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FROM THE EDITOR

Socrates is one of the few individuals who 
has so shaped the cultural and intellectual 
development of the world that without him, 
history would have been very different. 

He is considered one of the founders of 
Western philosophy, and legend has it that he was once 
pronounced the wisest man alive by the Oracle of Delphi. 
When Socrates heard that the Oracle had made such a 
statement, he responded not by boasting, but by trying to 
prove the Oracle wrong.

But finally he realised the Oracle might be right after 
all. He was the wisest because he alone was prepared 
to admit his own ignorance rather than pretend to know 
something he did not. It is said that Socrates concluded: 
‘I know one thing: that I know nothing,’ which we today 
call the Socratic paradox. 

This makes one think. How can the wisest man on 
earth know nothing? Would it be correct to say that while 
one may be educated, one still knows nothing? 

But fortunately, we can learn from everything and 

everyone, every day. We know that we learn 
a lot from making mistakes, but we can also 
learn a lot from other people’s mistakes. 
But although the wisdom of learning from 
failure is incontrovertible, people (and 
organisations) that do it well are rare. 

Nobody likes to admit that they’ve made 
a mistake. In business (and in life), people 
are rewarded and praised for success. But 
this creates a culture in which  we don’t learn 
from failure and could end up repeating our 
mistakes.

So consider yourself to be a student of life 
and learn from other’s mistakes. 

Once you become a student of life you 
open yourself up to be taught many things by 
many  people – regardless of their age, status, 
education or background. Once you open 
yourself up to learning from others, you will 
be able to achieve maximum growth with 
minimum growth pains.

Great leaders say that the most important 
lessons they learned came from their toughest 
challenges and from their biggest mistakes. 
(In this regard I recommend you read the 

cover profile on Tshego Sefolo where he shares his 
lessons learned and tips for leaders.) This is why we 
should learn from others’ mistakes and grow, and never 
be shy to admit when we have failed. Because when we 
make mistakes, we learn. We grow and mature, achieving 
new understandings and perspectives on life, business, 
relationships or people. We’re forced to make new 
connections, bridging gaps where we hadn’t connected 
the dots before – making us, once again, students of life. 
Our special feature and report on softskills and strategy 
include valuable guidance on leadership I encourage you 
to read.

In Russian there is an expression: ‘The wise man 
learns from someone else’s mistakes, the smart man 
learns from his own, and the stupid one never learns.’ 
So be wise and learn from others – don’t struggle with a 
‘learning disability’ all your life …

A STUDENT OF LIFE

EDITOR’S LETTER
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UPDATES

Although franchising is one of the sectors that has 
shown resilience and continues to grow in this tough 
economic environment, it is still a business that 
may provide an element of risk to franchisees and 
franchisors.

According to Morné Cronjé, head of franchising for 
FNB Business, franchise systems are based on a proven 
model that can be successfully replicated; these 
types of businesses are often considered less risky by 
entrepreneurs. However there are some challenges 
franchise owners should consider:

•  SHRINKING DISPOSABLE INCOME: 
  As the cost of living increases due to a number of 

economic factors, consumers are beginning to spend 
even less. Increasing competition (market share). 

•  RISING COSTS: 
  The current drought, which has had a direct impact 

on food price inflation, will significantly increase costs 
for franchises in the fast food and restaurant sector. 

•   FALLING STAFF MORALE: 
  When business condition are not great, some 

franchises will often not afford to hire more staff or 
bring in temporary staff, leaving employees severely 
stretched and demotivated. 

•  BAD DEBTS: 
  With interest rates likely to continue increasing 

throughout the year, franchises may find it difficult 
to service debt and borrow more money, leading to 
cash flow constraints.

•  ADAPTING TO CONSUMER NEEDS: 
  Following a tried and tested model is no longer 

a guarantee for success in the franchising sector. 
Convenience and innovation in technology is 
increasingly becoming important to customers.  

Source: Six challenges facing the franchising sector, News24, 
14 February 2016

•  Be welcoming. People are more inclined to engage 
with a company that makes them feel important 
and appreciated. Non-verbal signals such as tone of 
voice, expressions, posture, and dress all send subtle 
but powerful messages to them about how much 
they’re valued, how important their business is, and 
the quality of service they are likely to receive.

•  Reward loyalty. Retaining customers can have an 
important impact on increasing revenues. In part 
because less money is spent on acquiring new 
customers, and in part because of their continued 
business. The cost of letting someone know their 
patronage is appreciated and of rewarding them for 
repeat business is worth the investment.

•  Put their service concerns at ease. Each time a client 
decides to use a new business, they are taking a risk 
with their money and time and have little guarantee 
that their experience with that business will be a 
good one. But when their satisfaction level is high, 
it will reduce their need or desire to go to a newer 
business where the quality of service or experience is 
unknown. Keep an open ear and learn to look for any 
signs that customers aren't happy with the product 
or service. Tools such as customer satisfaction 
surveys can play an important role here.

Source: Pieter Scholtz, Fin24, 27 July 2015, http://www.fin24.com/
Entrepreneurs/Opinions-and-Analysis/Three-steps-to-customer-
retention-that-lasts-20150727

3 
STEPS

 TO CUSTOMER 
RETENTION 
THAT LASTS

Marketing is a big concern in 
South Africa's small business 
community, followed by a lack of 
confidence and partnering with the 
wrong people.

This is one of the findings of the 
2015 National Small Business 
Survey recently released by the 
National Small Business Chamber 
(NSBC), which canvassed 18 500 

small businesses throughout South 
Africa.

The survey found that 32% of small 
and medium enterprises (SMEs) 
regard failing to market their business 
effectively as one of their biggest 
business mistakes. Twenty-three per 
cent felt they were selling themselves 
short, while 20% said they had 
partnered with the wrong people. 

