continuous 
Professional Development (CPD) system will be 
migrating from the current CPD website to be 
hosted by on Click2Start on the SAICA website. 
This change means that, with effect from 1 
June 2013, you will no longer answer the CPD 
questions on the current CPD website.

All CPD questions from April 2013 and 
onwards will be loaded onto the new system. A 
document with instructions on how to use the new 
system will be sent to all readers via a bulk email 
and  will also be made available on Accountancy 
SA, Integritax and Click2Start websites.

For more information contact:
Accountancy SA: Mpho Netshivhambe – 

011 621 6724 / mphoh@saica.co.za; 
Integritax: Njabulo Mngomezulu 011 621 6965 / 
njabulom@saica.co.za

GROWING NEED 
FOR PUBLIC 
SECTOR AUDITORS 

 
The results of the 2012 Public 
Practice Examination (PPE) 
showed an improved pass rate 
of 76% from the previous year 
(2011: 74%).

 in an awards ceremony 
for the top 10 PPE candidates, 
Bernard Agulhas, CEO of the 
independent regulatory Board 
for Auditors (IRBA), said that 
despite the pleasing progress 
achieved, there is still a severe 
shortage of black auditors.

 the number of black African 
PPE candidates has risen from 
481 in 2008 to 570 in 2012, with 
the pass rate rising from 204 to 
331 over the same period.

 the irBA views this 
transformation as a national 
imperative because auditors 
protect the public by providing 
assurance about the accuracy 
and reliability of financial 
statements. 

 Recent findings from the 
Auditor general regarding 
the 2011-12 audit outcomes 
of national and provincial 
government, revealed a declining 
number of public entities with 
clean audits. Less than a quarter 
received clean audit opinions.

 the Ag’s report showed 
that a root cause of the poor 
audit outcomes was the failure to 
perform requisite internal control 
and assurance. it was also 
revealed that R102 billion was 
paid to consultants over a three-
year period to help departments 
perform their duties.

rather than the total R1.34 
trillion held as bank deposits 
by non-financial companies as 
at the end of November 2012, 
“true” non-financial corporate 
deposits were only R578 billion, 
or 43% of this total. 

The remaining R762 billion 
was mainly deposits held with 
banks by fund managers and 
unit trusts (including money 
market unit trusts). “The most 
common interpretation is that 
this ‘cash pile’ is evidence of the 
private sector’s unwillingness to 
invest in the economy”, noted 
le Roux.  
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MERGER  OF 
EqUALS 
Grant Thornton and PKF in 
Johannesburg have announced 
on 6 May 2013 that they will 
merge the two significant mid-tier 
assurance and business advisory 
offices to create a formidable 
professional services firm in the 
city of gold.

the merger  is effective 1 July 
2013, when PKF Johannesburg 
will officially become part of the 
grant thornton Johannesburg 
member firm and Grant Thornton 
South Africa.

this is hot on the heels of 
another recent two-way merger 
when TIS/Fintis and Rebahale, 
two black-owned professional 
services firms, merged with Grant 
thornton South Africa in March 
2013 to enhance its position in 
the public sector, underlining the 
firm’s commitment to continuing 
transformation.

the new CEO of grant 
thornton Johannesburg will be 
Andrew hannington. Jeanette 
Hern who plays a significant 
leadership role in grant thornton 
will assume the role of deputy 
CEO in Johannesburg.  

“this is an incredibly exciting 
opportunity to work with a firm 
with similar goals and truly well 
aligned cultures, coupled with a 
global force to be reckoned with,” 
says Andrew hannington.  “this 
is a merger of equals. It unifies 

the strengths and specialised 
expertise of each entity resulting 
in a formidable firm which will 
be unparalleled in the mid-tier 
market.” 

the merger will entrench 
grant thornton’s position as 
5th in South Africa (ranked by 
fee income) according to the 
November 2012 International 
Accounting Bulletin (IAB) SA 
survey.  

Jeanette hern, deputy CEO 
elect, says, “For our businesses, 
today’s merger of equals forms 
the next step in our national 
strategic growth plans. the 
new combined Johannesburg 
staff complement of over 500 
enhances our capacity and will 
be beneficial to our clients. The 
merger is not expected to have 
any impact on staff numbers and 
will bolster the South African firm 
with a national staff complement 
of over 900.”

Both firms have ‘growth’ as 
a key strategy and the merger 
will see the grant thornton 
tagline – An instinct for growth 
– continue to inform the way 
in which we deliver our client 
service – a commitment to which 
we passionately adhere.

The merged offices will 
operate as grant thornton 
Johannesburg within the national 
network. Other PKF offices in 
South Africa will continue to trade 
under the PKF name and will 
not be part of the merger at this 
stage.

People buy into the 
leader before they buy 
into the vision. —John 
Maxwell
John Maxwell

AFRICA AND 
GLOBAL GROWTH
A Fin24 report notes that 
according to recent IMF data, 
sub-Saharan Africa should 
have 5.6% growth in 2013. 
McKinsey & Co said in a recent 
report that Africa has the world’s 
fastest growing population and 
booming consumer demand - 
not natural resources - would 
drive growth. The IMF’s latest 
World Economic Outlook 
predicts that economic activity in 
Africa’s reinvigorated economies 
will ‘remain robust’ this year 
and next. the Economic times 
supports this, stating that 
resource-rich economies like 
Nigeria (7.2%) and growing 
lower-income economies 
like Mozambique (8.4%) are 
expected to lead the way. 

Source: Africa Business Brief

GADGET OF THE MONTH
samsunG Galaxy s4 

This sleek and innovative smartphone makes every moment of 
life very meaningful; it understands the value of relationships, 
enabling true connections with friends and family; it believes in 
the importance of effortless experience, making your life easy 
and hassle-free. The real beauty of the phone is the highly crafted 
design encompassing a larger screen size and battery, minimised 
bezel; all housed in the light (130g) and slimmer (136.6 x 69.8 x 7.9 
mm) shape. Samsung GALAXY S4 is less to hold yet more to see, 
being made from polycarbonate, a durable, scratch resistant yet 
lightweight material, making it ideal for everyday use. 

 The GALAXY S4 has the world’s first Full 
HD Super AMOLED display to showcase images 
at their very best. Its 5-inch large screen crams in 
441 pixels per inch for stunning viewing quality. 
GALAXY S4 also utilises S Travel - a durable 
travel companion for all of life’s adventures.

 International travel is a joy, with ‘S 
Translator’ providing instant translation, 
using text or voice translation on applications 
including email, text message and ChatON. 

The GALAXY S4 supports HSPA+42 Mbps 
so wherever you are in the world, you can rely on 
perfect connectivity. 

 The GALAXY S4 empowers your life by 
keeping you up to date with your health and 
well-being using the new ‘S Health’ software. The 
sensors built within the device systematically 
and automatically monitors your health, 
surroundings and so much more to improve your 
quality of life. 

numbers to remember
Career Suite offers job seekers an all-in-one, easy to use online 
platform to post their CVs where it’s sure to be seen by the right 
people, plot their next career move and even manage their entire 
career journey. At the same time, it provides recruiters, employers and 
professional service providers with access to the best recruits in the 
business.

Visit www.careersuite.co.za to upload your CV or start 
browsing for candidates.

76 ACTIVE JObS 
AVAILAbLE

9 mENTOrS560 CVs rEgISTErED 7 SErVICE PrOVIDErS

www.careersuite.co.za

Job seekers | Recruiters | Employers | Professional Service Providers

Career Suite offers job seekers an all-in-one, easy to use online platform to 
post their CVs where it’s sure to be seen by the right people, plot their next 
career move and even manage their entire career journey. At the same time, 
it provides recruiters, employers and professional service providers with 
access to the best recruits in the business.

Career management>

Business leadership>

Self-assessment tools>

Top candidates recruitment>

Whether you’rethinking about
furthering yourcareer or fi ndingthe perfectcandidate…

has exactly
what you have in mind.

Visit www.careersuite.co.za to upload your CV or start browsing candidates.

Sponsored By
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AccountIng
CA(SA) representing the 
SA standard-setter at the 
newly established IASB 
technical advisory body 
The Trustees of the IFRS 
Foundation have announced 
the membership of the newly 
established Accounting 
Standards Advisory Forum, an 
advisory body to the iASB. Kim 
Bromfield from KPMG will be 
representing the South Africa 
standard-setter and Africa 
on the ASAF. The Forum will 
initially comprise 12 members 
from Africa, Asia-Oceania, 
Europe and America. More 
information on the appointments 
to the ASAF can be found on 
the iASB website. 

IASB’s priority:  Complete 
convergence projects
iASB Chairman, hans 
hoogervorst, provided an update 
on their projects, including the 
four convergence projects, at 
an IFRS international seminar 
held in indonesia. hoogervorst 
also encouraged indonesia to 
work towards full adoption of 
IFRS. More information on his 
speech at the IFRS international 
seminar can be found on the 
iASB website.

EtHIcS
IESBA strengthens 
key sections of Code of 
Ethics for Professional 
Accountants 
the international Ethics 
Standards Board for 
Accountants (IESBA) has 
released strengthened 
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satisfactorily address the 
consequences of the breach;
d) Document, among other 
matters, the action taken and 
all the matters discussed with 
those charged with governance.

Engagement Team
in conjunction with the 
international Auditing and 
Assurance Standards Board’s 
release of its international 
Standard on Auditing (ISA) 
610 (Revised 2013), Using 
the Work of internal Auditors, 
the iESBA is also releasing 
amendments to the definition 
of ‘engagement team’ in the 
Code. the amendments clarify 
the relationship between 
internal auditors providing direct 
assistance on an external audit 
(direct assistance) and the 
meaning of an engagement 
team under the Code.

Effective date
the changes will be effective 
in 2014 (refer to the individual 
pronouncements for details). 
Early adoption is permitted. the 
revised pronouncements will be 
printed in the 2013 Handbook 
of the Code of Ethics for 
Professional Accountants due 
out in the second quarter.

PuBLIc SEctoR
Audits performed on behalf 
of Auditor General 
the fees to be charged by audit 
firms for audit work done on 
behalf of the Auditor general 
South Africa are set out in a 
Circular that SAiCA issues on 
an annual basis. the latest 
Circular covering the period 1 
April 2013 to 31 March 2014 is 
available on the SAiCA website.

 
 

provisions in its Code of Ethics 
for Professional Accountants 
(Code) to address conflict 
of interest and breach of a 
requirement of the Code. it also 
released amendments to the 
Code’s definition of the term 
‘engagement team’. 

Conflicts of Interest
the iESBA has revised 
the Code to provide more 
comprehensive guidance 
to support professional 
accountants in identifying, 
evaluating and managing 
ethical questions and 
challenges that can arise from 
conflict of interest. The revisions 
affect professional accountants 
both in public practice and in 
business, taking into account 
the different circumstances in 
which they work.

Breach of a Requirement of 
the Code 
the revisions to the Code 
establish a robust framework 
for addressing a breach of an 
independence requirement 
in the Code. they include 
requiring a firm to:
a) Terminate, suspend or 
eliminate the interest or 
relationship that caused the 
breach;
b) Evaluate the significance 
of the breach and determine 
whether action can be taken 
and is appropriate in the 
circumstances to satisfactorily 
address the consequences of 
the breach;
c) Communicate all breaches 
with those charged with 
governance and obtain their 
concurrence that action can 
be, or has been, taken to 

tAX
Binding general ruling: Turnover method
SARS issued, on 25 March 2013, a binding general ruling which 
reproduces the statement in paragraph 8.4.3 of the Value-Added 
Tax Guide for Vendors (VAT 404) which in turn was updated 
and issued on 15 March 2013. This binding general ruling sets 
out the default apportionment method which must be used to 
calculate the amount of input tax to be deducted, in respect of the 
acquisition of goods or services, to be used partly in the course of 
making taxable supplies and partly for another intended use. this 
binding general ruling was effective from 1 April 2013 and will 
remain in force until withdrawn or replaced by SArS.  

The ‘turnover method’ (as it is conveniently referred to) 
apportions the input tax on the basis of a formula that uses as its 
basis the values of taxable supplies, exempt supplies and then 
also the sum of any other amounts, which were received or which 
accrued during the period (whether in respect of a supply or not).  

it is important to note that a vendor that wants to use another 

basis or method to apportion the input tax can only do so if this 
is in accordance with an advance ruling. the binding general 
ruling in fact states that where the turnover method is not fair and 
reasonable, or is inappropriate, the vendor must apply to SArS to 
use an alternative method.  

SAICA made a submission during November 2012 to National 
treasury and SArS. this submission was made as a result of the 
large number of disputes with SArS, and long outstanding rulings 
with regard to the apportionment of value-added tax by vendors 
that acquire goods and services for mixed intended purposes. 
In order to overcome the practical difficulties which vendors 
experience with regard to the treatment of dividends (and similar 
passive income) in the standard prescribed turnover-based 
method of apportionment, SAiCA proposed that consideration be 
given to prescribing, by regulation, the formula with the exclusion 
of dividends (and similar passive income) from the denominator, 
in accordance with the world wide treatment of such income. the 
binding general ruling merely replaces the existing ruling and 
does not address the issues addressed in the submission.  



Taking your sales force      
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Sage Pastel
Evolution Mobile 

Key benefi ts of this Sage Pastel App:
·  Managers can gain access to real-time information on sales fi gures, inventories, sales force performance and more.
·  Sales executives can create quotes, capture orders, check inventory levels and get instant sign off  on orders, all in   
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100 Moments that 
Mattered
by Peter Joyce

100 Moments that Mattered 
features a selection of 100 

events, and the people involved 
in them, that shaped the nature 
of South African society over the 

centuries. it is a compendium 
of interesting stories presented 
in bite-size chunks, providing a 
coherent and colourful picture 
of the nation’s history. Written 

in an accessible style, and 
beautifully illustrated throughout, 

this book will entertain and 
inform. it covers the main 
political events, as well as 

milestones in technology, culture, 
entertainment and sport, and 
a few stories that are included 
for their humour and charm. 

From early landings and bloody 
wars, to dramatic upheavals 
and long-awaited freedoms, 

to medical breakthroughs and 
sporting triumphs, 100 Moments 
that Mattered gives a fascinating 
glimpse into our country’s history.

Just about everything a 
Manager needs to know 

in South Africa
this book distils just about 

everything relating to successful 
management practice into 
practical and immediately 

accessible ‘how-tos’, providing 
answers to all your management 

problems and questions in 
straightforward language with 
the minimum of fuss. You no 
longer have to separate the 

practical ideas from entangling 
management jargon and theory 

– the authors have done all 
that for you. Over 200 topics 

appear as double-page spreads, 
and each is cross-referenced 
and presented as a step-by-
step solution to management 

problems and issues.
About the authors: Neil 

Flanagan is a management 
strategist, a sought-after keynote, 

motivational speaker, and a 
bestselling author; Jarvis Finger 

is a well-known author of a range 
of management publications.

POLL OF THE MONTH
We asked …

What do you think about Eskom's load shedding this winter?

SoutHERn 
REgIon tRAInEE 
councIL 
the Southern region trainee 
Committee (SRTC) was 
established by SAICA in 2010. 
Our role is to communicate to 
our trainees any policy changes 
implemented by SAiCA. We do 
this through our social media 
platforms (Facebook and 
Twitter) as well as our SRTC 
mail. We also ensure that any 
concerns or issues raised by 
trainees are directed to the 
appropriate person at SAiCA.

As part of our 

i am disappointed, they could have managed this process 
better this time - 44%

i support them, we must save energy  - 9%

it is time we use other energy sources and stop relying on 
Eskom only - 47%

ThIS mONTh’S mUST rEADS …
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SAICA member volunteers in Zambia

SAICA member John Kruger recently returned from Zambia 
after volunteering on behalf of Accounting for International 
Development (AfID). This NGO sources volunteer accountants 
to coach staff and improve processes at charities in Africa, 
Asia and South America to make these organisations more 
financially efficient, sustainable and transparent. 

John volunteered at IDinsight, an organisation developing 
HIV/AIDS prevention programmes.

“My work was the establishment of basic cash and expense 
controls, learning their purchased accounting software 
and developing an accounting process for their specific 
‘business’ to match their accounting software's capabilities 
and processes. I also passed on my new knowledge of how 
the software worked to the newly appointed local accountant 
and set her up with the processes and procedures which I 
designed to facilitate accounting. Overall, I gained some good 
friends and contacts from my experiences there, which I value, 
and personally I gained some additional skills working with 
accounting software! Living in Zambia, I shared a house with 
a local Zambian charity employee. Through that I made a 
friend and learnt a lot about Zambian culture and its current 
political and social situation (although I’m sure one-sided). 
My impression of the programme by AfID is that the charities 
really appreciate it and that it is extremely valuable to them. 
For accountants, it’s a wonderful way to see the developing 
world and add more visible value.”

transformation and growth 
initiative (one of SAICA’s 
strategic objectives) we have 
been able to create awareness 
of the chartered accountancy 
profession in areas where 
such information wouldn’t 
be readily accessible. We 
are also involved with the 
Bookery Project, an initiative by 
Equal Education that aims to 
ensure that each school has a 
functional library. 

Our aim this year is to 
establish a trainee forum where 
we can meet trainees from 
various firms in one venue and 
discuss issues that concern 
them. Contact srtc@saica.co.za 
for more information. 



RS
13

9/
13

KEEP IN 
LINE WITH 

CRITICAL 
TAX 

CONTENT

Bringing our unique  
reference work in print, online 
and in-depth to The Frontline

Silke on South African  
Income Tax
Dedicated to the tax practitioner, Silke on 
South African Income Tax is the largest 
reference work of its kind in South Africa today.

It gives you access to the most comprehensive 
content and expert opinion from a leading 
authority in taxation, quickly and easily.

Silke on South African Income Tax has been 
designed to suit you, covering all matters 
relating to tax on individuals, companies and 
other business entities.

In an increasingly complex, fast-changing 
tax world, we arm you with the critical and 
authoritative content you can trust, everyday, 
on The Front Line.

Harness the power of Silke today.
www.lexisnexis.co.za
customercare@lexisnexis.co.za
0860 765 432

RS139-13_silke_ad_ad_273x210.indd   1 2013/05/08   1:39 PM



 DeVeLoP THE WORLD

The World
PROvIDING AN OvERvIEW IN ONE GLANCE

PURCHASIng POWER PARITy: 
An oVerVIew
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country Price level 
% relative to uSA

Argentina -13
Australia 12
Brazil 29
Britain -3
Canada 24
Chile 0
China -41
Egypt -45
india -62
indonesia -35
Japan -20
Mexico -34
New Zealand -1
Norway 80
Poland -33
russia -45
Saudi Arabia -33
Singapore -17
South Africa -54
South Korea -22
Sri Lanka -37
Sweden 75
Switzerland 63
taiwan -42
uAE -25
united States 0
uruguay 25
Venezuela 108
Belgium 18
France 12
greece 3

-13 ARgEnTInA

29 BRAzIL

24 CAnADA

 0CHILE

-34 MExICO

0 UnITED STATES

25 URUgUAy

108 VEnEzUELA
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P urchasing Power Parity 
(PPP) is a technique used to 
determine the relative value 

of currencies, estimating the 
amount of adjustment needed 
on the exchange rate between 
countries for the exchange to be 
equivalent to (or on par with) 
each currency's purchasing 
power.

An example of this measure 
for making prices equal - which 

underlies purchasing power 
parity - is the Big Mac Index, 
which compares the prices of a 
Big Mac burger in McDonalds 
restaurants in different countries. 
The Big Mac Index is presumably 
useful as, although based on 
a single consumer product 
that may not be typical, it is a 
relatively standardised product 
that includes input costs from a 
wide range of sectors in the local 

economy, such as agricultural 
commodities (beef, bread, 
lettuce, cheese), labour (blue 
and white collar), advertising, 
rent and real estate costs, 
transportation, among others.

The following table, based 
on data from The Economist's 
January 2013 calculations, 
shows the under (-) and over 
(+) valuation of the local 
currency against the US dollar 

in percentages, according to the 
Big Mac Index. As an example 
calculation, the local price of a 
Big Mac in Hong Kong, when 
converted to US dollars at the 
market exchange rate, was $2.19 
- or 50% of the local price for 
a Big Mac in the USA at $4.37. 
Hence, the Hong Kong dollar was 
deemed to be 50% undervalued 
relative to the US dollar on the 
PPP basis. ❐
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 DeVeLoP SCORECARD

These figures show the inflation rates of the BRICS 
countries (Brazil, Russia, India, China and South 
Africa) to generally be higher than most. 
India’s inflation rate is the highest, while Russia’s 

inflation stood at 7.26% in March 2013 and Brazil’s 
was 6.31%. China’s rate at 3.13% is at a 10-month high, 
as holiday season spending and rapid credit growth 
accelerated price rises. 