SMEs SURVEY RESULTS A failure to borrow money and 
hiring the wrong people tripped up 
a further 9% each of respondents.

Building a customer base and 
boosting top line continues to be 
a major concern, with 43% citing 
sales and marketing as the area 
where they feel they needed the 
most assistance.

Source: Eugenie du Preez, Marketing, wrong 
partners big worry for SMEs – survey, News24, 
19 October 2015

DID YOU KNOW? 
Friday, 6 March is officially 

Employee Appreciation Day in 
the United States?

LOW-COST WAYS TO 
REWARD EMPLOYEES

Research shows that feeling appreciated – which comes 
from recognition from others – is one of the top three 
drivers of employee engagement. Great news is that 
showing appreciation doesn’t have to cost tons of time 
or money:
• A sincere word of thanks is very effective.
• Post a thank you note on their door in their honour.
• Write about them in a company-wide email.
•  Give a long lunch, extra break, or compensatory time.
• Honour them at the start of the next staff meeting. 
• Give them flowers, a book, or another small gift.
• Invite them to a one-on-one lunch.
• Arrange to have their car washed.
• Give them a card with movie tickets inside.
•  Arrange for a boss several levels up to stop by to say 

thanks.

WORLD’S WORST 
PASSWORDS

THE EASIEST WAY TO JEOPARDISE YOUR 
ONLINE SECURITY? PICKING ONE OF 
2015s MOST POPULAR PASSWORDS, AS 
DETERMINED BY THE SOFTWARE FIRM 
SPLASHDATA, BASED IN LOS GATOS, 
CALIFORNIA. AMONG THEM:

123456
PASSWORD
QWERTY
FOOTBALL
BASEBALL
DRAGON
MASTER
MONKEY
LETMEIN
PRINCESS
STARWARS

Source: Time, 1 February 2016

CHALLENGES FACING THE FRANCHISING SECTOR

UPDATES



INTERNATIONAL FINANCIAL REPORTING 
STANDARDS (IFRSs)

Have you considered the impact of the new Leases 
Standard? 

IFRS 16, Leases, has been published and will replace the 
existing Leases Standard and related Interpretations. IFRS 16 
will require all leases to be reported on a lessee’s statement of 
financial position as a right of use asset and a lease liability. 
The effective date of IFRS 16 is 1 January 2019. 

Effective date of the Amendments to IFRS 10 and 
IAS 28 deferred

The effective date of Sale or Contribution of Assets 
between an Investor and its Associate or Joint Venture – 
Amendments to IFRS 10 and IAS 28 has been deferred 
until the research project on the equity method has been 
concluded.

IFRS 16 and the Amendments to IFRS 10 and IAS 28 can 
be accessed via e-IFRS.

The IASB has published the IFRS for SMEs 2015 Bound Volume which incorporates the amendments to the IFRS 
for SMEs. Access the Bound Volume from eIFRS. 

INTERNATIONAL
Accounting for transfers to and from investment 
properties
The International Accounting Standards Board (IASB) 
has published proposals to amend IAS 40, Investment 
Property, to address whether property under 
construction or development that was previously 
classified as inventory could be transferred to 
investment property when there is an evident change 
in use. The deadline to submit comments on this 
exposure draft is 18 March 2016.The exposure draft 
and the IASB press release can be downloaded from 
the SAICA website.

Other exposure drafts
Access the exposure drafts and submissions made by 
SAICA’s Accounting Practices Committee (APC) in the 
period December 2015 to February 2016 from the SAICA 
website.

Local
The APC has made the following submissions to the 
Financial Reporting Standards Council:

•  Proposed Financial Reporting Pronouncement on 
Summarised Financial Statements

•  Proposed guidance on Offsetting Financial Assets and 
Financial Liabilities under IFRS in a South African 
Environment

•  Proposed Preface to Documents Issued by the Financial 
Reporting Standards Council.

Access the submissions from the SAICA website. 

ACCOUNTING

PUBLICATIONS

EXPOSURE DRAFTS AND SUBMISSIONS
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TAX
LODGING A COMPLAINT AT SARS

SARS has introduced a new mechanism allowing 
aggrieved persons the opportunity to lodge 
complaints. The new mechanism, known as the 
Complaints Management Office (CMO), replaces the 
previous SARS Service Monitoring Office (SSMO) 
and has made it possible for taxpayers to lodge a 
wider scope of complaints while also increasing 
the avenues through which those complaints may 
be lodged. The following are examples of issues 

taxpayers may wish to raise with the CMO: rude 
SARS staff, lost supporting documents, refunds 
taking too long to be paid, or SARS taking too long 
to respond to a query. The complaints may be lodged 
at the nearest SARS branch, by telephonically 
contacting the CMO at 0860 12 12 16, or via efiling. 
With regard to the latter, SARS has designed a 
Guide which will give taxpayers simple step-by-step 
guidance on how to send a complaint. More detailed 
information pertaining to the CMO may be found on 
the SARS website.  

syspro_financial_africa_asa_advert.indd   1 2015/11/20   1:26 PM

ASSURANCE
IAASB released ISA 800 
(Revised) and ISA 805 (Revised)

On 7 January 2016, the IAASB 
released ISA 800 (Revised), Special 
Considerations – Audits of Financial 
Statements Prepared in Accordance 
with Special Purpose Frameworks, 
and ISA 805 (Revised), Special 
Considerations – Audits of Single 
Financial Statements and Specific 
Elements, Accounts, or Items of a 
Financial Statement.

Reporting on special purpose 
financial statements is linked to the 
IAASB’s new and revised Auditor 
Reporting standards issued in 

January 2015. The amendments to 
ISA 800 and ISA 805 are limited 
to auditor reporting and are not 
intended to substantively change 
the underlying premise of these 
engagements in accordance with the 
extant ISAs.

The Revised Standards will become 
effective for audits of financial 
statements for periods ending on 
or after 15 December 2016 and can 
be downloaded from the IAASB 
website.

Invitation to Comment, 
Enhancing Audit Quality in the 
Public Interest 

The IAASB has released its 
Invitation to Comment, Enhancing 
Audit Quality in the Public Interest: 
A Focus on Professional Skepticism, 
Quality Control and Group Audits 
(the ITC).

The ITC highlights the IAASB’s 
discussions on the topics of 
Professional Skepticism, Quality 
Control, and Group Audits; and 
will inform the potential standard-
setting activities that the IAASB 
could take to enhance audit quality. 

Comments are requested by 16 May 
2016. Visit the IAASB website to 
download the ITC.

LEGAL AND GOVERNANCE
FURTHER EXEMPTION OF CERTAIN PRIVATE BODIES FROM COMPILING A PAIA MANUAL

The Minister of Justice has further extended the deadline for compiling a PAIA manual for certain private 
bodies for a period of five years from 1 January 2016 to 
31 December 2020.

Please Visit: https://www.saica.co.za/Technical/LegalandGovernance/Legislation/
PromotionofAccesstoInformationAct/tabid/2532/language/en-ZA/Default.aspx

UPDATES



MARKET COMMENTARY
JANUARY 2015
What a start to the year! If you’d told me in December over Christmas lunch that we’d have such 
a volatile and uncertain start to 2016 in the global economy, I don’t think I would have believed 
you. By Garth Saunders
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The weak rand and continued drought 
heightened the risk of inflation breaching 
the SARB’s upper target 6% for an extended 
period. As a result they increased the repo rate 
by 50 bps in the January meeting. This helped 

to support the rand into the end of January. The January 
and February US payrolls report continue to show strength, 
but this was not sufficient to slow a sharp decline in global 
equities, as continued negative economic data out of China 
(imports down 7,6% and exports down 1,4%), risk of deflation 
on the back of low oil prices, and general negative investor 
sentiment pressured stocks.

   
CURRENCIES
The EUR and JPY continued to show strength as investors 
sought safety without the risk of interest rate hikes. Japan 
along with many other European countries now have 
negative yields on their government bonds as countries race 
to devalue their currencies to fend off deflation and boost 
export growth. The GBP weaken as Brexit (British exit from the 
EU) fears and low growth/inflation weighed on the currency. 
The ZAR touched its weakest level reaching 17.97 versus 
the USD in low overnight liquidity on 11 January before 
strengthening into the end of the month. This appeared to be 
driven by weak Chinese data and a 6–7% sell-off in Chinese 
stocks, which sparked an exit from all risk assets on the day.

Closing rates for January: EURZAR R17.44 (+2.2%); USDZAR 
R16.06 (+2.8%); GBPZAR R22.89 (–1.2%); EURUSD $1.086 
(–0.5%); GBPUSD $1.43 (–3.8%)

EQUITIES
Global equities continued their sell-off with many markets 
entering bear market territory (–20% from their tops). Low 
oil prices, fear of deflation, rising US rate expectations and 
weak economic growth data kept the pressure on stocks into 
February.  Closing levels for January: JSE ALSI 50,693 (–1.8%); 
EUROSTOXX 3,279 (–6.5%); S&P500 2,063 (–1.2%); FTSE 6,263 
(–1.7%).

RATES
The local market was unsure of what to expect from the 
January MPC meeting with economist forecasts ranging 
between 0 and 50 bps for the repo rate announcement. In 
the end a 50 bps hike was announced, alleviating inflation 
expectations.

The Swap curve narrowed 50 bps on average across all 
tenors; basis flattened with the pivot at the five-year point 
with 1 month to 2 year points narrowing an average of 3 bps 
and 6 year to 30 year points widening an average of 15 bps. 
Government bond yields narrowed 50 bps on average across 
all issuances.

COMMODITIES
Commodity prices continued to weaken on poor global 
growth prospects. Oil was the main driver trading below 
2008/09 crisis lows as supply continued to outstrip demand 
and inventories remain high. Some investment houses are 
calling for oil to touch $20 a barrel before the year is out. Gold 
strengthen on save haven buying and reduced interest rate 
expectations. Gold closed at $1,113 (+4.8%) and Brent crude at 
$33.59 (–8.5%).

YEAR TO DATE (8 FEBRUARY)
Oil continues to be the worst-performing asset, down 14.2% 
followed by the Eurostoxx index, down 11.3%. Bonds and gold 
continue to see safe haven buying with US 10-year note yields 
up 10% and gold up 8.3%. Although volatile, the rand is 1.8% 
weaker against the USD.

FORWARD-LOOKING 
Global uncertainty, negative investor sentiment and concerns 
over growth have resulted in an increase in volatility across all 
markets. Technically, stock markets look set to continue their 
downward trajectory. This has put some pressure back on the 
USD as markets price in slower Fed interest rate increases and 
may provide some relief for the rand.

AUTHOR |Garth Saunders CA(SA), CFA

COMMENTARY COMMENTARY
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OF DEALING 
THE THRILL 

TTshego Sefolo distinctly remembers the day in 
the early 1990s that he recognised his goal in 
life – the moment he read of the then-biggest 
M&A of all time, a US$25 billion acquisition by 
private equity firm KKR. ‘It seemed so exciting. 

I decided that I wanted to be making the tough choices, real-
life business decisions with the power to improve people’s 
lives, to create real jobs, and that I wanted involvement in 
the full cradle–to-death cycle of businesses rather than 
momentarily consulting to a firm and moving on to the next 
assignment with no real sense of responsibility. Looking 
at that deal also showed me how one could use third party 
capital to buy an equity stake in a company and combine in 
one function all the tools I’d acquired throughout my business 
studies.’