Scorecard
NUMBERS THAT MAKE SENSE

INFLATION RATES OF THE G20 COUNTRIES
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Historically, from 
1958 until 2013, 
Japan’s inflation 

rate averaged 
3.2%, reaching an 

all-time high of 
25% in February 

1974 and a record 
low of -2.52% in 

October 2009.

Indian inflation slowed to an over three-year low. If 
this deceleration is sustained it may trigger another 
interest rate cut as growth falters. 

Historically, from 1969 until 2013, India’s inflation 
rate averaged 7.74%, reaching an all-time high of 
34.68% in September 1974 and a record low of -11.31% 
in May 1976. ❐
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in·teg·ri·ty   ( n-t g r -t )in·teg·ri·ty   ( n-t g r -t )
1. Steadfast adherence to a strict moral or ethical code, 2. The state of being unimpaired; soundness, 3. The quality or condition of being whole 
in·teg·ri·ty   ( n-t g r -t )
1. Steadfast adherence to a strict moral or ethical code, 2. The state of being unimpaired; soundness, 3. The quality or condition of being whole 
in·teg·ri·ty   ( n-t g r -t )

or undivided; completeness.
1. Steadfast adherence to a strict moral or ethical code, 2. The state of being unimpaired; soundness, 3. The quality or condition of being whole 
or undivided; completeness.
1. Steadfast adherence to a strict moral or ethical code, 2. The state of being unimpaired; soundness, 3. The quality or condition of being whole 

Integrity is a concept of consistency of actions, values, methods, measures, principles, expectations, and outcomes. In ethics, integrity is 
regarded as the honesty and truthfulness or accuracy of one’s actions. Integrity can be regarded as the opposite of hypocrisy,[1] in that it 
Integrity is a concept of consistency of actions, values, methods, measures, principles, expectations, and outcomes. In ethics, integrity is 
regarded as the honesty and truthfulness or accuracy of one’s actions. Integrity can be regarded as the opposite of hypocrisy,[1] in that it 
Integrity is a concept of consistency of actions, values, methods, measures, principles, expectations, and outcomes. In ethics, integrity is 

regards internal consistency as a virtue, and suggests that parties holding apparently confl icting values should account for the discrepancy or 
regarded as the honesty and truthfulness or accuracy of one’s actions. Integrity can be regarded as the opposite of hypocrisy,[1] in that it 
regards internal consistency as a virtue, and suggests that parties holding apparently confl icting values should account for the discrepancy or 
regarded as the honesty and truthfulness or accuracy of one’s actions. Integrity can be regarded as the opposite of hypocrisy,[1] in that it 

alter their beliefs. The word “integrity” stems from the Latin adjective integer (whole, complete).[2] In this context, integrity is the inner sense 
regards internal consistency as a virtue, and suggests that parties holding apparently confl icting values should account for the discrepancy or 
alter their beliefs. The word “integrity” stems from the Latin adjective integer (whole, complete).[2] In this context, integrity is the inner sense 
regards internal consistency as a virtue, and suggests that parties holding apparently confl icting values should account for the discrepancy or 

of “wholeness” deriving from qualities such as honesty and consistency of character. As such, one may judge that others “have integrity” to 
alter their beliefs. The word “integrity” stems from the Latin adjective integer (whole, complete).[2] In this context, integrity is the inner sense 
of “wholeness” deriving from qualities such as honesty and consistency of character. As such, one may judge that others “have integrity” to 
alter their beliefs. The word “integrity” stems from the Latin adjective integer (whole, complete).[2] In this context, integrity is the inner sense 

the extent that they act according to the values, beliefs and principles they claim to hold.
of “wholeness” deriving from qualities such as honesty and consistency of character. As such, one may judge that others “have integrity” to 
the extent that they act according to the values, beliefs and principles they claim to hold.
of “wholeness” deriving from qualities such as honesty and consistency of character. As such, one may judge that others “have integrity” to 

A value system’s abstraction depth and range of applicable interaction may also function as signifi cant factors in identifying integrity due 
the extent that they act according to the values, beliefs and principles they claim to hold.
A value system’s abstraction depth and range of applicable interaction may also function as signifi cant factors in identifying integrity due 
the extent that they act according to the values, beliefs and principles they claim to hold.

to their congruence or lack of congruence with observation. A value system may evolve over time[3] while retaining integrity if those who 
A value system’s abstraction depth and range of applicable interaction may also function as signifi cant factors in identifying integrity due 
to their congruence or lack of congruence with observation. A value system may evolve over time[3] while retaining integrity if those who 
A value system’s abstraction depth and range of applicable interaction may also function as signifi cant factors in identifying integrity due 

espouse the values account for and resolve inconsistencies.[4]
to their congruence or lack of congruence with observation. A value system may evolve over time[3] while retaining integrity if those who 
espouse the values account for and resolve inconsistencies.[4]
to their congruence or lack of congruence with observation. A value system may evolve over time[3] while retaining integrity if those who 

pro·fes·sion·al·ism   (pr -f sh  -n -l z  m)
1. Professional status, methods, character, or standards, 2. The use of professional performers, as in athletics or in the arts.
pro·fes·sion·al·ism   (pr -f sh  -n -l z  m)
1. Professional status, methods, character, or standards, 2. The use of professional performers, as in athletics or in the arts.
pro·fes·sion·al·ism   (pr -f sh  -n -l z  m)

A professional is a person who is paid to undertake a specialized set of tasks and to complete them for a fee. The traditional professions were 
doctors, engineers, lawyers, clergymen and commissioned military offi  cers. Today, the term is applied to architects, accountants, educators, 
A professional is a person who is paid to undertake a specialized set of tasks and to complete them for a fee. The traditional professions were 
doctors, engineers, lawyers, clergymen and commissioned military offi  cers. Today, the term is applied to architects, accountants, educators, 
A professional is a person who is paid to undertake a specialized set of tasks and to complete them for a fee. The traditional professions were 

engineers, scientists, technology experts, social workers and many more.
doctors, engineers, lawyers, clergymen and commissioned military offi  cers. Today, the term is applied to architects, accountants, educators, 
engineers, scientists, technology experts, social workers and many more.
doctors, engineers, lawyers, clergymen and commissioned military offi  cers. Today, the term is applied to architects, accountants, educators, 

The term is also used in sports to diff erentiate amateur players from those who are paid - hence “professional footballer” and “professional 
engineers, scientists, technology experts, social workers and many more.
The term is also used in sports to diff erentiate amateur players from those who are paid - hence “professional footballer” and “professional 
engineers, scientists, technology experts, social workers and many more.

golfer”.
The term is also used in sports to diff erentiate amateur players from those who are paid - hence “professional footballer” and “professional 
golfer”.
The term is also used in sports to diff erentiate amateur players from those who are paid - hence “professional footballer” and “professional 

dil·i·gence 1   (d l  -j ns)
1. Earnest and persistent application to an undertaking; steady eff ort; assiduity, 2. Attentive care; heedfulness.
dil·i·gence 1   (d l  -j ns)
1. Earnest and persistent application to an undertaking; steady eff ort; assiduity, 2. Attentive care; heedfulness.
dil·i·gence 1   (d l  -j ns)

Diligence is steadfast application, assiduousness and industry—the virtue of hard work rather than the sin of careless sloth. It is one of the 
Seven Heavenly Virtues.
Diligence is steadfast application, assiduousness and industry—the virtue of hard work rather than the sin of careless sloth. It is one of the 
Seven Heavenly Virtues.
Diligence is steadfast application, assiduousness and industry—the virtue of hard work rather than the sin of careless sloth. It is one of the 

Diligent behaviour is indicative of a work ethic — a belief that work is good in itself.[1]
Seven Heavenly Virtues.
Diligent behaviour is indicative of a work ethic — a belief that work is good in itself.[1]
Seven Heavenly Virtues.

ac·count·a·ble   ( -koun t -b l)
1. Liable to being called to account; answerable. See Synonyms at responsible, 2. That can be explained: an accountable phenomenon.

Accountability is a concept in ethics and governance with several meanings. It is often used synonymously with such concepts as [1] Accountability is a concept in ethics and governance with several meanings. It is often used synonymously with such concepts as [1] 
answerability, blameworthiness, liability, and other terms associated with the expectation of account-giving. As an aspect of governance, 
Accountability is a concept in ethics and governance with several meanings. It is often used synonymously with such concepts as [1] 
answerability, blameworthiness, liability, and other terms associated with the expectation of account-giving. As an aspect of governance, 
Accountability is a concept in ethics and governance with several meanings. It is often used synonymously with such concepts as [1] 

it has been central to discussions related to problems in the public sector, nonprofi t and private (corporate) worlds. In leadership roles,[2] 
answerability, blameworthiness, liability, and other terms associated with the expectation of account-giving. As an aspect of governance, 
it has been central to discussions related to problems in the public sector, nonprofi t and private (corporate) worlds. In leadership roles,[2] 
answerability, blameworthiness, liability, and other terms associated with the expectation of account-giving. As an aspect of governance, 

accountability is the acknowledgment and assumption of responsibility for actions, products, decisions, and policies including the 
it has been central to discussions related to problems in the public sector, nonprofi t and private (corporate) worlds. In leadership roles,[2] 
accountability is the acknowledgment and assumption of responsibility for actions, products, decisions, and policies including the 
it has been central to discussions related to problems in the public sector, nonprofi t and private (corporate) worlds. In leadership roles,[2] 

administration, governance, and implementation within the scope of the role or employment position and encompassing the obligation to 
accountability is the acknowledgment and assumption of responsibility for actions, products, decisions, and policies including the 
administration, governance, and implementation within the scope of the role or employment position and encompassing the obligation to 
accountability is the acknowledgment and assumption of responsibility for actions, products, decisions, and policies including the 

report, explain and be answerable for resulting consequences.
administration, governance, and implementation within the scope of the role or employment position and encompassing the obligation to 
report, explain and be answerable for resulting consequences.
administration, governance, and implementation within the scope of the role or employment position and encompassing the obligation to 

ded·i·ca·tion   (d d  -k  sh n)
1. The act of dedicating or the state of being dedicated, 2. A note prefi xed to a literary, artistic, or musical composition dedicating it to 
ded·i·ca·tion   (d d  -k  sh n)
1. The act of dedicating or the state of being dedicated, 2. A note prefi xed to a literary, artistic, or musical composition dedicating it to 
ded·i·ca·tion   (d d  -k  sh n)

someone in token of aff ection or esteem, 3. A rite or ceremony of dedicating, 4. Selfl ess devotion: served the public with dedication and 
1. The act of dedicating or the state of being dedicated, 2. A note prefi xed to a literary, artistic, or musical composition dedicating it to 
someone in token of aff ection or esteem, 3. A rite or ceremony of dedicating, 4. Selfl ess devotion: served the public with dedication and 
1. The act of dedicating or the state of being dedicated, 2. A note prefi xed to a literary, artistic, or musical composition dedicating it to 

integrity.
someone in token of aff ection or esteem, 3. A rite or ceremony of dedicating, 4. Selfl ess devotion: served the public with dedication and 
integrity.
someone in token of aff ection or esteem, 3. A rite or ceremony of dedicating, 4. Selfl ess devotion: served the public with dedication and 

Dedication is the fact of consecrating an altar, temple, church or other sacred building. It also refers to the inscription of books or other Dedication is the fact of consecrating an altar, temple, church or other sacred building. It also refers to the inscription of books or other 
artifacts when these are specifi cally addressed or presented to a particular person.[1] This practice, which once was used to gain the 
Dedication is the fact of consecrating an altar, temple, church or other sacred building. It also refers to the inscription of books or other 
artifacts when these are specifi cally addressed or presented to a particular person.[1] This practice, which once was used to gain the 
Dedication is the fact of consecrating an altar, temple, church or other sacred building. It also refers to the inscription of books or other 

patronage and support of the person so addressed, is now only a mark of aff ection or regard. In law, the word is used of the setting apart by a 
artifacts when these are specifi cally addressed or presented to a particular person.[1] This practice, which once was used to gain the 
patronage and support of the person so addressed, is now only a mark of aff ection or regard. In law, the word is used of the setting apart by a 
artifacts when these are specifi cally addressed or presented to a particular person.[1] This practice, which once was used to gain the 

private owner of a road to public use.
patronage and support of the person so addressed, is now only a mark of aff ection or regard. In law, the word is used of the setting apart by a 
private owner of a road to public use.
patronage and support of the person so addressed, is now only a mark of aff ection or regard. In law, the word is used of the setting apart by a 
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Did SAICA get it wrong when deciding that 
STC was an expense?

I was on the SAICA committee that decided that Secondary Tax on 
Companies (STC) was an expense. There was a furious debate at 
the time as to whether the tax was, in substance, merely part of 

the normal tax payable by a company, or whether it was a tax on 
the dividend of a company. If it were seen as a tax on dividends, 
which in my opinion it clearly was, the charge should not have 
been an income statement charge but a direct hit to the statement 
of changes in equity. The accounting framework supported the 
latter treatment.

So why did our committee decide to treat this as an income 
statement charge? There were two reasons:
1.  The government of the day explained the concept behind 

STC as an optional tax on profits. If a company wanted to 
plough back profit for growth, a lesser tax would be payable. 
If it wanted to pass profits onto its shareholders, a higher tax 
charge would apply.

2.  The users of financial statements had a simple approach to the 
problem:  it’s a tax and a tax is an expense.

Charles 
Hattingh  

Accounting for withholding tax on dividends  

Viewpoint
EvERYTHING YOU NEED TO KNOW ABOUT ISSUES THAT MATTER TO YOU THE MOST

In retrospect, I believe that we took the wrong decision. We should 
have stuck to accounting principles. All sorts of problems arose 
as a result of this decision, e.g. companies that restructured and 
paid dividends out of past profits were hit in the current year 
with a large tax charge, which had nothing to do with the current 
profitability of the company. I am a shareholder of two companies 
that postponed the declaration of their dividend, thereby 
penalising their individual shareholders through the higher tax 
to avoid charging the STC to profits for the year. Was that due to 
bonuses based on profits?

Well all of that is now history. Companies that now declare 
dividends are no longer liable for the tax. The tax is an expense 
of the shareholder and the company withholds the tax and pays 
it directly to SARS. This does not apply, for example, when a 
shareholder is a company, as the latter will withhold the tax when 
it on-pays the dividend to its shareholders, who are not companies. 
Beware of companies showing lovely growth rates in earnings this 
year – a large portion of such increase could be due to the change 
from STC to withholding tax.

I provide a free accounting service to a select number of 
investors on the JSE. An important measure is to establish 
whether or not the investor has earned beta (the market return). 
As we strive to generate alpha (a return over and above the market 
returns) we need to compare like with like. The JSE’s published 
dividend yields are, quite correctly, arrived at before deducting tax 
on dividends. This makes sense as not all shareholders are subject 
to this tax.  

Shareholders should, therefore, account for tax on dividends as 
an expense of earning those dividends and not net the tax against 
the dividends.  Netting in accounting is taboo. So one would expect 
the JSE to publish dividends declared per share for each company 
gross of withholding tax. Agree? They actually publish dividends 
declared per share net of withholding tax, despite that fact that 
the company declares the gross dividend and not all dividends are 
subject to withholding tax!

I suppose I should not criticise as we, in my opinion, got the 
accounting treatment of STC wrong. ❐

 DeVeLoP VIEWPOInT
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m any readers will be 
familiar with the benefits 
of diversification for a 

personal investment portfolio.  
Academic studies have 
consistently demonstrated 
compelling theoretical 
and empirical evidence for 
an approach in which an 
appropriate investment mix is 
determined by paying attention 
to the expected returns, risks 
and correlations of each of the 
relevant financial asset classes.

What may be less familiar 
is a more recent proposition: 
in order to achieve an optimal 
asset allocation, it is not only the 
investor’s financial assets that are 
relevant.  Human capital must be 
taken into consideration too.

What is this thing called 
human capital?  In a country-
wide context, governments and 
universities are very fond of 
talking about the importance 
of their contributions to it.  
However, our concern here is 
with a single individual.  From 
this point of view, human 
capital is, quite simply, what 
is left behind if a person’s 
real and financial assets are 
completely stripped away: 
cash, shares, property, cars - 
the lot.  The residual in this 
doomsday scenario of a thought 
experiment is a person’s set of 
skills, education and abilities.  
Undeniably, these things have 
cash-generating potential.  
Logically, therefore, they 
represent an asset class for an 
individual.

Human capital may, in 
principle, be quantified in 
exactly the same way as any 
other financial asset, by applying 

an appropriately risk-adjusted 
discount rate to expected future 
cash flows.  The riskiness of 
someone’s human capital may 
be evaluated by considering 
its nature.  A finance professor 
with a secure position in a 
financially stable university may, 
for example, be considered to 
have low-risk human capital.  
On the other hand, one of that 
professor’s students, headed 
for an exciting career in the 
capital markets, will probably be 
regarded as having higher-risk 
human capital.  

Finally, taking the 
correlation of human capital 
with the traditional financial 
asset classes into account, strong 
challenges to old asset allocation 
ideas arise.  It no longer looks 
sensible for a finance professor 
to allocate large financial capital 
proportions to bonds and 
money market funds, because 
the human capital involved may 
be highly correlated with those 
asset classes.  Similarly, a finance 
student should carefully consider 
the suitability of equities, bearing 
in mind the close relationship 
between his/her human capital 
and this asset class.

There are other interesting 
implications.  For example, 
the reduction in diversification 
from over-investing in your 
employer’s shares is already 
unfortunate in the context of the 
traditional framework.  But the 
newer approach demonstrates 
even more vividly the potential 
calamity of a situation in which 
the entirety of your human 
capital and a large slice of your 
financial capital are directly 
connected to each other. ❐

Mark 
Bunting 

What is ‘Human Capital’  

Are we quantifying human capital 
correctly for risk? After all, 

it is an asset class…

Y ou live in the age of distraction. You’re so busy 
thinking about the past and watching out for what's 
ahead that you don't take time to enjoy where you are. 

When you're at work, you fantasise about being on holiday; 
on holiday, you worry about the work piling up on your 
desk. 

mINDFULNESS
How to overcome this everyday challenge? By being 
mindful. Mindfulness means paying attention in a 
particular way; on purpose, in the present moment, and 
non-judgmentally. Mindfulness is an ancient principle and 
still relevant today. 

Dynamic corporate cultures have witnessed how 
mindfulness and social awareness are important 
components of an effective modern business strategy. 
Mindfulness at work means finding ways to become more 
aware, tapping into your reserves of creative leadership 
and compassion and practising those skills. 

Mindfulness in your own life means to purposefully be 
grateful in your present by having no specific wants other 
than the genuine moment. If you strip your life’s needs 
down to basics (survival mode) your grateful’s change to 
being able to eat, share, communicate and experience. 

bENEFITS
The benefits of living in the moment are backed by many 
philosophical and religious traditions. Mindfulness reduces 
stress, boosts immune functioning, reduces chronic 
pain and lowers blood pressure. It helps you to be more 
attentive, creative and resilient. 

Mindful people are secure, happier, empathetic and 
exuberant. Being aware in the here and now reduces the 
impulsivity and reactivity that cause depression, binge 
eating and attention problems. 

TIPS 
I took it on myself to see if it works and tested it twice over 
the last month. My tools: my kids and spending time in 
nature (camping).  Yes, and the effect on my family was 
profound. You might not like camping or have kids but you 
need to purposefully try proven tips to be more mindful.

Proven tips - spend a lot of time in nature; practise 
purposeful breathing daily; forgive and let go; forceful 
smiling; spend time with children; break your routine; pay 
attention to very ordinary things; be helpful to people in 
need and just be thankful.

DO IT TODAY
As Richard Branson says, "Let's do business like there is a 
tomorrow." 

But more important; to create a better tomorrow, you 
must start by being more mindful today. 

“Thanks Pooh, today is my favourite day”. ❐

Stanford Payne
ACINg ‘mINDFULNESS 101’ TODAY

 “What day is it?” “It's today,” squeaked Piglet.
“My favorite day,” said Pooh.
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h umans have known for millennia that neglecting to 
lead by example does not lead to sustainable success. 
As many a tyrant has discovered, the orgies and 

conspicuous consumption may be fun while they last, but the 
ultimate price is high. 

I can't think of a corporate leader today who comes 
close to repeating the spectacular mistakes of a Nero or a 
Ceausescu or a Gaddafi -- but there are subtler ways to fail. 

Contemporary management jargon is full of words like 
‘alignment’ and ‘integrity’, which basically come down to 
this: If the entire organisation, from the Board on down, is 
not playing by the same rules, with the same goals in mind, 
you can expect trouble. A Board that demands accountability, 
ownership, strict financial discipline and similar good things, 
but does not deliver these things in its turn, is inviting 
cynicism and disloyalty. Such leaders should not be surprised 
to find their organisations filled with people intent on 
working every situation to their own personal advantage.