Today he manages a R1 billion captive private equity fund 
called Zico Capital that is into its seventh year of investing, 
with Tshego at the helm throughout. After completing his 
degree and training with EY, his KKR epiphany led him to seek 
a job with Ethos, the leading private equity fund manager of 
the time, a business into which he was immediately plunged as 
one of the few black professionals in the industry at that time.

‘Ethos was an incredible experience that enabled me 
to gain deep experience in an industry which was still in 
its infancy in South Africa – some of the transactions I got 
exposed to were quite revolutionary for the time.’ In fact, it 
was touch and go that he was working in South Africa at all. 
He’d been seconded by EY to London and was subsequently 

offered a full-time UK position by KPMG. Literally on his way 
to start his first day, Tshego looked at the pallid faces of sun-
starved commuters on the train and instantly had a change 
of heart. ‘I made a very painful telephone call from the next 
station,’ he says.

LESSONS FROM HIS EARLY TRAINING

Tshego advises young trainees never to take any aspect of 
their training for granted. He quips that even stock takes 
have management lessons. He’s since come to appreciate 
many aspects he didn’t at the time, and worries that current 
trainees are probably also taking the experience for granted. 
As a fund manager visiting ordinary factories and businesses 
as potential investments, he recalls how much he learned 
doing stock-takes on Saturday mornings, when at the time he 
wished he was anywhere else but in some highveld mining 
town.

‘You know, the benefits of CA(SA) training are sometimes 
the subtle ones which graduates seldom appreciate at the 
time, such as the networking one is exposed to and which one 
really only appreciates much later. Those years are invaluable 
for gaining contacts and getting advice, something which 
cannot be quantified. Knowing what I know today, I wished I’d 
networked more – because many of my peers from those days 
today hold senior positions throughout business. They are 
your future support and infrastructure, and you limit yourself 
by not fully utilising it,’ explains Tshego.

Tshego Sefolo CA(SA), CEO of Zico Capital, runs and manages 
a private equity firm, one of the most exciting and rewarding 
careers around, he says. Eamonn Ryan spoke to him

VIEWPOINTCOVER PROFILE COVER PROFILE

This magazine has
interactive print

Scan with 
Layar to view 

more of 
Tshego Sefolo 

behind 
the scenes
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VENTURING ON HIS OWN

Tshego had a lot of friends in investment banking, and with 
his own by now considerable experience in private equity he 
joined Zico, which had recently established a private equity 
fund. With the backing of RMB Corvest the fund kicked off 
with R500 million of capital available to be invested.

Having fully invested that first tranche of capital 
into businesses like Provantage, Autovest, Henkel SA, 
Innovation Group and Aquatico, Zico Capital recently raised 
an additional R500 million.

Tshego’s role involves keeping investors happy, 
deal origination, and execution and post-deal value 
management, as well as managing the day-to-day running 
of the business, including the management team.

While that covers just about everything in private 
equity, Tshego isn’t at all a micro-manager. ‘I’m empowering 
in my style of management, lead from the back in order 
to enable the business to embrace and develop talent. I 
allow people to claim the spotlight and be leaders in their 
own right and get on with their jobs, but do put my foot 
down that they deliver the required outcome.’ The business 
cannot be allowed to get out of control, so the flip side of 
his understated management technique is that he’ll take 
decisive action whenever necessary.

The fund has a mandate which targets a set minimum 
return for investors. ‘The fact our investors entrusted 
us with a further R500 million points to our disciplined 
approach to investing – but in doing so, mediocrity cannot 
be tolerated.’ 

IT’S ALL IN THE NUMBERS

‘As a CA(SA), one has a reputation to uphold. I don’t listen 
to excuses. Usually, by the time we realise an intervention 
is necessary in some of our investments, it is really too late. 
An intervention therefore has to be decisive. Of course, 
we aim to avoid interventions by studying numbers and 
statistics rather than excuses,’ he says. Early warning signals 
of the need for intervention can be addressed by constant 
monitoring, training and succession planning.

Private equity, like investment banking, is a glamorous 
industry that attracts its share of self-seeking opportunists. 
For this reason, Tshego strictly emphasises measurable 
and tangible numbers when evaluating staff and new 
hires and their performance. He has learned to do so the 
hard way, he says, from having employed some individuals 
based on false promises only to later discover they ‘lacked 
commitment’.

The dividing line between excuse-making and 
delivering the required return lies in ‘commitment’, says 
Tshego. When hiring someone, commitment is what he is 
most sensitive to – a passion for the job and having a shared 
work ethic with the rest of the team.

VALUES MAKE MANAGING SIMPLE

‘Shared commitment’ is another way of saying shared values, 
and Tshego believes that underlying all other values is 
honesty and guarding against arrogance. He believes that 
simply being honest relieves a lot of management pressure 
as he never has to ‘spin a story’. The same principle applies to 
dealing with the firm’s stakeholders. Tshego says his own core 
values of honesty and integrity permeate the business and 
have in course inspired trust among external stakeholders.

This is the root of much of the firm’s success: ‘I think I live 
these values and am sensitive that the firm similarly display 
them. It is not always an easy path to follow, but personally it 
makes me more comfortable with decision-making. It is also 
largely for this reason that we receive so unsolicited offers 
wanting to work with us, because people hear of how we 
operate and feel they would be more comfortable dealing 
with us,’ he explains.

What gets Tshego up every morning is what first attracted 
him to private equity – the thrill of deal-making. He believes 
there are deals to be made in unusual places – uncovering the 
potential value creation that has not already been spotted by 
anyone else, and executing it. ‘From this comes the potential 
for unlocking that value through all sorts of innovations and 
strategic guidance. It requires both discipline and a creative, 
agile mind to spot the opportunity, as well as a nimble 
structure to seize the moment and bring it to fruition.

‘But the fun doesn’t stop there. I get a big thrill from sitting 
on portfolio company boards, from which ideas originate and 
which in turn informs our investment thesis.’

Another key value of the firm lies in its ability to create 
long-term relationships. Once a deal is struck, it becomes 
a matter of partnership. ‘It doesn’t matter how compelling 
an investment case is initially, the success of a transaction is 
predicated on the quality of the partnership we can forge with 
the management of the portfolio business. Over time, there 
is a realisation that we bring more than just capital – we’re 
long-term partners that have strengths in accessing capital, 
strategic input from our own skills sets and experience with 
a wide range of businesses, market savvy from exposure 
to a wider landscape, and finally from simply bringing an 
independent viewpoint which the businesses we invest 
in often appreciates more than any other benefit from the 
partnership,’ says Tshego.

TIPS FOR TOMORROW’S LEADERS

He has definite views on the undesirability of job-hopping 
among young – and especially black – CA(SA)s and aspiring 
accountants. For this reason he spends a lot of time mentoring 
young people both within Zico Capital and outside the firm. ‘I 
find the experience of mentoring someone a refreshing one. 
Mentoring is a highly important activity, as I have travelled 
the same route in my years of working life that others are 

AUTHOR | Eamonn Ryan

FIVE TIPS FOR A NEWLY 
QUALIFIED CA(SA):

•  Develop your personal core 
competencies – be particularly good at 
something.

•  As a CA(SA), have some differentiating 
skill so you’re not a commodity.

•  Don’t job hop for the next bigger pay 
cheque – it’s a dangerous ploy for a 
long-term career.

•  Don’t ever allow yourself to become 
complacent in your career. You 
persevered this long to become a 
CA(SA), now continue to re-invest in 
yourself through CPD. Tshego practises 
what he preaches – he did an MBA.

•  Mentor and empower others as a 
priority in your life. 

only now embarking on. People of every generation ask the 
same questions, but the answers change from generation 
to generation and we can learn from each other. What I try 
inculcate in youngsters is the need to stay the course. Many 
young people find themselves thrust for the first time into a 
business environment where they can earn more money than 
their families ever had before. They can be easily tempted 
to deviate from their dream in favour of immediate financial 
gratification,’ he says. 

‘It is something they may regret when they look back at 
20 years’ experience, because the most important factor in 
crafting a career is to become good at something – to have 
a core competency. That is the major difference between 
having 20 years’ deep experience as opposed to 20 years of 
repeating the same thing.

‘Your career is a reflection of how you will deal with any 
specific project. Challenges are there, but they should not be 
seen as something meant to break you but to help you gain 
experience. It will give you conviction and belief in yourself, 
but above all will give you the character to persevere – and 
in a professional, perseverance is fundamental. The difficulty 
is that it is not until you have persevered to the end that you 
recognise that it was worth persevering,’ says Tshego.

There are many points at which an aspiring CA(SA) will 
feel discouraged and demotivated. Tshego says that in his 
own career, university lecturers seemingly did all they could 
to let students know they had little chance of graduating. 

Even when he did qualify as a relatively young CA(SA), Tshego 
still had to endure patronising talking-down to him by more 
senior people. He developed a trick to manage this: he 
learned to ask them one of life’s typically ‘stupid’ questions 
only to see them flounder to answer.

TIME TO RELAX

To balance the high-risk world of decision-making that 
affects dozens or hundreds of livelihoods, Tshego relaxes with 
equally high-risk pastimes such as advanced scuba diving 
in some of the most exotic diving locations in the world, 
which he describes as ‘a humbling experience being 100 
feet underwater’ and distance running, ‘which gives time for 
reflection on decisions which have to be made and may incur 
significant downside, and puts them into perspective’. 

Tshego sees a bright future for the business. The Zico 
capital fund manager has recently been restructured 
following the buy-out of the majority shareholder, enabling 
management and staff to become significant shareholders, 
thereby aligning their interests with those of investors. Tshego 
says he’s particularly proud that women have now become 
substantial shareholders.
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DEBATING LEADERSHIP
AUTOCRATIC VS DEMOCRATIC LEADERSHIP

IN CRISES 
FOUR THINGS GOOD LEADERS DO 

RETIREMENT REFORM
IMPLICATIONS OF THE NEW ACT

Kevin Phillips CA(SA) is 
Managing Director 

of idu Software

Brett Tromp CA(SA) is 
CFO of 

Discovery Health

Mike Lledo CA(SA) is 
the CEO at Consolidated 

Financial Planning

There are pros and cons to autocratic and 
democratic leadership, both in politics and in 
business. Is how a leader comes into power 
indicative of the type of leadership one can 
expect?

Autocratic leadership is when one person makes all the 
decisions for everybody. Pros of this form of leadership are 
that decisions can be made quickly, policies are implemented 
without delay, results are definitive ‘or else’, and every person 
knows where they stand and what is expected of them. This is 
fine in certain circumstances and when the person in charge 
is the most knowledgeable and most informed person in the 
group.

Unfortunately, that is seldom the case, and the cons 
are the potential for abuse of power, overlooking expertise 
outside their own, and low morale in followers or employees 
because they feel like their contributions aren’t recognised or 
appreciated.

Democratic leadership is where the leader brings others 
into the decision-making process, encouraging the sharing 
of ideas and opinions. The pros are that the ideas are more 
balanced, creative solutions are found, and people are more 
involved, committed and invested in the end result. The cons 
are that processes can be very slow, and people without the 
required knowledge might be given a say in things they know 
little about.