So what do things look like, when executives and 
managers are leading by example? One of the most 
important telltale clues can be found in how information 
moves up, down and across an organisation. Do senior 
managers make decisions based on gut instinct, personal 
whim or hard information? If they use information, does 
it accurately reflect what's really going on? Do mid-level 
and junior employees understand the rules of the decision 
making process and trust its efficacy? 

If the answer to any of these questions is "no", or even 
"ermmm...", the red flags should go up immediately. 

Of course, making decisions based on hard information 
is not always easy. The data may be saying that a leader's 
personal pet project is failing, or that customers hate the new 
packaging you were so excited about, or that you made the 
wrong call on a new product line. We all have cherished ideas 
about how the world should be -- it's all too easy to ignore 
the clues that tell us we're wrong. Sadly, reality has a way of 
asserting itself no matter how hard we protest.

Effective leadership requires, firstly, having accurate 
information -- and secondly, that leaders should act on that 
information. The first can be delivered by good systems; the 
second is where the real test of leadership comes in. ❐

"I f I were the boss..." is a 
most useful mind-game to 
play, not only when you 

are daydreaming or upset, but to 
realise what would impress that 
person you report to.

If you were the boss, what 
would you prefer? Here are a few 
options to consider:

PrObLEm Or SOLUTION
There is no such thing as a dumb 
question as long as you always 
offer a suggested solution. It 
builds enormous confidence 
when realising you actually can 
answer most questions yourself. 

COmPLAIN Or FIx
If you had the choice of an 
employee who always complains 
versus one from which you only 
hear how a problem has been 
resolved, who would you choose? 
Yet, in the throes of irritation, we 
tend to comfortably resort to a 
good old moan, without realising 
the unfavourable impression 
created in doing so. Fix rather 
than complain. Live by the 
slogan: "Impossible is nothing!”

hAPPY Or grUmPY
A smile is a universal upbeat 
communication mechanism, 
no matter what language you 
speak. Stressful environments, 
more often than not, cause sighs, 
frowns and scowls. Intense 
concentration may portray a 
negative picture – guard against 
not informing your face if you 
are happy. Who do you prefer 
to spend time with - grumps, or 
infectiously happy people? 

TImESAVEr Or TImE-gUzzLEr
Successful people have a sincere 

appreciation for a maximum 
return on effort – achieving the 
most in the shortest possible 
period. Winners appreciate 
people who save rather than 
guzzle up time. Who do you 
prefer on your team? The stars 
that save you time by planning, 
thinking and acting ahead, or 
those who clog the system by first 
wishing to sap your time. How 
useful are you to a boss who has 
to do your job by providing you 
with all the answers? Invaluable 
team players are those who save 
time by moving ahead!

POSITIVE Or NEgATIVE
Whether you say I can, or 
whether you say I can't, you will 
always be right! It is important 
to realise that your attitude and 
disposition direct the future as a 
self-fulfilling prophecy. All people 
have a sincere appreciation of 
someone with a positive outlook 
that lifts the spirits and ‘ups’ 
the bar on the achievement 
barometer.

AgONISE Or ACT
As it is every person's job to 
work themselves out of a job, it 
is important that you perpetually 
strive towards and achieve the 
next level, at the same time 
teaching and empowering 
those that report to you to 
ensure no balls are dropped. 
Appreciate that the fastest 
career advancement will be by 
those who have already proven, 
repeatedly and without fail that 
they are able to operate at the 
next level.

If you get this right, you 
might just be in the boss’ shoes 
sooner than you think! ❐

Kevin Phillips
LEADINg bY ExAmPLE    

Anneke 
Andrews
In the shoes of the boss  

‘Do as I say, not as I do’ can be fun – 
while it lasts.

Make your boss’s day 
to make your way 

up the ladder.

 DeVeLoP VIEWPOInT
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w hen most firms analyse 
their revenues, they 
will generally find that 

90 to 95% of their income 
derives from compliance 
work, with other services the 
humble remainder. Firms 
offering specialist services 
using dedicated resources 
will normally record a lower 
percentage and the converse 
usually applies. However, 
let us further analyse non-
compliance revenue between 
services ‘sold’ by the firm and 
those ‘bought’ by the client. For 
example, if a client is buying or 
selling a business, they know 
they will need professional 
advice - which hopefully will 
be delivered by your firm. 
Thus that additional service 
revenue is driven by the client’s 
circumstances, with your good 
standing there meaning you will 
be retained.

But, what about those 
services clients buy from you 
because they recognise the 
value and reliability of your 
all-round offering? Some of 
these services might perhaps be 
regarded as ‘outsourcing’? 

rEVENUE POTENTIAL
Let’s first of all look at the 
opportunity of revenue 
potential. I think that generally 
there is a limit as to what clients 
will conceive paying beyond 
the cost of compliance. If they 
pay you R15 000 a year, it is 
probably outside the scope 
of their financial relationship 
with you to pay you a further 
R15 000. This leads me to 
outline what I call the ‘law of 
fee flexibility’. Simply stated, 

this suggests that clients have 
a budget of up to 60% of the 
compliance fee, provided they 
can clearly identify service 
value. 

The threat you face is 
that, should others offer those 
services to your clients, they 
might respond by saying: 
“Interesting, my regular 
accountant doesn’t do that.”

gETTINg gOINg
How to get going? Start by 
having firm owners outlining 
the services they are capable of 
delivering that, say, at least 20% 
of clients may be interested 
in. Do you have systems, 
policies and procedures e.g. an 
engagement letter, to deliver 
these services efficiently and 
within stipulated deadlines? 
Are you clear on the value to 
the client, for example is it time 
saving, tax saving, or profit 
enhancing?

Then have your staff 
perform the same exercise. 
Their list will differ from those 
of the firm owners because they 
see clients differently, they are 
usually more engaged with the 
client at grass roots level.

Start your planning: next 
month we look deeper into 
maximising the power of fee 
flexibility. ❐

Mark 
Lloydbottom 

The law of ‘fee flexibility’   

Leveraging the law of fee flexibility 
may get up to 60% more fees from 

existing clients.
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T o many the trade mark is simply a document that 
records a business name at the local trade mark office. 
It’s not compulsory and it takes so long to obtain, that 

it is frequently dismissed as an irritation. So, it’s relatively 
cheap, but why should we be paying close attention to our 
registered trade marks and those who administer these?

 Well, in short, it is the title deed to your brand. 
Your brand is, of course, everything that encapsulates 
and communicates your business, everything that keeps 
customers coming back. It may be a name, it could be a 
slogan, it could be colours, it could be three dimensional, 
it could even be a smell. All of these are capable of being 
registered as trade marks.

 So then, what’s the fuss? Well, properly obtained, these 
title deeds can be listed in your asset register. They can 
be valued, used to raise finance and sold separately from 
the business. They can be let for cash or be allowed to sit 
passively, preventing others from communicating their 
offerings in your trademarked manner. They protect the 
value generated by your brand. They protect market share 
both actively (in the hands of an attorney) and passively 
(just by sitting on the register).

 But just like a Verimark ad - that’s not all! The trade 
mark can be attached in legal proceedings to enable the 
jurisdiction of South African courts or they can be used to 
transport goodwill into a diversified space that may just 
provide a hedge for your business, or enable it to grow. 
They can also be transferred to enable efficient tax planning 
or to reduce the exposure of assets to business under 
duress.

 Brand protection using registered trade marks is 
at least 50% less costly than alternative methods such 
as passing off, and there is significantly less risk to the 
proceedings. Defending a trade mark infringement can 
minimise the risk of the dreaded urgent court order for a 
product withdrawal. In the growing social media space, 
the registered trade mark is frequently the only method 
of safely removing hijacked or rogue sites aimed at 
discrediting your business or holding it to ransom for a fee.

 Still not convinced? Consider the recent ISO standard 
(ISO 10668) for brand valuation, which requires an audit 
of the legal protection of a brand as a fundamental step in 
its valuation. Skype’s initial public offering (IPO) in 2010 
disclosed an ongoing legal dispute with BSkyB as a material 
threat to its brand, which illustrates the correlation 
between proper trade mark management and the value of 
the business.

 So, the next time you find yourself assigning a junior 
administrator to look after a seemingly endless list of 
trade mark enquiries and small bills, or dismiss them as 
an irritant, please stop and reconsider. That person guards 
possibly the most important asset in your business. ❐

Darren Olivier
DON’T UNDErrATE YOUr TrADE mArk 

Trade marks are the title deed to your 
brand, with all that implies…

 DeVeLoP VIEWPOInT

20       ACCOUNTANCY SA | June 2013        

Although listed companies 
are now warming up to the 
JSE’s integrated reporting 

requirement for preparing their 
annual reports, managements 
are finding certain aspects of it 
counter-intuitive to the concept 
of a concise and focused report.

The one is stakeholder 
relations, which queries 
whether stakeholder inputs have 
informed company strategy and 
were considered when deciding 
which information is material 
and should be published. For 
those used to dealing primarily 
with shareholders, investors 
and analysts, this departure 
from past practice doesn't make 
sense. 

It raises the challenge of 
how does one prepare a succinct 
integrated report, when its 
audience has become so wide? 
Are we not moving away from 
those massive annual reports?

Another area is the 
concept of materiality. If every 
stakeholder’s input must be 
solicited, what is included and 
what left out? Again, how do 
we avoid reporting on a lengthy 
shopping list?

Some clarity became 
available in April, when the 
International Integrated 
Reporting Committee (IIRC) 
released its Consultation 
Framework on integrated 
reporting for general comment. 
This draft contains key revisions 
regarding stakeholders and 
materiality that should be 
broadly welcomed within the 
corporate reporting community. 
It recommends that providers of 
financial capital be prioritised 
before other stakeholders when 

preparing an integrated report, 
as in this updated definition 
of materiality: “A matter is 
material if, in the view of senior 
management and those charged 
with governance, it is of such 
relevance and importance that 
it could substantively influence 
the assessments of the primary 
intended report users with 
regard to the organisation's 
ability to create value over the 
short-, medium- and long-term.”

Primary intended report 
users are clearly identified: “An 
integrated report should be 
prepared primarily for providers 
of financial capital in order to 
support their financial capital 
allocation assessments.” So now 
we know - annual reports are 
still to be targeted mainly at the 
financial community.

The Consultation 
Framework does, however, add 
the provison that integrated 
reports should also inform 
stakeholders with valid 
interests. 

With the IIRC opening a 
90-day window for commenting 
on this draft, I’ve no doubt 
that this key shift will attract 
much attention. In May the 
Global Reporting Initiative 
(GRI), released its updated V4 
guidelines, which focus more on 
sustainability. Although too late 
for comment in this column, V4 
should further clear the fog on 
stakeholders and materiality.

Hopefully the IIRC’s first 
definitive integrated reporting 
framework scheduled for 
December 2013 will merge in 
the GRI V4 stance and clearly 
signpost King III’s ‘journey’ to 
worthwhile annual reports. ❐

Clive 
Lotter

‘Materiality’ gets more real

The IIRC’s latest integrated reporting 
framework places shareholders and potential 

investors ahead of stakeholders.
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roadmap
IFRS CHANGES FOR 2013   

A handy summary of incoming IFRS requirements 
for financial year accounting from 1 January 2013.

T he International Accounting Standards Board 
(IASB) has completed a range of significant 
projects resulting in new accounting and 

disclosure requirements for entities preparing 
financial statements under International Financial 
Reporting Standards (IFRS). The effective date for 
these requirements is for financial years beginning on 
or after 1 January 2013 and now is the time to plan 
for implementation.  The implementation of these 
new standards could have a significant impact on 
systems and resources. An executive summary of each 
standard is given below.

IAS 19 (r) EmPLOYEE bENEFITS
The first change is to defined benefit plans. Prior to 
the amendments, actuarial gains and losses could 
be accounted for under three different accounting 
policies. Post the amendment all actuarial gains and 
losses are recognised in full in other comprehensive 
income.

In addition, interest is now calculated on a net basis 
(the defined benefit liability less any plan assets) 
instead of separately on the defined benefit liability 
and plan assets.

In implementing IAS 19 (R) an entity would have 
to obtain information about total actuarial gains and 
losses for the current and previous three years to 
complete the disclosure required by the change.

IFrS 10 CONSOLIDATED FINANCIAL STATEmENTS
IFRS 10 is the new standard on when an entity should 
be consolidated. It requires an assessment of whether 
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the parent has the power to direct the relevant 
activities of an entity to obtain returns. The actual 
mechanics of the consolidation remain the same as 
under IAS 27.

An investor controls an investee when the 
investor is exposed, or has rights, to variable returns 
from its involvement with the investee and has the 
ability to affect those returns through its power over 
the investee. 

 

IFRS 10 also introduces the concept of de facto control 
in which an investor would be required to consolidate 
the investee. De facto control exists where an investor 
does not hold a majority interest in the entity, but due 
to the large size of the holding (e.g. 40%) and the large 
dispersion of the other shareholders, it is unlikely that 
the other shareholders will act together to outvote the 
investor.

The diagram below provides guidance on how 
entities that were previously not consolidated, but 
that are subsidiaries in terms of IFRS 10, should be 
consolidated:

IFrS 11 JOINT ArrANgEmENTS
IFRS 11 is the new standard on joint arrangements 
which replaces IAS 31 Joint Ventures. Where joint 
arrangements exist, the investor is required to assess 
whether the joint arrangement is a joint operation or 
a joint venture. 

The following decision tree can be used to classify 
joint arrangements as either joint operations or joint 
ventures:

 
A joint venture is equity accounted for in the same 
way as associates. A joint operation is accounted for 
by consolidating each part in the venture’s share of 
the assets, liabilities, income and expenses of the 
joint operation in a similar way to proportionate 
consolidation.

IFrS 12 DISCLOSUrE OF INTErESTS IN OThEr 
ENTITIES
IFRS 12 is the new standard which contains the 
disclosure requirements for interests that an entity 
holds in subsidiaries, joint arrangements, associates 
and unconsolidated structured entities.

A structured entity is an entity that has been 
designed so that voting or similar rights are not 
the dominant factor in deciding who controls the 
entity, such as when any voting rights relate to 
administrative tasks only and the relevant activities 
are directed by means of contractual arrangements.

 AnALySIS DeVeLoP ➲

Rights Relevant 
activitiesSubstantive Variable 

returns
Ability to 

effect returns

Power

Control

Is the joint arrangement structured through a 
separate legal or other vehicle?

Does the legal form of the separate vehicle 
give rights to the assets and obligations for 
the liabilities relating to the arrangement?

Do the terms of the contractual arrangement 
specify that parties have rights to the assets 

and obligations for the liabilities relating to the 
arrangement?

Have the parties designed the 
arrangement so that:

•	 Its activities primarily aim to provide the 
parties with output

•	 It depends on the parties on a continues 
basis for settling the liabilities relating 
to the activity conducted through the 

arrangement?

joint venture
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p
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Is the new subsidiary a business as defined in IfRS 3?

Can the acquisition date be 
determined?

Can the acquisition date be 
determined?

Apply IfRS 3 Deemed 
acquisition date 

is the earliest 
practicable 

comparative 
period

Recognise assets, 
liabilities and non-
controlling interest 
using principles of 

IfRS 3

Deemed 
acquisition date 

is the earliest 
practicable 

comparative 
period

Recognise assets, 
liabilities and non-
controlling interest 
using principles of 

IfRS 3

Recognise 
goodwill

Apply IfRS 3 Adjust Equity

Adjust Equity

y n

y nny

Adjust Equity

The International Accounting 
Standards Board (IASB) has 

completed a range of significant 
projects resulting in new 

accounting and disclosure 
requirements for entities preparing 

financial statements under 
International Financial Reporting 

Standards (IFRS).



The following disclosures are required by IFRS 12:

 
IFrS 13 FAIr VALUE
IFRS 13 provides guidance on how to measure fair 
value, the scope of which is summarised in the table 
below:

fair value 
measurement

Measured 
under 
IfRS 13

Disclosed 
under 
IfRS 13

Share-based 
payment N N

Business 
combination Y Y

Fair value less 
costs to sell 
(IFRS 5, IAS 36)

Y N

Net realisable 
value and value-
in-use

N N

Leases N N

revaluation 
model in PPE Y Y

Financial 
instruments Y Y (many in IFRS 

7 already)

investment 
property Y Y

Plan assets – 
iAS 19 Y N

Agriculture Y Y

Fair value is defined as the price that would be 
received to sell an asset or paid to transfer a 
liability in an orderly transaction between market 
participants at the measurement date. 

IFRS 13 requires that the principal market is used 
to measure fair value. Should the principal market 

not be determinable, the most advantageous market 
is used.

Fair value is determined based on the unit of 
account in terms of the relevant standard that the 
asset or liability is accounted for. Therefore, control 
or liquidity premiums or discounts are not taken into 
account when determining fair value.

The fair value of non-financial assets is 
determined by reference to the asset’s highest and 
best use irrespective of its current use. The highest 
and best use of an asset must be physically possible, 
legally permissible and financially feasible.

The diagram below summarises some of the 
key considerations in determining the fair value of 
financial instruments:

Portfolios Financial instruments are measured 
on an individual basis. however, a 
limited exception is provided if fair 
value can be determined on a portfolio 
basis where an entity holds a group of 
financial assets and financial liabilities 
and is exposed to market or credit risk 
of each of the counter parties.

Financial 
liabilities and 
equity

if an active market for an entity’s 
financial liabilities and equity exists 
in which they are traded as an asset, 
the fair value of these instruments is 
determined from the perspective of 
the market participant that holds the 
asset.

if no such market is available, then a 
valuation technique should be used.

Credit risk An entity’s own credit risk is included 
in the fair value of a financial liability. 
the change in fair value that is due 
to a change in credit risk is recorded 
separately in other comprehensive 
income.

Counterparty credit risk is included 
in determining the fair value of a 
financial asset. IFRS 13 allows an 
exception where the net credit risk 
exposure for a group of assets and 
liabilities with the same counterparty 
can be included in determining fair 
value.

The following valuation techniques may be used to 
determine fair value:

Market 
Approach

Prices and other relevant 
information are used to value the 
asset. the prices are obtained 
from market transactions involving 
identical or comparable assets or 
groups of assets and liabilities.
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INTErESTS IN UNCONSOLIDATED 
STrUCTUrED ENTITIES:
•  the nature and extent of its interests in 

unconsolidated structures entities
•  the nature of, and changes in, the 

risks associated with its interests in 
unconsolidated structured entities.

INTErESTS IN SUbSIDIArIES:
•  the composition of the 

group
•  the extent of non-

controlling interest in the 
group’s activities and cash 
flows

•  the nature/extent of 
significant restrictions on 
its ability to access/use 
assets, or settle liabilities

•  the nature of the risks 
associated with its interests 
in consolidated structured 
with its ownership interest 
in a subsidiary that do not 
result in a loss of control

•  the consequences of losing 
control of a subsidiary 
during the reporting  period

INTErESTS IN JOINT ArrANgEmENTS Or 
ASSOCIATES:
•  the nature, extent and financial effects 

of its interests in associates or joint 
arrangements, including the nature and 
effects of its contractual relationship 
with the other investors with significant 
influence

•  the nature of, and changes in, the risks 
associated with its interests associates or 
joint arrangements



income 
Approach

Future amounts (for example cash 
flows and income or expenses) 
are converted to a single current 
discounted amount.

Cost Approach Reflects the amount that would be 
required currently to replace the 
service capacity of an asset (current 
replacement cost).

Each of the valuation techniques will require the use 
of inputs in order to determine the fair value. IFRS 13 
requires that the inputs are classified in the following 
categories. This classification will affect the disclosure 
required. ❐

Level 1 Quoted (unadjusted) prices in active 
markets for identical assets or 
liabilities that the entity can access at 
the measurement date.

Level 2 inputs other than quoted prices 
included within Level 1 that are 
observable for the asset or liability 
either directly or indirectly.

Level 3 unobservable inputs.

Author: Andrew Van Der Burgh CA(SA) is the Manager: 
Accounting and Auditing at Deloitte.
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what if your 
financial 
team could 
add more 
value to your 
bottom line?

In business, there is no place 

for “what if”. Empowering your 

financial staff by giving them 

the right training and support 

can have a dramatically positive 

effect on your bottom line.

AAT(SA) offers practical training 

solutions for financial staff at all 

levels, which means a higher 

level of skills reporting for duty 

every day. And that can make all 

the difference.

Contact AAT(SA) today!
Tel +27(0) 11 628 6888
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new Companies aCt
DIRECTORS AND THE CIPC

The CIPC (Companies and Intellectual Property Commission)  no longer needs to approve 
company actions and documentation.

T he new Companies Act, 2008 (the Act) has 
now been effective for almost two years, and 
despite much anxiety and uneasiness about the 

quality of the legislation prior to its implementation, 
the transition from the old to the new Act can be 
described as ‘almost‘ smooth. 

rESPONSIbILITY OF DIrECTOrS
A key feature of the new Act is that it clearly 
emphasises the responsibility and accountability 
of directors. By accepting their appointment to 
the position, the directors indicate that they will 
perform their duties to a certain standard, and it is a 
reasonable assumption of the shareholders that every 
individual director will apply his or her particular 
skills, experience and intelligence to the advantage of 
the company. 