Autocratic leaders are more likely to get into power if 
proportional representation is used, as you are electing a party 
and have no influence over the leader of that party – that means 
leadership is accountable to the party and the party accountable 
to the electorate as a collective, so there is no individual 
accountability, and you can end up with a country in trouble. Say 
no more … 

While the Westminster system has its flaws, at least you 
are choosing a person to represent you who is accountable 
to you and the government is made up of whichever party 
has the most representatives. This should produce more 
democratic leaders, as how the government is elected makes 
leadership accountable to the party and the party accountable, 
individually, to their constituents. 

Corporates are little different, with the CEO accountable to 
the board of directors.  They, in turn, are ultimately accountable 
to the shareholders. More’s the pity that proportional 
representative governments lack similar clear-cut individual 
accountability.

A few years ago, when a huge snowstorm hit a 
city in New Jersey, a local mayor took to the 
streets, shovel in hand, and helped workers 
clear paths. He rescued snowbound vehicles 
and even delivered nappies to a housebound 

mother. He was also savvy enough to tweet eyewitness 
observations to over a million Twitter followers.

While that may sound a bit like a publicity stunt, the fact 
remains that he contributed meaningfully with a quick and 
practical solution for the common good, while setting a good 
example for others. And when in crisis, people are reassured 
and inspired by leaders in action. In an article in the Harvard 
Business Review, leadership consultant John Baldoni offers a 
few fundamental responses for leaders in times of crises:
•  Assess the situation in full. Often, at the sound of crisis, 

everyone starts talking (or worse – tweeting) at once. But 
quick, opinionated reactions are often unconstructive. 
Checking facts and context is essential in creating order 
from chaos. Delegate tasks and then meet shortly to 
brainstorm. What happened? Who’s responsible? What 
resources do you have? What do you need? How will you get 
it?

•  Act swiftly, not hurriedly. Particularly in an age where 
news travels so fast, it’s crucial that leaders are prompt in 
responding to disaster. However, that doesn’t mean you 
should act hurriedly. Nervous energy only spreads panic 
and anxiety. Rather act with deliberation and be calm while 
you’re quick. 

•  Handle expectations. It’s the leader’s job to estimate the size 
and scope of the crisis. While no one wants to cause undue 
alarm, it’s important to communicate the magnitude of the 
situation, so that people can take sensible measures and 
prepare themselves logistically and emotionally, if need be. 

•  Offer perspective. In The Go Point, a thought-provoking 
study on decision-making, Michael Useem relates how the 
team leader in mountaineering expeditions often remains 
at base camp instead of hiking to the summit. If disaster falls, 
he can then direct a response with the view of one who can 
see the mountain as a whole and what conditions affect the 
team. 

John Baldoni concludes: ‘The measure of a leader is often 
tested during a crisis. And those leaders who can engage 
directly, but still maintain their sense of perspective, are the 
ones [who] will help [an] organisation survive.’ 

The Taxation Laws Amendment Act 23 of 2015, 
which was promulgated on 8 January 2016, 
kicks off the long-awaited retirement reform 
process – but are you ready?

The aim of this first fledgling step towards 
broad reform is to harmonise the tax deductibility of 
contributions to all types of retirement funds, as well as 
provide for the compulsory annuitisation of at least two-
thirds of a retirement benefit derived from a provident fund, 
subject to vested rights to full commutation. So retirement 
fund reform is finally upon us, but most of us may have 
overlooked its immediate practical significance. 

THE CHANGES ANALYSED
According to Nigel Willmott, an employee benefits 
consultant, the main provisions that will apply from 
1 March 2016 are:*
•  Employer contributions will be taxed as fringe benefits in 

the hands of employees.
•  Employees may deduct up to 27,5% of remuneration or 

taxable income as contributions (by employer/employee) 
to pension, provident and retirement annuity funds, 
subject to a R350 000 annual cap. 

•  Not more than one-third of the retirement benefit from a 
provident fund may be taken as a lump sum. However, this 
restriction does not apply to pre-March 2016 contributions 
(and growth thereon). Provident fund members who are 55 
years or older on 1 March 2016 will be able to commute the 
full retirement benefit, including contributions made on or 
after 1 March 2016 (and growth thereon), to the provident 
fund of which he/she was a member on 1 March 2016.

•  The commutation threshold upon retirement, sometimes 
referred to as the de minimis amount, is increased to 

 R247 500 (from the current threshold of R75 000). If a   
 member’s retirement benefit is R247 500 or less, they will  
 be allowed to take their whole benefit as a cash lump sum.
•  There will be tax-free portability between all tax-approved 

funds, including pension to provident fund transfers. 

Are your payroll systems aligned with these requirements 
are? What does it mean for employees and employers? Don’t 
overlook your own retirement plans – and if it all seems a bit 
confusing, get some professional advice.

*At  time of going to press.

VAT IMPLICATIONS
ON-CHARGES 

The term ‘supply’ is widely defined in the 
Value-Added Tax Act 81 of 1991 (VAT Act) 
to include performance under a rental 
agreement.

The rental of commercial property 
such as office space and factories is subject to VAT where 
the rental income exceeds the R1 million threshold. VAT 
registration is then compulsory, and the landlord will 
have to charge VAT on the rental income. The rental of a 
property for residential accommodation – for example 
flats, apartments and houses – is exempt from VAT in 
terms of section 12(c). Section 12(c) refers to the supply of 
a ‘dwelling’.

The term ‘dwelling’ is defined in section 1 as any 
building, premises, structure or any other place or part 
used or intended to be used predominantly as a place 
of residence or abode of a natural person, including 
all the fixtures and fittings belonging to the dwelling 
except where it is used in the supply of commercial 
accommodation. 

The landlord of a block of apartments will therefore 
be exempt from charging VAT. It is common practice in 
the property rental industry for the landlord to pass on 
service-related charges such as property rates, electricity, 
water and refuse to the tenant. 

VAT IMPLICATIONS: ON-CHARGING PROPERTY RATES
The property rates recovered from the tenant form part of 
the consideration for the rental of the property, and as such 
is subject to VAT in terms of section 7(1)(a) of the VAT Act. 

A ‘municipal rate’ as defined in section 1 of the VAT 
Act is levied by a municipality and is subject to VAT at the 
zero rate in terms of section 11(2)(w) of the VAT Act. The 
landlord is not a ‘municipality’ as defined, and therefore 
when the landlord on-charges to the tenant a ‘municipal 
rate’ that was charged to it by the ‘municipality’, this is no 
longer a ‘municipal rate’ as defined.

VAT IMPLICATIONS: ON-CHARGING ELECTRICITY 
AND WATER AND REFUSE 
The original supply is subject to VAT at the standard rate. 
The on-charging of these services will also be subjected 
to VAT at the standard rate in terms of section 7(1)(a), as 
these services form part of the consideration for the rental 
of the property.

TAX SPECIALIST

Muneer Hassan CA(SA) is a 
Tax Consultant and a Senior 

Lecturer in Taxation at UJ
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PERSONAL FINANCE ADVISOR

PAYING OFF DEBT
CONSIDER YOUR APPROACH CAREFULLY

Gizelle Willows CA(SA) MCom Finance 
is Senior Lecturer in Financial Reporting 

at the University of Cape Town

In many of my past articles, I’ve discussed the 
importance of saving. Last month (‘New Year’s 
Resolutions’) I referred to saving and paying off 
debt simultaneously. Sometimes it’s the same 
thing; sometimes it isn’t. 

If you’re paying off debt, I think the important thing is 
isolating what debt you’re paying off. 

I’m perplexed every time I hear someone say that 
they’re trying to pay off the mortgage on their house 
in less than the allocated 20 years, yet they have rolling 
credit card debt and no problem with trading in their car 
every four years as the instalments are ‘just a monthly 
expense’. 

If you’re paying off debt, you should be paying off 
the one with the highest interest rate first. Don’t think 
that paying off a little bit of each type of debt is most 
productive. I sometimes feel that if there’s a debt with a 
relatively small balance, it’s most rewarding just to pay 
that debt off first. 

The feeling of having one less creditor to pay is 
sometimes the impetus we need to continue paying 
off our debts. But, overall, you’re saving more interest 
expense if you pay off the debt with the highest interest 
rate first. That’s why your mortgage is often the one you 
should be paying off last. Keep paying your instalments, 
of course, and if you have extra to put in there, absolutely 
do so, but because your mortgage will generally carry a 
lower interest rate than other debt, it’s often the one we 
should be paying off last.

If you have more than one mortgage, apply the same 
principle. 

Throw every extra bit you can into the mortgage that 
carries the higher rate. Don’t split down the line between 
the two.

Different people have different views on whether debt 
is good (we all need a gearing ratio) or whether debt is 
bad (you should have no debt), but consider your overall 
portfolio. 

Personally, I sit with a limited debt balance, with 
low(ish) interest rates and only pay the absolute minimum 
I need to every month. 

Any other savings goes directly to high yield 
investments. This is a very personal choice though and 
often has to do more with how well you can sleep at night 
and what risk propensity you have. Consider carefully. 

BUSINESS ADVISOR

WORLD WILDLIFE DAY
AND YOUR POSSIBLE DAY

Stanford Payne CA(SA) is 
an ICF-accredited executive 

and business coach

A quote by our great leader and visionary 
Nelson Mandela has inspired me this year, 
and it keeps getting more relevant: ’It 
always seems impossible until it’s done.’ 

The world is celebrating World Wildlife 
Day on 3 March. In view of the survival struggle facing our 
animals and plants, the UN General Assembly proclaimed 
this day to raise awareness of the world’s fauna and flora. 

The theme for 2016 is ‘The future of wildlife is in our 
hands’. A day dedicated to our amazing animals and plants 
would mean that the world, collectively driven by the UN, 
can actually change the course of their existence.

I want Kristin and Caleb’s kids still to see rhinos in the 
wild and will be supporting #IsInOurhands #WWD2016 
come 3 March. 

What can you and I learn from this?

What would happen if you were to declare a 
#MyPossibleDay annually? A day supported by a strategy 
and an action plan, highlighted by the celebration thereof? 
What if you were to pull in all the resources to make it 
happen? 

What might your view on life, business, career and 
relationships be if you were to achieve your possibles on a 
day like that? What about all that positive energy that you 
will be tapping into? When that which felt impossible until 
then might suddenly become possible?

Research shows that your brain is remarkable and 
that you can do exceptional things with your mind. For 
example, positive thinking focuses your ability to access 
your subconscious and bring about change in your DNA! 
What other freebies that are in your control can you use to 
change your future?

With the known fact from Madiba that the impossible 
is only true until it is done – what are you going to do about 
that? How will this realisation change your future?

Time is ticking, and I know that you know that you want 
your possible to be real. 

What do you have to loose in the commitment to a 
#MyPossibleDay then? 

But what if I fail, you might think? Oh, but what if you 
fly?

Let me know when it’s your day! And enjoy it! Pl
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PUBLIC SPEAKING 
TRAINER

UNANSWERED QUESTIONS
SUBJECT MATTER EXPERT

Dineshrie Pillay CA(SA) is a business 
owner and public speaker trainer

As a speaker, regardless what you are 
speaking about, you are a messenger of 
change. 

This is because you need to convince 
your audience why they need to listen to you 

and adopt your viewpoint. To do this effectively, you need to 
craft your speech in a way that answers four questions that 
people in your audience will naturally have about your topic.

Question 1: Why is your subject matter important? You 
could be speaking about the topic of leadership, the latest 
IFRS standard, or the state of potholes in your area – it does 
not matter what your topic is about. Use facts, quoted 
figures, statistics, stories and research to convince your 
audience that your subject matter is important. 