The Act codifies the standard of directors’ conduct 
in section 76. The standard sets the bar very high for 
directors, with personal liability where the company 
suffers loss or damage as a result of the directors' 
conduct not meeting the prescribed standard. The 
intention of the legislature seems to be to encourage 
directors to act honestly and to bear responsibility 
for their actions – directors should be accountable 
to shareholders and other stakeholders for their 
decisions and their actions. With the standard set 
so high, the unintended consequence may be that 
directors would not be prepared to take difficult 
decisions or expose the company to risk. Since 
calculated risk taking and risk exposure form an 
integral part of any business, the Act includes a 
number of provisions to ensure that directors are 
allowed to act without constant fear of personal 
exposure to liability claims. In this regard, the Act has 
codified the business judgement rule,1  and provides 
for the indemnification of directors under certain 
circumstances, as well as the possibility to insure the 
company and its directors against liability claims in 
certain circumstances.

In addition to the codified standard of directors’ 
conduct, the Act also provides for personal liability 
in instances where anybody has suffered loss or 
damage as a direct result of non-compliance with 
the provisions of the Act (see Section 218(2)). The 
intention of the legislature here seems to be the 
decriminalisation of corporate law, and to move 
the onus for ensuring compliance to the directors 
individually, and to the company. The regulator and 
the State will only be required to ensure compliance 
in very specific instances (i.e. where the Act provides 

for the Companies and Intellectual Property 
Commission (CIPC) to issue a compliance notice, 
or where non-compliance is specifically classified as 
an offence). In every other instance the provisions 
of the Act may be ‘enforced’ by means of civil action 
by the stakeholders of the company (shareholders, 
employees, creditors, members of the community, 
etc.).

rEVISED rOLE OF ThE CIPC
The Act specifically reduces the company’s reliance 
on the regulator, the CIPC. Although companies 
still have to comply with an administrative 
process to inform the CIPC of its decisions (for 
example the appointment of directors, changing 
of auditors, change of year end, or amendment of 
the Memorandum of Incorporation), none of these 
decisions are dependent on the approval of the CIPC. 
In most instances, the company’s decision is effective 
immediately and it merely needs to inform the CIPC 
of decisions or actions. However, in a few instances 
the effect of the decision is delayed until the necessary 
notices have been ‘filed’ with the CIPC. 

Companies are often required to 'file' a notice with 
the CIPC. Section 1 provides that 'file', when used as a 
verb, means to deliver a document to the Commission 
in the manner and form, if any, prescribed for that 
document. If one looks at the Regulations (Regulation 
7 and Annexure 3), it clearly indicates that when a 
document is 'delivered' to the CIPC, the date and time 
of delivery is determined as follows:

Method of 
delivery 

time of deemed 
delivery

By entering the required 
information in an electronic 
representation of that form 
on the internet website, 
if any, maintained by 
the Commission, if the 
document is a prescribed 
form; or

On the date and at the 
time recorded by the 
Commission's computer 
system, as verified by fax 
reply to the sender of the 
information.

By transmitting the 
document as a separate 
file attached to an 
electronic mail message 
addressed to the 
Commission; or

On the date and at the 
time recorded by the 
Commission's computer 
system, unless, within 
one business day after 
that date, the Commission 
advises the sender that the 
file is unreadable.
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By sending a computer disk 
containing the document 
in electronic form, by 
registered post addressed 
to the Commission; or

On the date and at the time 
of delivery of the registered 
post to the Commission, as 
recorded by the post office, 
unless, within one business 
day after that date, the 
Commission advises the 
sender that the disk is 
unreadable.

By handing the document, 
or a computer disk 
containing the document 
in electronic form, to 
the Commission, or a 
responsible employee who 
is apparently in charge of 
the Commission's office.

On the date and at the time 
noted in a receipt issued 
by the Commission, unless 
the document is on a 
computer disk, and, within 
one business day after 
that date, the Commission 
advises the sender that the 
disk is unreadable.

It should be clear from the table above that 'file' 
and 'deliver' are defined so as to simply mean that a 
document must be submitted to the CIPC. There is 

no subsequent requirement for the CIPC to check 
or approve the particular action. Of course, the 
company needs to ensure that the particular filing 
complies with the provisions of the Act (relevant 
form completed correctly, required supporting 
documents attached, and the prescribed fee paid). 
Where the company fails to comply with the 
provisions of the Act, the company and its directors 
may be liable.

In order to illustrate the above conclusion, the 
provisions of the Act with respect to a few company 
actions will be investigated. To date, the CIPC 
still adheres to the approach followed by the old 
CIPRO, in that they regard it as a core function to 
check and approve all documents filed with them, 
and then inform the company as to whether the 
particular company action is approved or rejected. 
This approach is outdated, and not provided for 
in the new Act. On the contrary, Sections 6(8) and 
(9) clearly provides for a ‘substance over form’ 
approach, and indicates that even if there is a 
deviation from the design or content of a prescribed 
form, or in the manner of delivery, it does not 
invalidate the action taken. 

APPOINTmENT OF DIrECTOrS
In terms of section 66(7):
“A person becomes entitled to serve as a director of a 
company when that person
(a)  has been appointed or elected in accordance 

with this Part, or holds an office, title, 
designation or similar status entitling that 
person to be an ex officio director of the 
company; and 

(b)  has delivered to the company a written 
consent to serve as its director.”

In turn, Section 70(6) requires every company to 
file a notice (CoR39) within 10 business days after 
a person becomes or ceases to be a director of the 
company.

Thus, in terms of the Act the appointment of a 
director is effective as soon as he/she is appointed or 
elected, and has confirmed in writing that they are 
prepared to accept the appointment to the board. 
The CIPC has no role to play in the appointment of 
directors. The filing of the relevant notice does not 
affect the validity or the time of the appointment.

The question arises as to what the consequence 
would be if the CIPC failed to update its register of 
directors, delayed the updating of the register, or 
included incorrect information in the register. 

Despite the requirement to file to the CIPC a 
notice of the appointment or removal of a director, 
the company is obliged to keep a record of its 
directors (Sections 24(3)(b) and 24(5)). This record 
may be accessed by any person who holds or has 
a beneficial interest in any securities issued by a 
profit company, or who is a member of a non-profit 
company. Any other person has a right to inspect 
or copy the register of directors of a company, upon 
payment of a prescribed amount. As such one may 
conclude that the register held by the company 
should be regarded as the ‘official’ register of its 
directors, and it is this register that should be 
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consulted where there is a discrepancy between the 
company’s register and CIPC’s register, or where 
there is confusion or uncertainty as to the identity of 
the company’s directors.

ChANgE OF ThE FINANCIAL YEAr END
In order to determine the exact date and time on 
which the financial year end is changed, one needs 
to look at the provisions of the Act. Section 27(4) of 
the Companies Act determines that: 
“The board of a company may change its financial 
year end at any time, by filing a notice of that 
change, but—
(a)  it may not do so more than once during any 

financial year;
(b)  the newly established financial year end must 

be later than the date on which the notice is 
filed; and

(c)  the date as changed may not result in a 
financial year ending more than 15 months 
after the end of the preceding financial year.”

As pointed out above, ‘filing’ in terms of the new Act 
simply means that the notice is received by the CIPC 
(recorded in the CIPC’s computer system, or the 
date on which registered or other mail is received 
by the CIPC). The CIPC is not required to approve 
or vet any decisions or actions of the company. The 
changing of the company’s financial year end will 
be complete once the relevant notice (CoR25) is 
received by the CIPC.

ChANgE OF AUDITOr
The Act requires certain companies to appoint an 
auditor (public companies, state owned companies, 
and any other category of company that meet the 
requirements set out in the Regulations). The Act 
provides for the appointment of the auditor by 
shareholders at the annual general meeting, and 
where a vacancy exists for the directors to fill the 
vacancy within 40 business days. Section 85(3) 
requires the company to file a notice (CoR44) within 
10 business days after making the appointment. 
In addition, the company has to maintain a record 
of its auditors (Section 85(1)). Again, the Act does 
not link the filing of the relevant notice to the 
effectiveness of the appointment. However, where 
an auditor resigns, the Act expressly states that 
the resignation of the auditor is effective when the 
notice is filed (Section 91(1)). This implies that 
a resignation letter submitted to the company 
by the auditor is not sufficient to terminate the 
appointment of the auditor. In order to complete 
the action, the company has to file the CoR44. The 
resignation will only be effective on the date and 
time when the notice is received (and recorded) by 
the CIPC.

AmENDmENT OF ThE mEmOrANDUm OF 
INCOrPOrATION (mOI)
Where a company amends its MOI, it has to file 
a Notice of Amendment (CoR15.2) within 10 
business days after such amendment (section 16(7) 
read with Regulation 15(3)). Where a company 
amends its MOI by means of a special resolution of 

shareholders (as provided for in section 16(1)(c)), 
the amendment will not be effective immediately. 
This constitutes the one instance where the Act 
delays the effectiveness of a special resolution of 
shareholders. Under other circumstances, a special 
resolution will take effect as soon as the required 
number of votes is obtained. However, where a 
special resolution is obtained to amend the MOI, 
the amendment to a company’s Memorandum of 
Incorporation takes effect on the date of filing the 
Notice of Amendment, or the date, if any, set out in 
the Notice of Amendment (section 16(9)), whichever 
is later.

CONCLUSION
The new approach to enforcement of the Act, as 
illustrated by the examples above, is in line with the 
Government’s objectives for reform of our corporate 
law. The high-level objectives of the new Companies 
Act (as per a DTI presentation to Cabinet, dated 31 
January 2007) were to:
•  Reduce the regulatory burden for small and 

medium-sized firms (mostly owner-managed, 
privately owned)

•  Enhance protection of investors through 
enhanced governance and accountability (esp. 
public interest companies), minority protection 
and shareholder recourse

•  Create a more flexible environment, without 
compromising regulatory standards and 
objectives, to enhance investment.

The effect of the corporate law reform is clearly 
that the regulator now regulates with a much 
lighter touch, and that companies and directors 
need to bear responsibility for their actions. 
As a consequence, this new regulatory regime 
allows companies to take and implement their 
own decisions seamlissly, without having to wait 
for approval or a go-ahead by the CIPC. In most 
instances, mere ‘filing’ and ‘delivery’ will suffice to 
ensure compliance with the Act. Where documents 
are rejected by the CIPC, it does not invalidate the 
particular company action – it merely implies that 
the company needs to improve its administrative 
game. Of course, the new approach also points to 
the need for directors to carefully consider their 
decisions and actions, and to take into account the 
wider context and impact of such decisions. The Act 
clearly makes it easier for companies to conduct 
business and has increased the responsibilities of 
directors. ❐

rEFErENCE
1.  In terms of the business judgment rule a director 

will have met the required standard if he or she 
has taken reasonable diligent steps to become 
informed about the subject matter, does not have 
a personal financial interest (or has declared 
such a conflicting interest) and the director had a 
rational basis to believe that the decision was in 
the best interest of the company.

Author: Dr Johan Erasmus, BLC, LLB, LLD is a Director at 
Deloitte.
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LEADErShIP LESS    NS  

T he death of ex-British prime minister Margaret 
Thatcher spawned an outburst of debate on the 
qualities of leadership, primarily the question 

of whether a leader can be one-dimensional such as 
Thatcher is often perceived to be – or chameleon-
like, adapting their leadership style to suit present 
circumstances.

There are analysts dynamics who often comment 
that a leader should have a lifespan with one 
company of no more than seven years – implying 
a single leg of an economic cycle. They argue that 
a company needs a different leader for expansion, 
and one of a completely different character for the 
‘tough decisions’ required of contraction, the much 
caricatured ‘hatchet man’.

Interviewing some of South Africa’s foremost 
financial leaders, typically having been in leadership 
roles for many years, reveals that they are quite 
comfortable leading well in all conditions, because 
they are more chameleon-like other than one-
dimensional.

As a leader of a company you can directly 
influence how the public perceives your brand and 
the value. Steve Jobs cofounded Apple in his parents’ 
garage in 1976, was ousted in 1985, returned to rescue 
it from near bankruptcy in 1997, and by the time he 
died, in October 2011, had built it into the world’s 
most valuable company.

An analysis of Jobs indicates that the personality 
of a leader is integral to his way of doing business. 
They are typically passionate about what they do and 
with that sometimes comes an intolerance of others’ 
weakness. They can ride roughshod. It is part and 
parcel of a desire for perfectionism.

Reputation, innovation and the value of the 
organisation rank among the core values of leaders 
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for which they shoulder responsibility, and which 
commonly flow from their personal values.

Andrew Hannington, CEO-elect of the newly 
merged Grant Thornton Johannesburg office, 
explains that the ethical and moral standards of his 
firm are core to its reputation and he believes these 
reflect his own personal values. “These values give 
one a certain standing in society and filter through 
the entire organisation.”

“Just as an organisation has a brand, so does the 
individual – and it has to be carefully nurtured. No 
leader can afford to blow his personal reputation.”

Others take the view that ethics is something 
they won’t even list as a value – it is such a given 
that even to mention it implies the possibility of 
being unethical. Such is the view of Allon Raiz, 
CEO of Raizcorp, who runs a business that provides 
incubation services to small businesses.

“My values are deliberately inculcated and 
entrenched in the business. We’re on a mission to 
change the world, and reputation has to flow from 
that. Hence, our values are to be always learning; 
taking personal responsibility for everything we do - 
no blaming - servicing our clients.”

Nowhere is reputation more important than in 
banking, and in no industry in recent times have 
reputations been so shattered overnight.

Roland Sassoon, founder and CEO of Sasfin 
Bank, has headed the organisation through several 
periods of turmoil. It was one of the very few smaller 
banks to survive the 1990s second tier banking 
demise, and has also grown market share throughout 
the current banking crisis.

“Keeping your nose clean is an essential 
minimum prerequisite to success in this industry. 
My role is to lead by example in my personal capacity 
and in the direction I lead the organisation. We have 
consequently steered well clear of business segments 
such as microlending, where I see ample opportunity 
for sullying of reputations,” he explains.

Mike Lledo, MD of financial services firm 
Consolidated, adds to this that the reputation of a 
firm is not just its own values and image, but those of 
all its stakeholders – from suppliers to employees.

“For this reason, and looking at the reputational 
issues facing the intermediary industry in South 
Africa, I led our business further into the uncharted 
waters of a remuneration model based on 

"There are analysts dynamics who often comment that a 
leader should have a lifespan with one company of no more 
than seven years – implying a single leg of an economic 
cycle. They argue that a company needs a different leader 
for expansion, and one of a completely different character 
for the ‘tough decisions’ required of contraction, the much 
caricatured ‘hatchet man’."

Executives from innovative SA companies share how they 
lead upfront – and from behind.
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charging for advice rather than commission; being 
independent in our advice and adopting professional 
practices. I believe that for this industry to survive, it 
has to be characterised by transparency – something 
which hitherto has not been incentivised in our 
industry. We’ve consciously gone against what our 
peers are doing – by challenging the way financial 
advice is given.”

Andrew Stark has had the experience of 
building a brand and business within the Flight 
Centre group, and consciously developed a reputation 
from the ground up: “Our view of reputation 
revolves around complete professionalism. We want 
employees who look forward to coming to work, who 
look smart and look after all aspects of their personal 
appearance. I lead the way in this respect – no matter 
how busy I am, I make sure I go to gym a minimum of 
three times a week.”

In his role as General Manager for Flight Centre’s 
business travel brand – Corporate Traveller - he also 
accepted personal responsibility for innovation, again 
from the ground up. “I looked at what the market 
was doing, spent a lot of time speaking to our people 
throughout our extensive global network. This was a 
fruitful source of cutting edge innovation, and these 
ideas I transported to a South African setting,” says 
Stark.

This conforms to the view of innovation of many 
other leaders – it is usually doing the same things a 
bit different. Hannington says that innovation is not 
a value usually associated with auditing, and yet he 
spends almost all his time on it. “It is a process of 
constant learning, talking to clients. I view myself 
as a business psychologist – I listen to clients’ 
business problems and look for more efficient ways of 
resolving them. We innovate problem solving.”

Sassoon adds: “Whatever banking application 
that crosses my desk, I look at it from the perspective 
of how a client’s business can be enhanced through 
new ideas, angles and technology. We have recently 
set up an energy renewable unit, and this is one of 
the areas we advise clients on how they can adopt a 
sustainable energy policy.”

All agree time spent not talking to clients about 
how to do things differently and better is time wasted, 
especially in financial services where a unique 
business model is a prerequisite, says Sassoon.

Ben Kodisang, MD of Stanlib Asset 
Management, explains that the less real differentiator 
there is (such as in financial services) the more one 
has to create such difference. “My role involves being 
in tune with the needs of clients, gaining ideas from 
them and implementing them.”

A hIghLY COmPETENT TEAm
The single most important function is often crafting a 
highly competent team about them. While huge value 
may have been created at Apple under the tenure of 
Jobs, he was the first to acknowledge the role of his 
team in creating this value.

There’s no doubt it’s tougher to manage a team 
of smart executives who each have their own minds 
and are independent thinkers. No successful leader is 
surrounded by a team of yes-men. So how does one 
manage the smart-alecks?

The consensus says: lots of communication; be 
autocratic whenever necessary; and thereafter lead by 
letting others run with the idea.

Kodisang explains his daily role as providing the 
vision and ensuring executives have a long-term view 
of what for them is often shorter-term objectives.

“A collective decision-making body is only as fast 
as the slowest individual. My role is often similar 
to herding sheep – leading from the back, once I’ve 
given them that clear vision.”

An audit firm is very much a collective of equals, 
and Hannington explains that here a consultative 
style works best with decisions made by committees 
and boards. “However, I lead from the front because 
that is my personality. There’s no downplaying the 
team nature of our work, because above all an audit 
firm is a training organisation. We take on 30-40 

Andrew Hannington

Allon Raiz
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trainees every year, and a large part of what I do is 
keeping an eye out for the best people and hand-
picking them as future partners and directors. 
Seldom do we ever look outside the firm,” says 
Hannington.

Lledo says that managing strong-willed, 
qualified individuals tests one's leadership skills 
to the limit. “I deal with financial advisers who 
are often highly successful in their own right 
because they are emotive people who develop high 
levels of empathy with their client base. Though 
I occasionally have to be autocratic, the most 
successful leadership style with such people is 
one of encouragement, confidence-building and 
empowerment.”

Managing teams appears to be easier in fast 
growing firms where there is plenty of opportunity 
for growth. Such is especially the case in Corporate 

Traveller and Raizcorp. Raiz says he has three roles 
as CEO, but all essentially dovetail into selling 
(whether strategy, actual selling, or managing 
people).

“I sell my ideas and concepts through the 
use of as much communication as possible. Still, 
with intelligent, opinionated people, it is always a 
challenge.”

One way of changing people’s minds, says 
Sassoon, is to approach it on a gradient “of easily 
digestible chunks”. However, he has learned that a 
leader cannot avoid the tough decisions where there 
is no obvious solution. 

“Business challenges have to be dealt with 
directly. They cannot be avoided.”

Sassoon says there is a time to be democratic 
and a time for autocracy, and the art of leadership 
is knowing the time for each.  Being firstly a banker 
and secondly the founder of his business, he 
believes he has the right to exercise his prerogative 
of decision-making, “even if occasionally 
undemocratic”.

“Being autocratic is the last choice, but I do so if 
a decision might put the organisation at risk. Risk is 
what banks are about, and a major part of my role 
is risk-mitigation, so I am quite prepared to dig in 
my heels against all objections.”

Stark has been at the helm of Flight Centre’s 
Corporate Traveller operation while it has grown 
from R4 million profit to R40 million, R400 million 
turnover to R1 billion, and 40 staff to 130.

He is in no doubt about his value to the 
business and attributes this to his style of complete 
openness: “I operate in a completely transparent 
manner, believing the more communication the 
better. I talk to people straight, but also make sure 
they’re adequately trained to have the emotional 
intelligence to accept such straight talk.”

In a fast growing business, he leads from 
the front into new business ventures: “and 
once the path is beaten, push from behind with 
encouragement”.

“I don’t have a single leadership style but adjust 
it to the circumstances. The trick is to get the timing 
right,” says Stark.

Raiz aims to ‘get his way’ by persuasion rather 
than being autocratic: “I lead from both front and 
back. I tend to go where others can’t. If I make a 
certain decision, even if the others reject my idea 
I still find ways of persuading them and resolving 
their issues on the decision. Once agreed, I tend to 
step back into a coaching role and let others take 
the lead.”

He is frank about his level of success, saying 
it is too early to brand himself a success. “I’m not 
successful but succeeding. My view of where I am 
is changing all the time. For example, I cannot view 
myself as a successful father because I don’t spend 
enough time with my kids.”

Sassoon is proud of having achieved so much 
in an industry dominated by the Big Four banks. 
Never in a position to buy the very top skills, he 
believes he has crafted an A team that has been 
developed entirely internally: “We let our people 
grow, and the success of this policy is that the big 

Roland Sassoon

Mike Lledo
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Learning and mentorship is another characteristic of 
good leaders – in both directions. Each in turn has 

learned from great mentors and in turn mentor their 
executive teams – as well as many others within their 
organisations in more formal mentorship structures.

banks are frequently trying to recruit our people. 
The success of other aspects of our business style is 
that they seldom succeed in poaching.

“While we pay our people well, we cannot always 
afford what other banks can offer, yet our executives 
remain with us because they recognise the career 
prospects of a smaller organisation and have often 
created their own businesses here,” says Sassoon.

ThE VALUE OF A mENTOr
Kodisang attributes his success to date to the 
belief and mentorship of others: “who recognised 
the potential in me”. A product of a ‘Gifted Child 
Programme’ and the perceptiveness of the Grey 
High School headmaster, he won a bursary and 
made the most of the opportunity. “I’ve been 
fortunate in the people around me, both as mentors 
and within my current team – there has been a lot 
of energy behind me, but I was also open to the 
opportunity,” he says.

Stark in turn attributes his success to landing 
up in the right firm: “There are plenty of other 
talented leaders out there who don’t succeed 
because they do not have a comfortable cultural fit 
with their employer. They may, for instance, have 
no autonomy. In my case, I relished the culture at 
Flight Centre, which offered me full accountability 
and responsibility and gave me the space to grow to 
my full potential.”

Learning and mentorship is another 
characteristic of good leaders – in both directions. 
Each in turn has learned from great mentors and 
in turn mentor their executive teams – as well as 
many others within their organisations in more 
formal mentorship structures.

The most important tool Stark learned from 
mentors is that: “hands on knowledge gives you 
power among stakeholders, it gives you credibility”.

The values he represents and aspires to were 
learned from mentors: “You do have to be a 
chameleon to be a good leader. I can comfortably 
talk to all strata of society on their own terms. 
That’s because I espouse complete transparency 
and never have a hidden agenda. Though this 
makes for some uneasy conversations, the 
recipients typically profusely thank me afterwards.”

Raiz attributes a great deal to mentors over the 
years and has three serious mentors at present. 
His entire business model is to a large degree 
predicated on mentorship, and he is serious 
about it. Distilling his learnings from mentors, 
he says:”Always be true to who you are and be 
totally honest with your team, even if it leaves you 
vulnerable.”

As an example, he says: if a person has been 
unethical you have to get rid of them, even a top 
performer.

No successful leader brands himself a ‘guru’. 
Indeed, Kodisang claims such as self-proclaimed 
individual is dying intellectually: “My greatest lesson 
from mentors has been to always be curious. No 
matter how much you know, or think you know, 
be open to new ideas and be actively seeking more 
knowledge. A guru is someone who is closed to 
learning.”
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Kodisang describes his biggest failure as an instance 
of failing to take personal accountability for selling a 
proposal to London and rather relied on hierarchy by 
trusting those above him to do so. “This was a failure on 
my side in that I relied on others to sell my story when I 
was actually the best person to do so. From that error of 
judgment I learned the need for personal responsibility.”

Hannington also advocates solid home truths as 
his greatest learnings: “Be honest, be open and hard-
working, and above all have lots of conversations to 
achieve consensus.”

He has had three strong mentors throughout his 
career, and says the single most important lesson he 
has learned is “how to not think as an auditor, but 
rather like an entrepreneur”.

Sassoon regards every meeting or conversation 
as an exercise in mentorship. He often has people 
attending meetings for no purpose other than to 
learn. As a result of his example, many other senior 
managers follow suit with their subordinates.

mISTAkES AND FAILUrES
As to where their weaknesses are or leadership 
mistakes, it is telling that most point not to poor deals 
or strategic missteps, but insufficient communication 
or poor executive appointments.

Indeed, Hannington says if he had his career 
all over again he wouldn’t change a thing: “My only 
misgiving is that I have often been too dedicated to 
technical production and left too little time for the 
people around me.”

Others admit to many mistakes, but in retrospect 
of little long-term impact. Stark says mistakes have 
to be viewed dispassionately as learning exercises. 
A mistake is only really a mistake when one learns 
nothing from it and repeats it. His mistakes have lead 
him to introduce 360 degree surveys of each other 
among staff, to perform the role of a mirror – so that 
if people cannot see their own weaknesses at least 
others will be quick to tell them.

Kodisang describes his biggest failure as an 
instance of failing to take personal accountability 
for selling a proposal to London and rather relied on 
hierarchy by trusting those above him to do so: “This 
was a failure on my side in that I relied on others to 
sell my story when I was actually the best person to 
do so. From that error of judgment I learned the need 
for personal responsibility.”

Raiz philosophically admits that for a true 
leader mistakes will never be far away, “because 
circumstances are always changing and it depends on 
your focus at any moment in time”.

He believes the only real mistake a leader can 
make is allowing circumstances to build whereby a 
panicked decision becomes necessary, such as being 
desperate to recruit a person to plug an immediate 
gap.“I consciously avoid getting into desperate 
straits which typically arise from being too stretched 
organisationally. I do this by acknowledging that 
stretching is a weakness of mine, and by giving 
greater balance to my views through the views of 
others.”

Sassoon admits to having occasionally been 
over-impressed with job applicants’ academic 
qualifications and failed to check their leadership 
capability - particularly whether they had the ability 
to inspire others to grow.

“I have recruited people who far from adding to 
the business, subtracted from it. There is no formula 
to this: it requires greater patience and digging, and a 
certain intuition,” says Sassoon.

Lledo says his biggest challenge (one which 

Andrew Stark

Ben Kodisang



remains a work in progress) is expecting the rest of 
the financial advice industry to follow their lead in 
adopting the advice-based remuneration model over 
commission. “I thought it would be a lot easier, and 
even in our own business changing paradigms, to go 
the same way that other advanced countries have, 
has slowed our ability to educate clients, despite their 
distrust of a commission-based environment.”

Stark agrees that mistakes are an integral part 
of business learning, and should not be dwelt on. “I 
make many little mistakes, but move on. An important 
part of leadership is being your own best PR agent by 
promoting your successes, learning from your mistakes 
and thereafter moving on. From my mistakes, I learned 
that the best policy is to surround yourself with a 
strong team that shoulders collective responsibility and 
has the capability to manage strong growth.”

ThE ChALLENgES ThEY FACE
These leaders head organisations that all face 
challenges, and their success is often determined by 
how well they manage those challenges.

In 2004 South African Airways moved to a 
strategy of paying no commissions to travel agents, 
but shifted to a net-fare basis. Logic would have 
suggested that travel agents would be put out 
of business, yet Stark’s Corporate Traveller has 
experienced unprecedented growth by changing its 
own rules.

“We had to find ways to generate revenue without 
passing it on to the customer.”

The audit profession is under constant pressure 
from changing regulations. Hannington’s response 
has been to take personal responsibility to be the 
‘rainmaker’ of his firm – going out and getting 
business. By shielding the business from the major 
market challenges, he enables the rest of the firm to 
concentrate on what he believes is the real challenge 
– getting quality staff and technical skills.

In recent years, business incubation has become 
a growing business in South Africa in the wake of 
government’s call to encourage the development 
of small and medium-sized business. As so often 
happens, the result, says Raiz, was consulting firms 
“jumping on the bandwagon” and creating confusion 
in the market.

“Many of these have subsequently gone insolvent 
and in the process damaged the reputation of our 
industry. Raizcorp has been trying to pick up the 
pieces and restore that reputation, but it still suffers 
from a lack of adequate skills.”

Few industries are in bigger turmoil than 
banking, with reputations of many in tatters. Yet 
Sasfin has thrived in this environment, increasing its 
turnover, number of clients and areas of business as 
its larger competitors withdraw.

“The industry still faces huge challenges in 
complying with regulations. Credit assessment the 
world over is becoming tougher as the Western world 
is mostly in a debt trap,” says Sassoon. ❐

Author: Eamon Ryan LLB (Hons) is a Business Journalist.
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INSTILLINg 
EThICAL LEADErShIP  

As unethical business leaders and financial scandals continue 
damaging economies, how can we stop the rot?

Y es, this is a good time to ask about the type 
of leaders that we, as a global society, need to 
lead our countries, institutions and businesses. 

After all, the consequences of poor decisions can be 
dramatic and far-reaching. 

Today, the scope of leaders and the impact of 
their decisions are so much more expansive and 
influential than 100 or even 25 years ago. Everything 
is inter-connected: a poor decision made in one part 
of the world can seriously impact upon the lives of 
people in another. For example, the fallout from the 
Barclays Bank involvement in the recent Libor rate-
fixing scandal –resulting in the untimely exits of its 
Chairman and CEO – has not yet been fully absorbed. 
This saga, among others, calls into question not only 
the moral intentions of senior business leaders, but 
also the credibility of the entire global financial system. 

whAT DO wE kNOw AbOUT EThICAL LEADErShIP IN 
ThE COrPOrATE CONTExT?

DEFININg EThICS AND LEADErShIP 
Ethics can be defined as the body of knowledge that 
deals with the study of universal principles that 
determine right from wrong. Ethics concerns itself 
with the moral principles that govern behaviour. It has 
been stated: “ethics revolves around three concepts, 
‘self’, ‘good’ and ‘other’, and ... ethical behaviour 
results when one does not merely consider what is 
good for oneself, but also considers what is good for 
others”.

Leadership can be defined as the art of helping, 
guiding and influencing people to act toward achieving 
a common goal.

By combining the two definitions, one quickly 
derives a simple definition for ethical leadership: the 
art of helping, guiding and influencing people to 
achieve a common goal in a morally acceptable way. 
“Doing the right thing” underpins the ethical leader’s 
message and, therefore, style of behaviour.

A FrAmEwOrk FOr EThICAL LEADErShIP
At its heart, the term ‘ethical leadership’ presumes 
that there is a simple basic difference between right 
and wrong, and that an ethical leader is one who 
does what is right. Those who are unethical usually 
do something wrong that exploits a person, group or 
situation for their own or their company’s gain at the 
expense of ‘others’.
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Ethical leadership is about doing what is right 
for the long-term benefit of all stakeholders. It is 
about balancing the organisation’s short-term goals 
and longer-term aspirations in a way that achieves a 
positive result for all those who could be affected by 
the organisation and the decisions of its leader. It is 
not only about ensuring that others are not adversely 
affected by the leader’s decisions and actions, but also 
actively looking for ways to make sure that others 
benefit from these decisions. It goes without saying 
that the more senior the leadership role, the more 
influence and impact that leader’s decisions will 
have on a broader group of stakeholders. Therefore, 
the more senior the leader, the more careful and 
circumspect they should be in reaching decisions. 
This is the very essence of establishing sound 
oversight and governance. Structures should be in 
place to provide the leader with a sounding board and 
advisory conscience. This will help to prevent them 
from taking ill-advised decisions and actions which 
may ultimately cause harm. 

There are levels of behaviour from the unethical 
through to the highly ethical. Building on the work of 
Dexter Dunphy, Emeritus Professor in the School of 
Management at the University of Technology Sydney, 
we can define them as follows:
Level 1:  Rejection. Exploit, use and abuse 

others, and especially their relative 
disadvantages, for your own gain, without 
any regard for consequence.

Level 2:    Non-responsiveness. Operate from a 
position that measures success only in 
terms of one’s own gain; exploit others 
where there is a power or monetary gain 
to be had; little real concern for the law of 
regulation.

Level 3:    Compliance. Do the minimum required 
by the relevant law of the land, and 
continue to exploit others, but minimise 
consequential risk. In other words, don't 
get caught out.

Level 4:    Efficiency. Regard yourself as a good 
citizen (individual or corporate) and act 
in a manner that respects and upholds the 
morals, values, regulations, customs and 
styles of wider society; act in a holistic, 
integrated way across all areas of activity.

Level 5:    Proactivity. Be a proactive agent for 
values-led leadership in the context 



  LEADERSHIP SPECIAL fEATURE InFLUenCe ➲

June 2013  | ACCOUNTANCY SA       39

of wider society in all areas of activity, 
recognising this as a point of personal or 
corporate distinction. Or, be a role model 
by going “above and beyond”. 

Level 6:    Sustaining. Recognise one’s place in 
the grander scheme of things, and the 
inter-connectedness of everyone and 
everything; act as a co-evolutionary 
element to foster greater effectiveness for 
the whole.

In recent times, we can say that Nelson Mandela has 
been a shining example of a Level 6 ethical leader. 
The years after his release from Robben Island and 
the leadership he provided the South African nation 
through the 1990s was, at the very least, Level 5 
leadership.

But these are more than levels of behaviour. 
They are mindsets, attitudes, or ways of being. And 
this goes to the heart of the matter. An ethical leader 
operates from Level 4, 5 or 6. They have a sense 
of mission in life. They operate according to their 
identity, and the values and morals they clearly 
possess. They are marked out by the perspectives 
they bring to problem-solving, the capabilities they 
develop in themselves and others, the choices they 
make and how this is all expressed in their behaviour.

We contend that from the perspective of common 
sense definitions, a leader operating from Levels 1, 2 
or 3 is not an ethical leader. 

whAT mAkES FOr EThICAL LEADErShIP?
We suggest that ethical leadership finds a home in 
the help and guidance given to a well-formed group 
of people around a set of values that works for them 
and for the wider context of their society, culture, 
country and organisation in a manner consistent 
with Levels 4, 5 or 6. Indeed, we would argue that 
the closer the leader is operating to Level 6, then 
the more ethical and the more effective will be 
their leadership. Effectiveness in this context refers 
to the moral sustainability of a leader’s style and 
influence over time. It is important to note that 
some leadership is very effective for well-formed 
groups, but not for wider contexts. The Mafia and 
extreme forms of religious fundamentalism are clear 
examples.
 The more ethical the leader, we contend, the more 
substantial and long lasting will be the legacy on 
their organisation. 

Antony Jenkins, the newly appointed Group 
Chief Executive of Barclays Bank, publically 
committed himself during the recent One Young 
World Summit held in the USA city of Pittsburgh, 
to re-examine the bank’s core values. He said: 
“Large organisations have to take responsibility for 
their own behaviours and actions. I actually believe 
that businesses that operate in an ethical way will 
ultimately be more successful.” 

We support this contention. We also understand 
that this is often where many leaders face conflicting 
challenges. They regularly have to balance short-
term actions (which may not entirely adhere to the 
individual’s ethical standards), with longer-term 
and ultimately much more beneficial strategies. We 

can imagine a number of scenarios where leaders 
have to take a course of action that may not be 
entirely ethical. Nonetheless, it is our contention 
that ethical leaders always take the right path, even 
if the consequences are not necessarily palatable to 
a certain category of stakeholder. Ultimately, the 
leader will be recognised and rewarded (not always 
financially) for taking the right path.

whErE AND whY DOES EThICAL LEADErShIP 
mATTEr?
The benefits of ethical leadership can be seen 
most clearly where it is absent; where there is 
misalignment of the level of leadership and the 
ethics of the leader on the one hand, and the group 
they are leading or the wider context on the other. 
Such conditions foster greed, fraud, confusion, 
alienation, tension and struggle. Perhaps the 
clearest example of this in recent years is the Enron 
scandal and the subsequent unravelling of Arthur 
Andersen.

There is a special condition that is even worse in 
its reach and negative consequences. That is when 
the level of corruption throughout a country is so 
deep, so pervasive, that it not only tolerates, but 
actively fosters corporate corruption. Looking at 
the latest corruption perception index (CPI) from 
Transparency International, it is clear that it would 
be very difficult, if not impossible, for ethical leaders 

Ethical leadership 
is about doing 
what is right for 
the long-term 
benefit of all 
stakeholders. 
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An organisation 
is much more 

than an economic 
unit of value. It is 
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of the broader 
societal fabric 
within which 
it operates. It 
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in the overall 
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of humanity. Its 
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embodiment of 
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its collective 
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to operate in certain countries.  Out of the 184 
countries ranked in the 2011 index, only 50 score 
above the mid-point. It is extremely challenging for 
a leader to operate at Levels 5 or 6 in environments 
where corruption is endemic. 

mAkINg hIgh-PrOFILE APPOINTmENTS
If we accept that ethical leaders ultimately create 
greater value for organisations, we can then ask: 
why have there been so many recent events that 
have exposed the lack of integrity and moral 
standing of so many high-profile leaders? It seems 
that almost every day, the press exposes a new 
leader that, quite frankly, fails the test of conducting 
the affairs of the organisation in a morally sound 
and defendable manner. 

It would appear that ethical considerations 
are not sufficiently considered and fostered in 
many organisations. Is it because society has been 
institutionalised into considering the best person 
for the role to be the one with the right experience, 
academic record and networks – without 
questioning the individual’s values? 
The following list offers some guidance on how to 
determine the ethical strength of any leader. Ask, 
does the leader:
•  Value the establishment, functioning and 

importance of governance structures?
•  Ensure that these structures are properly 

informed of the issues facing the organisation? 
•  Take advice and feedback from these structures?
•  Actively seek honest feedback from colleagues 

and do they feel comfortable challenging the 
leader on significant issues?

•  Respond positively to questioning and criticism 
from his/her own team?

•  Positively receive suggestions and direct 
communication from various stakeholders?

•  Actively support proper control mechanisms 
within the organisation?

•  Communicate the organisation’s values clearly 
to all stakeholders and take appropriate action 
against people who breach these values?

• Lead by example by living the values?
•  Ensure the organisation has established 

appropriate, anonymous, feedback mechanisms? 

STrATEgIES TO CONSIDEr
Ethical leadership starts at the top, with the 
company’s board of directors. In the case of 
transnational companies, it must be evident in the 
senior executive group of each country’s operations. 
Above all, it must be present in the CEO.

Such people need a clear, unambiguous set 
of values and standards that reflect their agreed 
commitment to a level of ethical leadership, as 
described earlier. These values need to be set 
and then articulated in the wider context of the 
organisation, society, culture and regulations of the 
operating country or environment. 

In South Africa, a set of core principles, referred 
to as the King III Corporate Governance (King III) 
framework, has been set out. One of the principles 
is that: “the board should ensure that the company’s 
ethics are managed effectively”. In this context, King 
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III prescribes the following:

 “Building and sustaining an ethical corporate 
culture requires ethical leadership...it is the 
responsibility of the board (and executive 
management) to provide ethical leadership in 
the company. The board should ensure that the 
company’s ethical standards are clearly articulated 
and should be seen to support them actively by 
taking measures to achieve adherence to them in 
all aspects of the business. In this way, the board 
would ensure that ethics is an integral part of the 
way in which a company conducts its business.”

“The board’s commitment to building and 
sustaining an ethical organisational culture 
should be reflected in the company’s vision, 
mission, strategies and operations; its decisions 
and conduct; and the manner in which it treats its 
internal and external stakeholders....”

“The board assumes ultimate responsibility for 
the company’s ethics performance by delegating 
to executive management the task of setting up a 
well-designed and properly implemented ethics 
management process.”

Ethics must, therefore, be managed in a co-
ordinated manner to help organisations act 
responsibly. According to Professor Deon Rossouw, 
CEO of the Ethics Institute of South Africa, three 
make-or-break factors underlie the ability of 
companies to manage their ethics effectively:
1.  The need for visible and audible commitment by 

a company’s leaders to ethical values and standards 
of behaviour within the company.

2.  The quality of the communication of the values 
and ethics of the organisation.

3.  The speed, visibility and decisiveness with which 
a company responds to unethical conduct.

Since the 1990s, it has been increasingly popular 
for companies to assemble ethics committees in 
order to avoid scandals. We suggest this is Level 3 
at best. The espoused values need to find expression 
among all leaders in the corporation, along with the 
behaviour and governance structures, principles 
and policies of the organisation itself.

An organisation can take the following steps to 
improve its ethical leadership:
•  Adopt well developed business codes of conduct 

and standard operating procedures to codify 
behaviour across the entire organisation

•  Set up ethics committees and subcommittees to 
consider and support critical decisions

•  Introduce ethics training programmes and 
embed them into induction and technical 
training

•  Conduct regular ethics reviews across the 
organisation as part of established reviews, such 
as internal audit

•  Ensure that recruiters and interviewers 
incorporate ethical considerations into the 
selection process

•  Provide a mechanism for regular (at least 
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annual) feedback on the ethical rating or index of 
senior employees

•  Install and publicise an ethics hotline which can 
be used to report potential breaches.

•  Establish a process for dealing even-handedly 
with breaches across the organisation

•  Ensure that senior employees understand when 
to escalate or consult on decisions that have far-
reaching ethical consequences

•  Encourage employees to openly challenge the 
leadership on issues that may have serious 
ethical implications.

When establishing these systems and encouraging 
these behaviours, organisations must be sensitive to 
various cultures and belief systems. In doing so, it is 
important to:
•  Understand the legal and regulatory 

environment in which an entity operates
•  Make sure that regional corporate structures 

are maintained by locals, who have a better 
understanding of acceptable business practices 
in the region

•  Provide expatriates working in foreign countries 
with local business conduct training

•  Avoid unstable nations and those with poor 
human rights records 

•  Ensure that all stakeholders, including vendors 
and customers, comply with the standards of 
behaviour and ethical conduct espoused by the 
organisation.

CONCLUSION
An organisation is much more than an economic 
unit of value. It is an integral part of the broader 
societal fabric within which it operates. It 
should understand the role it plays in the overall 
advancement of humanity. Its leaders are the 
embodiment of the organisation and, by extension, 
its collective intellect, soul and conscience. This is a 
responsibility much greater, and with a much higher 
purpose, than may initially be apparent. Ethical 
leaders are those who readily grasp this concept 
and view their role as stewards of the organisation. 
They understand that they are called upon to leave 
a legacy which adds to the organisation’s overall 
moral standing and strengthens its future as a 
global asset and an example to others. ❐

Author: Viv Oates CA(SA) is Africa Advisory Leader at EY and Tim 
Dalmau, BSc, Dip. Ed, MBA, is a Consultant at Dalmau Consulting.
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bPO
tHe wAY to go?   

Business Process Outsourcing (BPO) can replace the need for scarce 
and expensive in-house skills. 
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F inance and accounting play an important 
role in business by supporting core revenue 
generating activities across the span of any 

business.  
As a business grows or changes over time, 

its requirements for the finance and accounting 
functions may change due to a number of reasons. 
In some instances these functions can become 
too expensive and inefficient – maybe due to 
fragmented functions, increased complexity, 
legacy systems, tenure of staff and lack of best 
practice and specialisation. 

Or as time passes, process scope creep may 
occur, leading to control failures. A prime example 
is when circumstances justify a change in the 
process or not using it for a specific reason or time 
- and this practice becomes the norm.  

Acquisitions may require companies to 
consolidate their accounting platforms and 
standardise procedures, often across several 
geographies. These exercises, and business peaks 
and valleys, require flexible and experienced 
accounting employees, which may simply not be 
available. 

Business process outsourcing, or BPO, 
enables companies to overcome all these 
challenges and more through interventions 
such as outsourcing certain finance and 
accounting activities to lower cost offshore 
locations, often through an outsource 
service level agreement that structures and 
standardises the required processes. These 
services can be provided across multiple 
finance platforms, geographic locations and 
functions. 

Finance and accounting outsourcing 
typically starts with the more repetitive, 
process driven, transaction based processes, 
and then evolves to the more critical processes 
as the client feels more and more comfortable 
with this approach and it starts to deliver the 
anticipated results. Finance and accounting 
outsourcing is becoming one of the many BPO 
strategies available to an organisation to make 
it more competitive. ❐

Author: Johann Kunz  is the MD of WNS Global Services, 
South Africa. Section sponsored by
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In order to say 
that an integrated 
report has 
been prepared 
in accordance 
with the IIRC 
Framework, the 
report must apply 
all of the stated 
principles-based 
requirements 
set out in the 
Framework.

A t six stock exchanges and in 15 countries 
around the world, the Consultation Draft of the 
International Integrated Reporting Framework 

was launched with great fanfare on April 16 this year. 
The International Integrated Reporting Council’s 

(IIRC) Consultation Draft was widely anticipated. After 
all, its content drew on the thinking and intelligence 
of hundreds of organisations and individuals from 
countries ranging from Japan to Brazil, Russia to 
the United States, Holland to Australia, and so many 
others. South Africa played its part too.

The integrated reporting experience of local listed 
companies and organisations was fed through to 
the IIRC by the many South Africans sitting on the 
IIRC’s board, technical team, working group, investor 
network, company pilot programme, and technical 
collaboration groups. We have done our bit; the 
experience of our companies has been deeply valued. 

The Consultation Draft – available on www.theiirc.
org and www.sustainabilitysa.org - is open for a 90-day 
public comment period ending on 15 July 2013. South 
Africa’s Integrated Reporting Committee of South 
Africa (IRC) has urged all stakeholder groups to submit 
comments to the IIRC so that their voice may be heard 
in this global evolution of corporate reporting. The final 
Framework is expected to be released in December 
2013. It will be the ‘version 1.0’ Framework, to be 
updated periodically as integrated reporting evolves.

The Consultation Draft (CD) contains some notable 
features. 

rEqUIrEmENTS
In order to say that an integrated report has been 
prepared in accordance with the IIRC Framework, the 
report must apply all of the stated principles-based 
requirements set out in the Framework. The only 
exceptions to this blanket rule are where material 
information is excluded due to the lack of reliable data, 
specific legal prohibitions or where it could result in 
competitive harm.   

This is brand new thinking. It wasn’t in the 
international or local discussion papers. On the plus 
side, set requirements can assist with comparability 
and credibility. But in the 90-day comment period, 
respondents might want to comment on whether they 
agree with all the requirements, and if any new ones 
should be added.

PrImArY AUDIENCE
The CD requires that an integrated report be prepared 
primarily for providers of financial capital, to support 
their financial capital allocation assessments. 
This requirement needs context. Firstly, the CD 
acknowledges that the integrated report will be 
of benefit to all stakeholders interested in the 
organisation’s ability to create value over time. 
Secondly, the requirement must be read against the 
backdrop of the CD’s fundamental concept of ‘value 
creation’, which is broad and all encompassing. An 
organisation can: “create and maximise value by 
serving the interests of and working with all its key 
stakeholders. Value created in this way manifests 
itself in financial returns to providers of financial 

capital and also in positive and negative effects on 
other capitals and other stakeholders”. Further, the 
CD notes that: “financial returns to providers of 
financial capital are dependent on inter-relationships 
between various types of capital in which other 
stakeholders have an interest”. And so that completes 
the circle. Or does it?  

The extensive explanation of value creation 
in the CD is a big step forward for integrating 
reporting, as it received only superficial mention in 
the international and local discussion papers, despite 
being fundamental to the process. But note that the 
CD doesn’t give an actual definition of value in the 
CD. Any takers for defining this subjective term? 

CAPITALS AND ThE bUSINESS mODEL
Value is closely intertwined with the other two 
fundamental concepts in the CD - capitals and 
business model. The six categories of capital 
(financial, manufactured, human, intellectual, social 
and relationship, and natural) were first introduced 
in the IIRC’s Discussion Paper and were warmly 
accepted by most respondents in their public 
comments. (The capitals concept is an extension of 
the “resources and relationships” referred to in South 
Africa’s Discussion Paper.) The CD guides one as to 
how the capitals intertwine with value. The capitals 
are the ‘stores of value’ – with value being created for 
both the organisation and its stakeholders as a result 
of: “the increase, decrease or transformation of the 
capitals caused by the organisation’s activities and 
outputs”. 

The CD does not, however, require that the 
six identified categories of capital be adopted by 
all organisations. They are rather a benchmark 
check when preparing an integrated report; but 
disclosure of the reason why a capital is considered 
not material is required. Is there too much flexibility 
here? If adopting the set categories of capital was 
a requirement, surely the integrated reports of 
organisations would be easier to compare, as in 
apples with apples?

The business model is given pride of place in 
the CD. It is considered the core of the organisation 
because it’s the mechanism through which the 
organisation creates value. The organisation draws on 
various capitals as inputs, and through its business 
activities, converts them to outputs (products, services 
and waste) and that leads to outcomes (effects on the 
capitals it uses and affects). In my view, the effects on 
the capitals should be akin to total value creation (or 
net destruction). The definition of business model is 
brand new to the CD and follows extensive research on 
the term. 

If an organisation gets its business model right 
– its inputs, outputs and effects on capitals - it is a 
long way into telling its value creation story (and fully 
understanding the dependencies and effects of its 
business). 

mATErIALITY
Materiality is one of the six guiding principles that 
must be applied. The CD offers a thoroughly thought 
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out definition of materiality in the context of integrated 
reporting and gives good guidance on the process to 
be followed by an organisation in determining which 
matters are material (and hence go into the report) 
and those that should be reported elsewhere (eg. the 
website or in other detailed reports). Materiality in 
integrated reporting is all about a matter’s known or 
potential impact on value creation. 

The materiality definition gives management and 
the board the power to determine if a matter could 
substantively influence the assessments of intended 
report users (being the providers of financial capital) 
as to the organisation’s ability to create value. The 
CD’s wide view of value creation can result in other 
stakeholders being subtly included, but the public 
comments on the definition could be an interesting 
read. 

rOLE OF ThE bOArD
The CD states that an integrated report should identify 
the governance body with oversight responsibilities 
for integrated reporting. The report may include a 
statement from the body acknowledging responsibility 
for the integrity of the report; that it has applied 
its mind in the preparation of the report and the 
information it contains; and its opinion as to whether 
the report is presented in accordance with the 

Framework. This is a ‘may’ - it is not a requirement. 
Should it be a requirement? 

ASSUrANCE
Assurance providers will notice that in the CD the topic 
of assurance is dealt with in just two paragraphs (5.20 
and 5.21). This is not due to its lack of importance. 
The IIRC has appointed an international technical 
collaboration group (being led by the IRBA Sustain-
ability Standing Committee) to come up with possible 
approaches to the assurance of an integrated report 
– as things stand now, this is an unknown area. This 
research paper is expected to be ready for release mid 
2013. Assurance providers might want to answer the 
CD’s consultation question 20 as to whether the CD’s 
set requirements provide suitable reporting criteria.   

15 July 2013 is deadline day. Your comments will 
count.

Note: Three of the technical research papers 
used in the development of the CD are available on 
www.theiirc.org. There is a useful database of excerpts 
from company reports on www.theiirc.org. ❐

 

Author: Leigh Roberts CA(SA) is Project Director, Integrated 
Reporting at SAICA, a member of IIRC’s Technical Task Force and 
the IRC Working Group. 
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ThE APC 
SAICA’S new ‘PArt II’

Replacing the qEII, the incoming APC exam assesses candidates for all-round accountancy competence.  

T he South African Institute of 
Chartered Accountants (SAICA) is to 
introduce a new examination in 2014. 

This examination, to be known as the 
Assessment of Professional Competence 
(APC) will replace the current Part 
II examinations (PPE and Financial 
Management) and will be a significant 
change in the qualification process for 
the chartered accountant CA(SA). The 
introduction of the APC is part of SAICA’s 
carefully planned strategy to ensure that 
the CA(SA) remains the pre-eminent 
business qualification in South Africa and a 
highly relevant and respected qualification 
in South Africa and abroad. 

The public and private sectors of the 
economy have been subject to sustained 
change in recent years, and it is vital that 
CAs(SA) be equipped with the competence 
(knowledge, skills and attitudes) that 
enable them to be at the forefront of 
development and, indeed, to initiate 
and lead change. This has required that 
SAICA ensure that its qualification process 
is dynamic and relevant, and that it 
anticipates the changing demands likely to 
be placed on chartered accountants in the 
future.

The qualification process to become 
a CA(SA) is different from those of other 
chartered accounting bodies around the 
world. The main differences lie in the role 
played by the universities, the central 
importance of SAICA’s examinations and 
the detailed accreditation and monitoring, 
by SAICA, of the academic and practical 
experience (training) components of the 
process. This unique qualification process, 
with its inherent focus on quality, has 
contributed to the very high standing 
which the CA(SA) enjoys in South Africa 
and abroad.

SAICA recognises that change 
and development in its qualification 
process should be carefully planned and 
based upon a very clear understanding 
of the role to be played by chartered 
accountants. For these reasons it 
developed a Competency Framework 
which details the competencies that a 
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newly qualified CA(SA) should have. SAICA also 
recognises the uniqueness of its qualification process 
and the central role that the qualification process 
plays in the standing of the CA(SA). It understands, 
however, that the qualification process must remain 
dynamic to respond to the rapidly changing economic 
environment. To ensure that changes to components 
of the qualification process do not undermine its 
coherence, SAICA has identified the foundational 
premises which provide the basis for its qualification 
process. Both the Competency Framework and 
the Foundational Premises are subject to ongoing 
re-assessment to ensure these remain relevant and 
responsive to the competency requirements of the 
CA(SA).

The Competency Framework identifies the 
CA(SA) as ‘a leader with a very specific background 
in professional accountancy’. This identifies the 
prominent role that many CAs(SA) play, but also 
recognises that technical expertise is the indispensable 
foundation for this role. Technical competence is, 
therefore, a central component of the Competency 
Framework. There is recognition, however, that 
technical competence should encompass more than 
the traditional subdisciplines of accounting [financial 
reporting, auditing, taxation, management accounting 
and financial management] and that competence 
in strategy, risk management and governance are 
indispensable.  

There is also full recognition that non-technical 
skills and attitudes are extremely important if the 
CA(SA) is to play a leadership role. The importance of 
non-technical skills and attitudes, often referred to as 
‘soft skills’, has long been recognised, but little formal 
emphasis has been placed on them in the qualification 
process. These skills and attitudes, termed ‘pervasive 
qualities and skills’ in the Competency Framework, 
include ethical behaviour and professionalism, the 
personal attributes of a CA(SA) and professional 
attributes such as the ability to communicate 
effectively. The Competency Framework emphasises 
the importance of pervasive qualities and skills 
and also of technical skills related to strategy, risk 
management and governance. The recognition of the 
importance of these competencies led to the decision 
to introduce the APC in 2014.

The qualification process is underpinned by a 
number of underlying core principles (Foundational 
Premises). These provide a point of reference for 
any changes or developments in the qualification 
process. With regard to the introduction of the 
APC, two principles are of particular importance. 
Firstly, that technical competence is acquired in 

the academic programme and assessed in the ITC 
[formerly Part I], and secondly, that the focus of the 
training programme should be on the acquisition 
of professional competence, and it is professional 
competence that should be assessed in the APC. 
The overriding foundational principle requires that 
the standing and reputation of the CA(SA) should 
not be compromised in any way by changes to the 
qualification process.

SAICA’s decision to replace its current Part II 
examination with the APC was taken after several 
years of investigation and reflection, and was guided 
by established policy reflected in its Competency 
Framework and Foundational Premises.  Some 
features of the APC include the following:
•  The quality and standing of the CA(SA) is not 

compromised in any way. SAICA recognises 
that chartered accountants make a significant 
contribution to the economy of South Africa and 
that standards of competence must be ‘world 
class’ if South Africa is to prosper. All aspects of Section sponsored by
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the qualification process, including the APC, must 
contribute to this ideal.

•  The APC will focus on the assessment of the 
pervasive qualities and skills and the specific 
technical skills related to strategy, risk management 
and governance, but within a context where the 
other technical competencies must be displayed.

•  The APC will assess professional competence 
to the extent possible in a written examination. 
Assessment of professional competence will also 
continue to take place ‘on the job’ as part of the 
training programme.

•  The form of the APC will reflect ‘real life’ where the 
professional accountant prepares in advance for 
an assignment but is not aware of the specific brief 
to be provided by the client. Thus, the APC will 
include a case study provided to candidates several 
days before the assessment is written, additional 
information on the day of the assessment and the 
‘required’ only on the day of the assessment. 

•  The pre-released case study will enable candidates 
to acquire an understanding of the entity, of the 
environment in which the entity operates and of its 

Academic 
Programme

the focus of this 
programme is on 
developing and 
assessing technical 
competence.

Addresses the specific (technical) 
competencies and the pervasive 
qualities and skills to the extent 
appropriate in a programme of this 
nature. 

initial test of 
Competence (ITC) 
(Old Part I)

the itC is a 
standard setting 
examination which 
ensures consistency 
in the academic 
programmes. 
Assesses technical 
competence.

Assesses technical competence but 
without a focus on integration of the 
specific competencies. Assesses 
pervasive qualities and skills in a 
manner which is consistent with the 
way in which these competencies are 
addressed in the academic programme. 

the training 
Programme 
(Articles)

the focus of this 
programme is 
on developing 
and assessing 
professional 
competence.

Focuses on the application of technical 
competence in ‘real life’. It also 
develops those pervasive qualities and 
skills which are best developed ‘on the 
job’. Assessment is an important feature 
of this programme. 

the Professional 
Programme

the focus of this 
programme is 
on development 
and assessment 
of professional 
competence.

this formal programme of education 
addresses the integration of the specific 
(technical) competencies in a context in 
which strategy, risk management and 
governance are inherent and in which 
emphasis is placed on the pervasive 
qualities and skills. the programme 
relies on candidates having at least 
one year of training in addition to 
having successfully completed the 
academic programme and itC. it 
complements the training programme 
in the development of professional 
competence in that it provides formal 
tuition in the context of full integration 
of all aspects of the Competency 
Framework. 

the Assessment 
of Professional 
Competence 

the APC assesses 
professional 
competence.

the APC assesses professional 
competence to the extent possible in a 
written examination.   

challenges and opportunities. Candidates will be 
able to identify the technical issues which may form 
part of the assessment and will, therefore, be able 
to prepare specifically for these issues. In this way 
assessment of technical competence will remain 
a feature of the APC, but will be fundamentally 
different from the approach to assessment of 
technical competence in the ITC. In the ITC 
candidates must be prepared to be assessed on any 
technical competence included in the Competency 
Framework, while in the APC candidates will have 
clear indication, through the pre-released case 
study, as to which technical competencies may be 
assessed.

The current SAICA Part II and the PPE (IRBA) will 
be phased out from 2014, as will the specialism audit 
and financial management education programmes 
that prepare candidates for these examinations. 
These education programmes will be replaced by the 
‘professional programme’ which will be offered for 
the first time in 2014. The professional programme 
will focus on the pervasive qualities and skills and 
on strategy, risk management and governance in a 
context of full integration of the specific (technical) 
competencies. 

In summary the entire qualification process for 
CAs(SA) is informed by the Competency Framework 
as follows:
SAICA has communicated closely with the 
Independent Regulatory Board for Auditors [IRBA] 
during the process of developing the APC. This has 
been vitally important because the IRBA (responsible 
for regulating Registered Auditors) relies on the 
SAICA qualification process as an important 
component of its own process. The IRBA recognises 
that auditing is a specialisation and, therefore, 
intends to introduce a new element to its qualification 
process - a professional experience period. Successful 
completion of the professional experience period will 
be a requirement for registration as an auditor and 
will be in addition to qualification as a CA(SA). The 
additional requirement for registration as an auditor 
thus complements the SAICA qualification process and 
the introduction of the APC.

SAICA has spent a number of years reflecting on its 
qualification process and spent two years developing 
its approach to the assessment of professional 
competence. During this period its proposals relating 
to the APC have been the subject of wide consultation. 
The introduction of the APC has now entered the 
implementation phase, during which consultation 
will continue. Important aspects of implementation 
include the preparation of specimen APC assessment 
instruments and the accreditation of providers of the 
professional programme. These matters are well in 
hand, with a pilot examination and marking process 
planned for later this year. Indications are that there 
will be three providers of the professional programme, 
and SAICA is working closely with them and with 
training offices so as to ensure that candidates are 
appropriately prepared for the first sitting of the APC 
in 2014. ❐ 

Author: Helen Bimbassis CA(SA) is the Project Director: 
Education at SAICA.
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DrIVEN hUmILITY
The words that are often used to define PwC's Suresh Kana. 
He shares insights on leadership and skills development.
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g reat leaders are often unassuming people who 
create environments where others can give 
their best to what they do best.  We greatly 

misunderstand the origins of great leadership and 
underestimate what we can learn from ‘Level 5 
Leaders’.  In his book, Good to Great, Jim Collins 
defines Level 5 leaders as having the following five 
attributes:
•  Embody a paradoxical mix of personal humility 

and professional will. They are ambitious, to be 
sure, but ambitious first and foremost for the 
company, not themselves

•  Display a compelling modesty, are self-effacing and 

understated
•  Are fanatically driven, infected with an incurable 

need to produce sustained results
•  Display a workman-like diligence – more plow 

horse than show horse
•  Look out of the window to attribute their success 

to factors other than themselves.  When things go 
poorly, however, they look in the mirror and blame 
themselves, taking full responsibility!

A leader in our profession who displays all of the 
above attributes is Suresh Kana, PwC Africa Senior 
Partner. He grew up and worked in the trenches, 
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started his career in 1976, and with perseverance, 
patience and hard work became the leader he is today. 
He is happily married to his wife, Kalpana, and they 
have four beautiful children. In discussions with his 
family, those he mentors, and various stakeholders 
in our profession, a phrase that is very often used to 
define Suresh Kana is Driven Humility.

Up until 2012 his role was CEO of PwC Southern 
Africa. His position and focus as from 1 July 2012 
is Senior Partner for PwC Africa, driving and 
leading the expansion and growth of an investment 
of US$100 million in people and infrastructure, 
and the recruitment of around 8 000 additional 
partners and staff in Africa over the next four years. 
Being a passionate, lifelong learner, professor at the 
University of Johannesburg and honorary professor at 
the University of the Free State and Nelson Mandela 
Metropolitan University, Suresh founded the PwC 
Business School with a vision to expand it to Africa, 
contributing to skills development on our continent. 
Despite his busy schedule, Suresh made time to spend 
a morning with us at his offices, sharing insights into 
his life and career experiences.  

ON… PErSONAL LEADErShIP

The value of Discipline – 5 disciplines Suresh 
lives by that contributed to his success and 
fulfilment
•  Humility and respect. Suresh is a close follower 

of Ghandi and believes his life to be a sterling 
example of how leaders should conduct themselves 
- striving at all times to serve the best interests of 
those around them and treating all people with 
dignity and respect: “Becoming proud and arrogant 
is the greatest risk to success and fulfilment.”

•  Life-long learning. Suresh is a firm believer in 
continuing professional development (CPD): 
“When we stop learning we move backwards.”

•  Combining one’s passion with work is critical: 
“Choose a job you love and you will never have to 
work a day in your life.”

•  Be an interesting person: “Interests outside of 
work are very important and provide one with 
perspective and balance.”

•  Dream big.  Suresh’s mother was not educated, 
but she was very wise and lived by a very simple 
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philosophy: “The quality of your life will come 
from the richness of your thoughts, overcome your 
nightmares with your dreams!” 

The value of self-leadership - 4 personal 
dimensions Suresh continuously develops as 
a leader 

ON… bUSINESS LEADErShIP IN SOUTh AFrICA

Challenges that SA business leaders are 
facing 
PwC South Africa produced and released the 
4th edition of the South African CEO Survey to 
supplement its global edition. It was, again, well 
received by the business community and the press. 
This survey provides great insight into the issues 
affecting and worrying CEOs. The challenges outlined 
in the survey are consistent with Suresh’s views on 
the “big ticket items” affecting business. As difficult 
economic conditions persist, CEOs are increasingly 
worried about a wider range of issues than they were 
a year ago:
•  More than two-thirds of South African CEOs 

(Global 17%) believe that social unrest in the 
country is the threat most likely to materialise and 

to have the greatest negative effect (86%) on their 
organisations

•  Recession in the US and a slowdown in China’s 
growth were also recognised as likely. However, 
less than half the respondents held this view

•  Bribery and corruption and uncertain or volatile 
growth are the most pressing concerns cited by 
CEOs. Levels of concerns about uncertain or 
volatile economic growth have improved slightly, 
declining from 81% last year to 75%, but still 
remaining quite high in absolute terms

•  Unease about the rate of exchange has grown 
from 53% to 70% over the past year and is now 
a significantly greater concern for South African 
CEOs than their global peers

•  Although two-thirds of CEOs are worried about 
over-regulation, this is broadly in line with the 
global average

•  Concerns about lack of stability in capital markets 
and the government’s response to fiscal deficit and 
debt burden have grown by more than a quarter in 
the last year to 40% and 63% respectively

•  A significant percentage of CEOs (88%) are extremely 
concerned about the availability of key skills.

A solution for these challenges – partnership 
between Government and Business
Suresh believes that if both business and government 
continue to focus on sound economic and business 
fundamentals, which must include promoting and 
strengthening individual and collective corporate 
governance responsibilities, it will go a long way 
towards overcoming the business challenges we 
face. The partnership between government and 
business should include:
•  Responsible leadership: we have to conduct 

business and government in a responsible 
manner, taking into account the views of and 
impact on all stakeholders

•  Increased engagement: government and 
business must be collaborative in their approach 
to establish economic initiatives and conditions 
which are conducive to investment and ethical 
business practices  

•  A focus on skills:  business and government 
should expand skills development initiatives 
to address the skills shortage. An increase in 
skills will ease the impact of a number of the 
challenges we face

•  An eradication of corruption: corruption is, at 
its root, another burdensome tax on the poor, 
and the CA(SA) profession has a very important 
role to play in eradicating this plague. We have 
the knowledge and expertise to assist with the 
implementation and monitoring of effective 
internal control processes which will greatly 
eliminate the majority of corrupt business 
practices. 

ON… grOwINg SUSTAINAbLE bUSINESS IN AFrICA

Growing 1st World Organisations on a 
Developing Continent
Andrew Rugarsira (2009), a Ugandan Economist 
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PhYSiCALLY
Suresh has always remained active 
through trekking, mountaineering 

and yoga - these are his golden keys 
to radiant health, lasting happiness 

and inner strength.

SPirituALitY
He sets aside specific time to 

nurture his spiritual growth making 
it a non-negotiable. his days start 

at exactly 3:08am, affording him the 
opportunity to mediate and focus 
spiritually prior to the hustle and 
bustle of the day taking over. he 

also tries to visit places of spiritual 
significance to him.

MENtALLY
Mental growth and development is a 
continuous journey, requiring focus 

and hard work. Suresh tries his 
best to stay focused while at work 
by applying himself fully to tasks at 
hand. he never shies away from 
challenges as without challenges 

there simply is no growth. For 
Suresh, mental growth is also firmly 
linked to surrounding himself with 

fresh ideas and perspectives as this 
forces him to test the status quo and 

broaden his own perspectives.

EMOtiONALLY
Emotional well-being for Suresh 
is a combination of  well-being 

in the other three areas together 
with quality family time. Family is 

Suresh's ultimate support structure 
and he places a lot of emphasis on 
spending time with his wife and four 
children. he believes that by being 
emotionally in tune with his family, 
he is better equipped to deal with 

any other challenges which his work 
days are sure to deliver.
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and CEO of Good African Coffee, challenges leaders 
in Africa to build sustainable businesses through 
trade and not aid, basing his argument on statistics 
that show that when aid is at its highest in Africa, 
GDP per capita is at its lowest. Suresh emphasises 
that the investments that businesses plan to make 
in Africa need to explicitly be of a trade nature, 
and they must seek to develop local capabilities 
and capacity. The world is looking to Africa to 
make a significant contribution to global trade and 
economic growth, and Suresh believes that the 
following five mega-trends will fuel this growth 
going forward:
• A larger, younger and more affluent population;
• Africa’s transformational urban swell;
• Leap-frogging through technology;
• Africa’s dormant resources potential; and
• Africa's deepening financial sector.

It is certainly advantageous being at the heart of 
this economic growth, as well as part of a profession 
that has the ability and global capacity to assist 
existing and potential clients in achieving their 
growth ambitions.  The challenge is matching our 
profession’s skills and resources with our clients' 
and Africa’s expansion - Africa is a treasure trove of 
great talent which needs to be developed, and hence 
we need to recruit and support the development of 
local professionals across Africa.   

ON… SkILLS DEVELOPmENT IN OUr PrOFESSION

Skills shortage in our Profession
Suresh is passionate about skills development and 
emphasises that the skills shortage is severe and 
becoming increasingly pressured. He supports the 
profession in actively marketing itself and engaging 
with students so as to explain the benefits of becoming 
a CA(SA), while acknowledging the limitations in 
its recruitment drive due to capacity constraints 
experienced by our tertiary education institutions. 
The lack of numeracy and mathematical skills among 
school leavers are additional problems. Progress is 
also slow as it takes seven years on average to train 
a Chartered Accountant. Suresh is actively involved 
in addressing these shortages and sits on the board 
of SAICA’s Thuthuka Bursary Fund that provides 
academic and financial support to disadvantaged 
students on the CA(SA) programme. These funds 
are fully supported by government and business. 
PwC, like many of the other firms, also has a bursary 
scheme and invests around R100 million on average 
over every three-year cycle.  

Pay it forward - Young Professionals and 
Trainees 
Suresh encourages young professionals to seek out 
someone whom they can help and whose life they can 
make a difference in. Invariably, every professional 
had/has a mentor or leader from whom he/she has 
learnt a great deal, and who took an active interest in 
his/her career.  Each of us has a responsibility to pay 
it forward and be social entrepreneurs.

Supporting CPD  

The world is volatile, and this creates an inevitable 
challenge to the profession to move in synch with 
our clients. As businesses operate in an increasing 
world of complexity, the key is to stay relevant and up 
to date. To address these professional development 
requirements, the PwC Business School was birthed 
under the leadership and vision of Suresh and 
currently provides approximately 45 000 hours of 
internal and external learning and development 
programmes per annum. The skills imparted by these 
programmes enhance the skills-base throughout 
South Africa, and as these skills are subsequently 
transferred, the wider population also benefits. 
Suresh emphasises that to stop learning is to move 
backwards, and it is through joining and supporting 
visionary skills development initiatives that each 
person in our profession can play their part in 
addressing the skills shortage in our country. ❐
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A peek inside the world and mind of Mondi Group's Andrew King

m ondi is an international packaging and paper 
group, with production operations across 30 
countries and revenues of €5.8 billion in 2012. 

The Group's key operations are located in central 
Europe, Russia and South Africa, and as at the end of 
2012, it employed 25,700 people. 

Mondi Group has a dual listed company structure, 
with a primary listing on the JSE Limited and a 
premium listing on the London Stock Exchange. The 
financial director of this multinational corporation is 
Andrew King, who talks to ASA about his background 
and current role.

1. What is your current role? 
I'm the Chief Financial Officer at Mondi Group, since 
October 2008.

2.  What motivated you to choose the CA(SA) 
designation?

I saw it as the ideal qualification to open up as many 

opportunities as possible in the business world. I also 
realised early on that being an accountant was more 
lucrative than my first love, which was to be a sports 
commentator. 

3. Give us a short summary of your career 
I grew up in Johannesburg and attended St John’s 
College from grade 1 until Matric. I graduated with 
a B. Com GDA from the University of Cape Town 
and completed articles with Deloitte & Touche in 
Johannesburg in 1994. 

In 1995 I joined Minorco, the international arm 
of Anglo American, as a financial analyst, before 
heading up the group’s investment management 
activities. I transferred to the Anglo American plc 
corporate finance department in 1998 where I 
worked on a number of the group’s M&A activities. 

I began my professional relationship with 
Mondi in 2002, then a division of Anglo American, 
and was appointed Mondi’s vice-president 
of business development, and subsequently 
corporate development director in 2004. I served 
as Mondi’s CFO from June 2005 to May 2006, 
before being appointed Group strategy and 
business development director ahead of Mondi’s 
de-merger from Anglo American plc and listing 
on the JSE and LSE in July 2007. Finally, I was 
appointed as CFO of the Mondi Group in 2008. 

4.  Are there any career highlights you 
would like to share?

Highlights were my involvement in the De Beers 
reorganisation in 2000 and the de-merger of 
Mondi from Anglo American plc, including its dual 
listing on the London and Johannesburg stock 
exchanges in 2007. I was also very involved in a 
number of the acquisitions that led to the rapid 
global expansion of the Mondi Group from 2000 
to 2010. More recently, the de-merger and listing 
on the JSE of Mondi Packaging, now called Mpact, 
from the Mondi Group in 2011, and Mondi’s 
acquisition of the Nordenia Group in 2012, were 
significant steps for the group. I've also enjoyed the 
challenge of migrating the Group’s balance sheet 
from one heavily reliant on bank debt at the time 
of the de-merger, to one which now benefits from a 
strong and diversified funding base.

5. How do you strike a work/life balance?
The pressures of extensive business travel can be 
challenging. Prioritising time with family is very 
important to me. It helps me maintain balance.

"We cannot work in a vacuum, therefore networking and 
collaboration are great skills to have in one's arsenal."

&
Chatting with a 

Packaging  Paper King
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6.  What is your vision for the CA(SA) profession?
I would like to see it remain one of the preeminent financial 
qualifications, with continued and enhanced international 
recognition.

7.  What in your opinion is the biggest challenge 
facing the profession?

Certainly the standard of education in the country, along with 
ensuring that the qualification remains respected around the 
world in the future. 

I spent nearly 14 years in the UK, during which I came 
to appreciate how well regarded SA qualified CAs(SA) are in 
the workplace. Their very strong and rigorous technical and 
commercial training is highly respected. I think it would be 
nothing short of a travesty if this enviable reputation was lost 
due to reducing the standards of the qualification.

8.  What advice do you have for future CAs(SA) 
(youth and trainees)?

There's no getting around the importance of consistent and 
hard work, combined with a broader commercial outlook 
and understanding. The CA(SA) qualification provides many 
exciting opportunities. 

I would encourage prospective CAs(SA) to think creatively 
and keep their options open. Excellent written and verbal 
communication skills are also valuable assets. 

9.  What do you find the most challenging or 
stimulating about your role and as a CA(SA)?

My position offers a variety of challenges, including the 
development of diverse relationships with shareholders, banks, 
our Board, Exco colleagues, partners and internal teams. I 
find establishing connections with people to be stimulating, 
and it stretches me personally. We cannot work in a vacuum, 
therefore networking and collaboration are great skills to have 
in one's arsenal.

10. What do you do in your free time? 
I spend free time with my family and am also a sports junkie. I 
enjoy mountain biking and watching most sports.

11.  What is in your opinion the biggest advantage of 
being a CA(SA)?

The qualification provides a great grounding and it can open 
up incredible opportunities in numerous areas. They are there 
for the taking for those who want them.

12.  When asking colleagues how would they describe 
you?

As a person of integrity, I hope, who is dedicated, 
hardworking, trustworthy, reasonable, decisive and willing to 
share knowledge. 

13.  Have you had a mentor? If you have, please share 
a lesson you've learned from him/her?

My approach has been to be open to learning from various 
people throughout my career. 

14.  Do you mentor others? What do you teach them?
My philosophy is to try and support others to do their job 
well, and to provide constructive feedback that helps them be 
successful and grow. ❐

© 2013 Deloitte & Touche. All rights reserved. 
Member of Deloitte Touche Tohmatsu Limited

Recruitment of professionals, by professionals, 
for professionals

We understand the importance of finding and placing the right 
people in the right roles.

As the Deloitte RecruitTalent team, we are ideally placed to 
understand and appropriately fulfil the resourcing needs of our 
clients. We do this with due consideration of strategy to effectively 
execute on management vision.
 
Through partnering with our clients, we recruit talent with the required 
experience, skills and qualifications, with the right attitude and culture fit.

Finding leaders of today and tomorrow

For more information, please 
email recruittalent@deloitte.co.za or call 012 482 0297

Source. Place. Prosper.
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BMW'S ExTRAvAGANT 650I GRAN COUPé – THE BEST FOUR-DOOR SPORTS COUPé YET?

Opulence and flair

T his is the first four-door sports coupé from BMW. The combination 
of a coupé and four doors is somewhat of an oxymoron, given that 
these features are not typically encountered in the same class of 

vehicle, but BMW has entered the foray, and like its competitors, has 
produced an interpretation of the four-door sports coupé.

This car is based on the 6-series coupé, with added wheel-base, 
roofline and the additional two doors. The vehicle has retained its 
silhouette which is one of the outstanding features on this Beemer. 
The car still features a relatively elongated bonnet with squared off 
oval LED lights and a rather wide trademark BMW kidney grill. This, 
together with the chiselled bumper, gives the car a rather aggressive 
and sporty look. From the side view, you realise just how big the car 
actually is. From both the front and rear view of the car, the additional 
two doors tend to go unnoticed. The rear end is very similar to the two-
door version, with the one differentiating factor being an LED brake 
light that stretches the length of the rear window.

Opening the front door provides access to sheer opulence and 
grand design.  The perfectly sculpted seats and the leather-bound 
dashboard complete the aesthetic of the cabin in typical BMW style. 
The front seat design is taken directly from the two-door model, 
including the controls on the top that allow you to move the seat 
forward and back depending on the amount of rear leg room required. 
There is sufficient leg and head room in the rear for a person of average 
height. What is interesting though, is that the car is equipped with 
three seat belts in the rear even though the centre console stretches 
from behind the i-drive controller all the way to the rear seat. This 
means that any person sitting in the middle will have one foot on each 

side of the console, making longer journeys a bit uncomfortable. As for 
the rest of the seats, the sensation is that of absolute pleasure. 

The BMW 650i Gran Coupé car is already unique, but to customise 
it further, there are various colour options for you to choose from, for 
the exterior as well as the seats, stitching and dashboard. Standard 
equipment on this vehicle will make most people envious. They include 
a park distance with rear view camera, satellite navigation with 3D 
view, as well as seat heating and four-zone automatic air-conditioning. 
The lights at the rear are mounted on the roof, in the middle of the car, 
but can be tilted and rotated to function perfectly as a spotlight.

On the road, the drive feels smooth as silk, like you’re floating 
down the road. The 650i features a 4.4 litre engine with a twin turbo. 
The engine sound is fairly muted, but once sport mode is engaged 
it does emit a pleasing growl, a hint of the beast lurking below the 
bonnet, ready for anything you want to throw at it. The eight-speed 
gearbox is so smooth that you practically only realise the gear has 
changed by looking at the rev counter. The car grips the road as if it has 
claws, which makes attacking bends at speed great fun. The experience 
is enhanced by the head-up display which shows the speed and other 
important information directly onto the windscreen, making you feel 
more like a pilot than a driver.

Overall, I think BMW has created a masterpiece here. The car is the 
most attractive four-door sports coupé available, and it offers ample 
luggage room for four people. Along with the absolutely luxurious 
interior, it all adds up to the ultimate tourer. ❐

Author: Azim Omar CA(SA) is a member of SAGMJ. 



MOTORIng LIfESTyLE LeAD ➲

June 2013  | ACCOUNTANCY SA       59

mANUFACTUrEr 
SPECIFICATIONS:

EnGInE:
4.4l 8 Cylinder Twin Turbo 
PoWER: 
330KW 
ToRqUE: 
650Nm  
0-100KM/H: 
4.6 Sec (Claimed) 
FUEL 
ConSUMPTIon: 
Average 8.6l/100km 
Co2: 
199 g/km 
PRICE: 
From R907 500,00

Car courtesy of BMW 
South Africa.

T oyota’s latest designs 
remain well in keeping with 
current design trends. The 

new Auris is no exception, with a 
new front end showing a sharply 
raked bonnet and angular lights, 
giving the car a somewhat sporty 
nose. The model I tested has 
black inserts and fog lights on 
the front bumper, reinforcing 
the look. Its rear end was also 
refreshed, with horizontal and 
narrow lights placed on its 
rather high hip. This makes the 
car appear sleeker and bigger 
than it actually is.

Inside, the car is typical 
Toyota with a simple dashboard. 
What’s new is the touch screen 
entertainment system that 

doubles as the screen for the 
rear camera that is activated 
when the vehicle is reversed. The 
1.6 litre engine offers sufficient 
power, but unfortunately the 
CVT gearbox dissipates its 
impact. This gearbox makes the 
car feel slow and almost painful 
on flat-out acceleration as the 
engine revs to its maximum, and 
just whines there until you lay 
off the fuel, with a gear change 
finally reducing the engine 
noise. The best way to explain a 
CVT gearbox is that it is a cone 
and belt system, rather than the 
traditional gears and cogs.

I have to admit that I was 
impressed with the looks and 
build of the car, but I can’t 

fathom why Toyota would ruin 
this appealing package with a 
CVT gearbox. My suggestion is 
to go for the manual version, 
which will be a much more 
fulfilling experience. ❐

Car courtesy of Toyota South Africa.

TOYOTA AUrIS xr CVT
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EvERYTHING EASILY AT HAND FOR THE BUSINESS TRAvELLER, BEFORE THE 
OCEAN SOOTHES YOU TO SLEEP.

Your home in the Mother City

O nce you’ve visited this venue, you’ll agree that it 
makes a wonderful home away from home.

The reality, as you know, is that business travel 
is often stressful. In addition to all the normal pressures 
of work - a challenging presentation or pitch, a tense 
meeting, or a difficult client interaction - separation 
from your home and loved ones, and exposure to 
unfamiliar surroundings just add to the difficulty of 
performing your job.

The Protea President Hotel offers more than you 
could ever ask for. From the moment you make your 
way through the teak door entrance, you are made to 
feel like your satisfaction is the venue’s only focus. It’s 
the kind of place where you feel at home the moment 
you walk through the door, welcomed with genuine 
warmth. Every day, someone comes to clean your room, 
a call to the front desk ensures that all your needs are 
met, and a balcony (a feature of every room) gives 

you a million dollar, panoramic view of the ocean and 
mountain.

Opened by Nelson Mandela himself, hence the 
name, the Protea President Hotel is located in the 
trendy neighborhood of Bantry Bay in Cape Town. The 
hotel is conveniently located away from the hustle and 
bustle of Cape Town.

The atmosphere of this luxurious seaside 4-star 
hotel  is relaxed, yet professional. The accommodation 
is refined, yet affordable. It is a resort in the city; it is 
the Protea President Hotel. For business or leisure there 
is no better choice of venue. Bracketed by the stunning 
Lion’s Head Mountain peak and the Atlantic Ocean, the 
hotel’s spacious rooms offer all the facilities that one 
would expect from a world-class establishment.

At the start of your day, or as it winds down to an 
end, you can make use of the hotel’s well-equipped 
fitness centre. The hotel embraces a healthy and holistic 

 LeAD LIfESTyLE TRAVEL



June 2013  | ACCOUNTANCY SA       61

lifestyle and is committed to the well-being of its guests. 
Enjoy a cocktail in the newly refurbished Senate 

Bar or a sundowner on the terrace, overlooking the 
magnificent rim-flow pool and ocean beyond it. Once 
you’ve taken in the gorgeous scenery, let the Islands 
Restaurant tantalise your taste buds with its sumptuous 
cuisine.

When you’re not visiting the famous Clifton Beach, 
the V&A Waterfront or Table Mountain, indulge 
yourself at the Amber Hair Salon, or experience the 
sites of Cape Town with a tour on the hop-on-hop-off 
Cape Town Site Seeing Bus. You can purchase these 
tickets from the hotel’s Travel Desk, and use the bus 
stop situated right outside the main entrance as your 
starting point.

Tickets to the Two Oceans Aquarium, Helicopter 
flights around the Cape Peninsula, or Robben Island 
Day trips can also be purchased from the Travel Desk.

Guests are offered a variety of on-site recreational 
activities, including jet-skiing and mountain biking.

Once you have experienced the remarkable variety 
of facilities, impeccable service and consummate luxury 
at the Protea President Hotel, you will agree that there 
really is no better choice of venue, and that it is without 
a doubt the most prestigious Cape Town hotel on the 
Platinum Mile.

A 3-minute walk from Queen’s Beach, the hotel 
serves a full English breakfast.

The Island Restaurant offers buffet and a la carte 
menu options, in a casual and spacious setting. The 
service at breakfast is fabulous. A great selection of 
fresh fruit/yoghurts, cold meats, cheeses, pastries, 
breads, cereals and omelettes are freshly prepared 
in your presence and cooked to your taste. It really is 
fabulous and worth the little extra. On special request a 
diet menu is also available.

Guest rooms are air-conditioned with a 
contemporary styling. All rooms have a flat-screen 
TV, semi self-catering kitchenette with tea/coffee 
making facilities, bar fridge and a microwave. The 
en-suite bathrooms have a shower, a hair dryer and 
complimentary toiletries.

A business centre in a hotel is no longer enough; 
executives want a high-speed wireless connection in 
their room. A small desk with a lamp that takes up most 
of the square footage isn’t adequate either; they need a 
large working surface area with adequate lighting and 
ample electrical sockets, and the Protea President Hotel 
does not fail to deliver.

The hotel also offers complimentary internet access, 
so check your emails, surf the net and catch up on your 
social media. An added and rare bonus is sleeping with 
the window open, so that the swish of the ocean soothes 
you throughout the night.

The Protea President Hotel is 6km away from Cape 
Town Stadium and the shops and attractions of the 
V&A Waterfront. Cape Town International Airport is 
approximately 30 minutes away. The University of Cape 
Town, the South African Astronomical Observatory and 
the Castle of Good Hope are within a 10-minute drive of 
the property.

It’s that satisfying feeling of an oceanside home 
from home that will keep you coming back to the Protea 
President Hotel whenever your travels take you to Cape 
Town. ❐
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WHILE WATCHING TWO CHAMPION TEAMS, THE LIONS AND WALLABIES SLUGGING 
IT OUT FOR THE TROPHY, RUGBY KEEN INvESTORS CAN ABSORB THE LESSONS.

Lessons in investing

I n June a boisterous cacophony of Welsh, Irish, Scots and English 
fans clad in red descended upon Australia’s shores. As the cut and 
thrust of this British and Irish Lions tour heads for a climax, I’ve 

taken out lessons from it that apply equally to rugby and investing.

FOCUS ON ThE FUNDAmENTALS
Getting the basics right in rugby is crucial – a competitive scrum; 
a dependable lineout; intelligent kicking in general play; no silly 
penalties in your own half; a well organised attack and a strong 
defence that completes tackles are all essential. 

How does this relate to investing? Outside influences can 
sometimes divert your attention from the basics of good investing. 
Don’t be distracted by headlines - focus on investing fundamentals 
such as cash flow management, asset allocation, diversification and 
investment selection.

PLAYEr SELECTION
Will the Lions and Wallaby team formation and strategy be 
defensive or attacking? Will the Tahs mix with Reds? Will Welsh, 
Irish or Scottish gel with the English? What combination will be 
most effective in the playing conditions and against the opposition? 

Investing is no different. First determine your defensive and 
growth mix. Like the two Kiwi coaches Robbie Deans and Warren 
Gatland, research the best alternatives and analyse the options. 
Evaluate market and economic conditions, examine opportunities, 
and determine your final selections.

Just as it may be difficult for Scottish, Welsh and Irish fans to 
support a team with English players, with the right advice from your 
financial advisor you shouldn’t be afraid to include investments that 
you’ve not considered before, if these balance your portfolio better. 

ThE TEAm, NOT ThE SUPErSTAr
In rugby, more than most sports, individuals matter less than the 
whole team. The fading superstars or prodigious but troublesome 
talents may seek selection, but coaches know that it's the whole 
organisation that must perform to succeed. 

When investing, don’t seek to shoot the lights out with 
any one investment. That’s gambling, not investing. Similar to 
playing percentage rugby, creating a portfolio in which individual 
investments form part of a well-constructed whole leads to better 
long term results. Take the easy three points on offer and only go for 
the seven points when it’s a calculated and managed risk. 

rEgULAr hEALTh ChECkS
Once the two teams are selected it is unlikely they will be the 
same through the entire tour. Loss of form, injuries, and player 
misbehaviour wreaks havoc on team continuity and performance. 
To ensure success, coaches review and make changes where 
necessary. 

Similarly, review the health of your individual investments. 
Don’t chop and change too often, but ensure ‘weak’ investments 
aren’t left unchecked for any extended period, which can undermine 
portfolio performance.

In the last two Lions tours there, the team to lose the first test 

(Australia in 1989, Lions in 2001) went on to win the series. Likewise, 
when you hit investing setbacks, reconsider your selections and 
tactics. 

ENJOY YOUrSELF
As a long suffering Tahs supporter it pains me to say it, but the best 
games to watch are the ones in which the players simply love what 
they are doing – their passion is infectious.

You couldn’t help but watch in enjoyment as Wales defended 
its Six Nations title to take the Grand Slam; or as the All Blacks 
dominated the last 10 successive Bledisloe Cups; and witnessing the 
Crusaders win a record seven Super Rugby titles. 

So too when it comes to investing – enjoy yourself. With a 
structured approach and a sense of commitment you can develop a 
passion for finance. Ask lots of questions, strive to continually learn 
and heed the words of Warren Buffett – “Without passion, you don’t 
have energy. Without energy, you have nothing.”

A gOOD COACh IS kEY
In 2003 Clive Woodward taught England that southern hemisphere 
teams weren’t invincible and, with the right preparation, they 
could be beaten. His leadership brought out the best in players who 
respected his knowledge, technical and people skills. Yet a mere two 
years later Woodward couldn’t replicate his success with the Lions, 
losing to New Zealand 3-0. 

Likewise, while Robbie Deans proved his success with five 
titles with the Crusaders he hasn’t recreated this success with the 
Wallabies (I’m very happy to stand corrected after this Lions tour!). 
For coaches and teams to succeed they must gel and complement 
each other. Talent may win games, but coach and team chemistry 
wins tournaments. 

Take a similar approach when investing. Hire an experienced 
and skilled advisor who you trust and who complements your style 
and approach. 

SIT bACk AND SOAk UP hISTOrY
History favours the Lions, who have won 15 of the 20 games played 
between the sides since 1899. More recently, in 2001, the Wallabies 
won the Tom Richards trophy 2-1. 

If you’re wondering who Tom Richards was, he was the only 
person to have played for both the Wallabies and the Lions in 
the early 1900s. He also played for Transvaal in the Currie Cup, 
Toulouse in France and won an Olympic gold medal in rugby for 
Australia. Off the field he was a World War 1 stretcher bearer 
who landed on the first day at Gallipoli and was later awarded the 
Military Cross on the Western Front. 

With my beloved English wife, our household will be divided 
right down the middle and you too may have family or friends who 
- for some strange reason - support the Lions. The last impartial 
words go to former Wallaby, TV commentator and accountant, Chris 

Handy: “Go you good thing. Crown yourself in Wallaby glory”. ❐

Author: Tim Mackay CA(SA), MBA, CFP, is Financial Planning Specialist 
Principal at Quantum Financial. Resident in Australia.
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that relies entirely on the generous donations of 
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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

CHARTERED ACCOUNTANT

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

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. 

  

  Financial accountant 
  R650 000 – R600 000 ctc, Sandton 

International company with a South African subsidiary is looking for a full 
function financial accountant to provide consistent and accurate finan-
cials to the FD. This well-known company is synonymous with quality and 
consistency and is looking for a candidate who shares the same values. This 
role will assist with the budgeting and forecasting, SOX admissions and 
exciting ad hoc projects such as transfer pricing and risk analysis. This com-
pany offers stability, a great working environment and fantastic benefits. 
CA (SA) completed with 2 years post-article experience within a similar 
role. FMCG experience secures! candice.k@wexford.co.za

  aFRican Regional Financial contRolleR
  R700 000 – R650 000 ctc, Woodmead

Leading IT giant with worldwide footprint seeks experienced CA. Main 
responsibilities would be full financial controlling for the African operations 
along with controlling and supporting the maintenance and the informa-
tion technology (IT) department (controlling and budgeting). African travel 
1 week a month a requirement. CA (SA) + 2-5yrs, project accounting, control-
ling and SAP experience preferably. tanya.b@wexford.co.za 

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

  Financial ManageR
  R550 000 – R500 000 ctc, Polokwane

Hands on CA (SA) with exceptional communication skills to be responsible 
for a full function FM role and to oversee a team of 10. This operational 
role will challenge your skills where you get to interact with the heart of 
the business and think on your feet. Great role for a newly qualified CA 
(SA) with experience auditing mining and manufacturing concerns. Great 
opportunities to grow into an executive role!! candice.k@wexford.co.za

  Financial accountant
  R700 000 – R580 000 ctc, Sandton

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

  Financial ManageR
  R800 000 – R700 000 ctc, JHB north 

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

  Financial ManageR
  R850 000 - R750 000 ctc + incentives, north

Services giant requires strong, exceptional ‘people manager’ to oversee 
finance team that runs all major contracts. You must be operationally 
minded in order to ensure smooth running of systems and be strategically 
minded in order to be an effective 2IC to MD. If you have ambition and 
drive this is the job for you. CA (SA) plus 2-3 years commercial experience 
essential. janet.b@wexford.co.za
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Human Communications 93784www.humanjobs.co.za

Please submit detailed CVs to Charles Stilwell at charless@quest.co.za quoting the relevant reference.
Please note that if you have not been contacted within 14 days, then please accept that your application 
has been unsuccessful.

Tel: (011) 628-0477 

Follow us on:

HIGH PROFILE OPPORTUNITIES

Finance/Management Accounting: 
Senior Manager - Pretoria
•	R900k – R950k pa Cost to Company plus Performance 

Incentive
•  CA(SA), preferably with CMA, and at least 7 years in a 

senior finance role
•  MBA would be an added advantage
•  Affirmative action appointment

National Service Group has a vacancy for a highly results-
driven and goal-directed individual to assist the Organisation 
in achieving sustainable operational efficiencies and to play 
a lead role in advising on appropriate improvements and 
interventions to take it to the next level.

Duties will include managing all strategic initiatives and 
performance objectives, while operational duties will involve 
full monthly and annual financial reporting for submission 
to EXCO, budgets, forecasts and business performance 
analysis as well as daily financial management functions. 
Processes and policies management will also form an 
integral function around the efficient performance of the 
Organisation.  Ref: CHS/agp

Financial Manager - Durban
•  R700k – R800k pa Cost to Company
•  CA(SA)/CMA/ACCA with 3-5 years’ financial 

management experience
•   Affirmative action appointment

An International Group in the Retail and Distribution sector 
requires a goal-directed and results-oriented individual with 
well-developed business acumen and strong analytical skills 
to manage the financial affairs.

Reporting to the Financial Director, operational duties 
will include: • All financial and management reporting, 
including variance analysis and Group consolidations 
• Budgets and forecasts • Group taxation • Corporate 
governance and financial controls.

This is a new position created in terms of the Company’s 
succession planning and could result in eventual promotion 
to Financial Director for the candidate who possesses the 
skills, attributes and qualities to fulfil this position.   
 Ref: CHS/ffm

Investment Analyst – Cape Town
•  CA(SA) – Recently qualified or with 1-3 years’ commercial 

experience in the Asset/Investment Management sector
•  CFA® or studying towards CFA® highly recommended 

•  Exceptional secondary and tertiary academic track record 
a prerequisite

An International Group in the Financial Services sector has 
a vacancy for an exceptionally high achiever with above-
average analytical skills to join the Investment Team. This 
position has arisen as a result of the exceptional growth 
of the Group and its continued strive for providing service 
excellence to clients. This is an excellent opportunity for 
building a long-term challenging and rewarding career 
within the Group.

Duties will include research, analysis and providing 
recommendations regarding investment opportunities in 
bonds, commodities, equity, and other investment vehicles 
as well as projecting rates of return on capital, total equity, 
asset utilisation and leverage.  Ref: CHS/oia



APPOInTMEnTS

TAX MANAGER
A Dynamic tax and accounting practice with large individual and 
corporate client base needs to fill the post of tax manager. Candidate 
must be a lateral thinker, able to make spot decisions and completely 
self-driven. Bcom with completed articles or experience in a tax or 
related practice is a must and a degree in taxation and accounting is 
beneficial.
The job will include the management of several staff members and the 
running of an individual and corporate tax division, reporting straight 
to one of the company's directors. Salary negotiable. Send a short CV to 
roland@accumulo.co.za

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

FINANCIAL STATEMENT PREPARATION AND REVIEW     
Firm on the east of Johannesburg requires a BCom with completed 
articles as a financial statement specialist. The job will include 
involvement in the preparation of financials from CC’s to Pty Ltd’s 
and the possible review or audit thereof. The candidate must be able 
to manage themselves, be practical thinkers and work closely with the 
clients’ bookkeepers and accounting staff. Caseware knowledge is an 
advantage. Salary negotiable. Send a short CV to roland@accumulo.co.za.

Classifieds
 LeAD RECRUITMEnT

PARTnERSHIPS & PRACTICES

KEEN TO PURCHASE
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 0828548269.

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 practices. Let us 
explore the possibility. Call Marius on 0828873496 now.

ARE YOU INTERESTED IN SELLING?
In the world of accounting and auditing, a well established, JSE 
accredited and internationally affiliated CA firm is looking to acquire 
your accounting or auditing practice in Gauteng, Cape Town, 
Bloemfontein or Durban. Should you be interested in selling, please give 
Marius a call on 0828873496.

PARTNER REQUIRED IN RUSTENBURG
A well established JSE accredited firm, with 7 offices, require a CA with 
a good track record to join our Rustenburg office.  Please contact Coenie 
Middel on 0123451877 or coenie@middel.co.za 

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 Palesa Khobane Tel: 011 621-6696. 

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

RATES
PLEASE NOTE ThAT ThE rATES FOr 2013 ArE AS FOLLOwS:
 
We charge R45 p/word 
R65 p/bolded word (Heading)
Minimum words - 30
Maximum words - 80
 
PLEASE notE: 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.



GROUP FINANCE DIRECTOR – JHB
Salary market related
CA (SA) required with a minimum of 6 years 
commercial experience from a retail / manufactur-
ing or FMCG background.  An MBA would be an 
added advantage.  This role requires an 
ambitious person who has the determination to 
achieve success, who possess a high level of 
drive and commitment.  Well experienced in 
complying with complex corporate reporting 
requirements is essential, must also be commer-
cially focused with an excellent grasp of business 
principals. Please quote ref LB/PJ on applications 
and reply to info@frontlinesolutions.co.za

NEWLY QUALIFIED/SOON TO QUALIFY CA’S
If you are considering a career move out of the 
auditing profession into a commercial/business 
environment within 2013, 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/objectives, including a 
competitive package starting at around R480k, 
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)

Cost & Management Accountants
R Neg
Are you driven by excellence and have a passion-
ate and vibrant personality? Dominant leaders in 
the manufacturing/retail sectors are looking to 
recruit for their cost and management accounting 
functions. B.Com (Hons)/Cost and Management 
Accounting/CIMA or close to completion.
Please email an in-depth CV to 
nathenia@frontlinesolutions.co.za

SPECIALIST RISK, ASSURANCE AND 
GOVERNANCE DIVISION OFFERING 
OPPORTUNITIES TO:
• Nearly qualified CA’s
• Newly qualified CA’s 
• Qualified CA’s with commercial  
 working experience
Expand your expertise within Internal Audit, 
Risk and Governance across a variety of 
commercial local and international sectors.
Please contact Marichen, Sonja or Chantal at 
(011) 706-9222 or send your email to 
rag@frontlinesolutions.co.za

FINANCIAL MANAGER /CONTROLLER – JHB 
AND SA REGIONS 
Salary market related
CA (SA) required with a minimum of 1-2 years 
commercial experience.  Employment Equity 
preferred.  Dynamic person with ambition and 
drive, focused on career development and able 
to relocate.  This is a career changing role and 
is suitable for CA’s with an entrepreneurial flare 
coupled with excellent reporting skills and 
consolidations experience. Please quote ref 
LB/PJ/FinCon on application and reply to 
info@frontlinesolutions.co.za

FINANCIAL MANAGER – EAST RAND
R800 000
Global client requires strong hands-on CA 
(SA)/CMA with 4-5 yrs exposure in 
Manufacturing/FMCG sector.  Be involved in 
strategic operations issues as well as month 
end reporting, forex, budgets, inventory and 
cash flow.  Strong management accounting with 
variance analysis, complete costing and profit 
management would be an advantage.
Please send your CV to 
jim@frontlinesolutions.co.za

Frontline Recruitment is a wholly owned division of the Kelly Group Limited and lives the Kelly Group vision of “unlocking the power of 
people in the world of work”.  Frontline Recruitment incorporates 2 additional specialist divisions namely Risk, Audit & Governance and 

Executive Search. 

Frontline Recruitment is a specialist financial recruitment company

Judy Markwell

Branch Manager, Cape T
ow

n

Nick
y Rutherfoord

Branch Manager, D
urb

an

Helen Nikiforakis

Consultant

Rose Karstel

Client Services

Nathenia Watson

Consultant

Iqram Sahib

Consultant

Sonja von Poncet

Consultant

Rachel Joffe

Consultant

Le
rato Makhetha

Consultant

Ian Shortreed

Consultant

Paul Jacka

Managing Director

Jim Wilson

Consultant

Marichen Viviers

Consultant

Lyn
da Bradley

Consultant

Bryanston         
Durban
Cape Town       

031 312 6833
021 424 3042

011 706 9222

MANAGEMENT ACCOUNTANT - DBN
R480 000
Our client, a growing organisation, is seeking a 
dynamic CIMA qualified Management Account-
ant to support the FD with daily, monthly and 
year end requirements.   Will be responsible for 
the preparation of month end journals, accruals 
and prepayments, monthly balance sheet 
reconciliations and reporting for quarterly 
balance sheet reviews.  The successful 
applicant will have the ability to thrive in a highly 
pressurised and dynamic environment. Flexibil-
ity and resilience are key to this role.
Please send your CV to: 
nicky@frontlinesolutions.co.za

FINANCIAL MANAGER – CAPE TOWN (EE)
R420 000 to R450 000
Our client seeks a young CA (SA) with at least 
two years’ experience in commerce to lead the 
accounting team and take responsibility for the 
full financial management function. This will 
include monthly management pack, budgets, 
tax related issues, annual audit and day to day 
running of the business.
Please send your CV to:  
helen@frontlinesolutions.co.za

BUSINESS ANALYST – CAPE TOWN (EE)
Neg package
Major retailer seeks a CA (SA) who will be 
involved in performing in-depth analysis on key 
financial risk/opportunity areas in the business, 
planning of annual budgeting and forecasting in 
order to correct or improve profitability.  Identify 
cost management opportunities.  Ability to 
develop and use financial models and to define 
key profit drivers and use support technologies 
(e.g. Comshare, Cognos, Excel) is required.
Please send your CV to: 
helen@frontlinesolutions.co.za



Talk to SET about finding talent for South Africa and further afield in Africa.

We are a BEE level 2 accredited company. Established 2003.

“If you think 
it’s expensive 

to hire a  
professional 

to do the job, 
wait until you 

hire an  
amateur.”  
- RED ADAIR

0861 738 732 (SET REC)  E-mail: info@setrecruitment.co.za

www.setrecruitment.co.za 

Our results speak for themselves.
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