Question 2: Why is your subject matter important to them? 
While your audience might agree that your subject is 
important, they might not listen to you any further as you 
have not provided them with enough reasons as to why it 
affects them. 

Talk about the challenges of your subject matter; the 
negative impact it could have if left unattended, including 
any financial costs and social drawbacks to the individuals 
in your audience. Remember to use the word ‘You’ and not 
‘You all’. ‘You’ is more personal and direct; ‘You all’ is general. 
Example: ‘Potholes do affect you’ and not ‘Potholes affect 
you all’.

Question 3: Why is your subject important now? Your 
audience might agree that the subject of fixing potholes is 
important and it definitely affects them – but why does it 
have to be fixed now? In this part of your talk explain why 
the timing is important to be addressed now, immediately 
or within the short term.

If you do not create a sense of urgency, there is no need 
to listen to you any further.

Question 4: Why are you credible to speak on this subject? 
This is the most critical part of your talk! Your personal 
experience at dealing with the problem and finding a 
solution to it will make you credible as a speaker. You can 
create a connection with your audience by sharing the story 
of your personal struggle regarding your topic and how you 
overcame it.
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FEMALE WEALTH
INTERNATIONAL WOMEN’S DAY CELEBRATIONS

According to the 2015 Businesswomen’s 
Association of South Africa (Bwasa) 
Women in Leadership Census, females 
make up 25% or more of the director or 
executive managerial positions in 34 of the 

293 JSE-listed companies surveyed.  More South African 
women are taking up leadership roles and may be the main 
breadwinners for their families. 

With 8 March 2016 being celebrated as International 
Women’s Day, this month serves as a timely reminder that 
more women should take control of their financial situation. 
Below are some tips for women to get started.

DRAW UP A BUDGET
It is very important to create an accurate budget that 
reflects expenses and financial needs while also allowing 
some money to be left over every month to put towards 
an investment plan. It is beneficial to learn how to draw up 
a budget that provides an indication of what is left after 
deductions to determine what can be saved and what can 
go towards discretionary spending. 

AVOID SPLURGING
Before making a purchase, take a step back and question 
whether the purchase is a necessity or a nice-to-have. This 
will encourage prudent spending and ensure money is left 
for regular contributions to a savings or investment plan. 
Larger items like a big holiday or a car should be saved for 
over a longer period of time and incorporated into the 
overall budget. 

INSURANCE CONSIDERATIONS 
It is crucial that all women take out essential insurance cover 
such as medical aid, critical illness cover, life insurance and 
short-term disability cover. The importance of sufficient 
insurance cover to protect against financial implications of 
a serious injury, disability or dread disease is vital, especially 
for women with dependants. 

PLAN FOR RETIREMENT 
Many women mistakenly believe that when they get 
married their partner will provide for them. Women need 
to secure their own future. It is vital to start planning for 
retirement as soon as possible as prolonged savings ensure 
better long-term returns. 

RETIREMENT 
ADVISOR

Tiffany Boesch CA(SA) is 
group financial director of PPS

B-BBEE SPECIALIST 

AUTOMATIC LEVEL 2
READY TO START COOKING?

Anton de Wet CA(SA)
is Managing Director of 

Net Value Holdings

The Amended Codes require that you address 
all five of the scorecard elements to achieve 
one of the eight B-BBEE status levels. 
Unless significant qualifying contributions 
were made prior to your 28 February 2016 

financial year-end, it is possible that you will be found 
non-compliant when your 2016 financial year is measured 
under the Amended Generic Codes or any of the Amended 
Sector Codes that are effective – unless you are an 
exempted micro enterprise (EME) or a 51% black-owned 
qualifying small enterprise (QSE).

Some SOCs and government departments have 
already stated that they strongly prefer transacting with 
businesses that are either 51% black-owned or hold a 
Level 2 status. Private sector corporates will be following 
suite shortly. Majority black-owned entities with an annual 
turnover below R50 million automatically qualify for a 
Level 2 status.

Experts will tell you that three essential ingredients 
are needed to start a viable new business, namely startup 
capital, relevant skills and a willing market. The B-BBEE 
Codes of Good Practice contain specific provisions 
that transfer all three these vital ingredients to a newly 
established business. 
•  Enterprise and supplier development = startup capital
•  Management control and skills development = relevant 

skills
•  A R50 million threshold = access to a more than willing 

market

Yes, B-BBEE is actually a recipe for economic as well as 
individual business growth! However, to make this dish 
come alive, the chef must have all the ingredients at hand. 
Not all chefs are this well prepared. Are you? 

So ask yourself the following: Do I have some cash to 
spare? Do I have skilled employees to spare? Do I know a 
credible black institutional investor? Congratulations! You 
have all the ingredients to start cooking!  

If the complete B-BBEE scorecard seems too daunting 
for your SME business, a pre-empowered new venture may 
just be the answer. Just one word of caution: a good chef 
is proud of his work and prepares all his dishes at the same 
standard. So make 100% sure that you start and run any 
new business in exactly the same fashion that made your 
current one such a great success.

BUILD YOUR CREDIBILITY 
EXCELLENCE IS NOT NEGOTIABLE

The root of the word ‘credibility’ is credo, 
which is Latin for ‘I believe’. Credibility is the 
feeling of trust and respect that you inspire 
in others. 

As a young professional, building your 
credibility is a key pillar towards building your brand, your 
career, and your values. 

It takes time to build it, but it can take a moment to 
destroy it, and possibly a lifetime to rebuild it. 

BUILD CHARACTER
Identify your core values. People with strong character 
stand up for what they believe in, even when it goes against 
popular opinion. 

Spend time getting to know yourself and what you care 
most about and what you value, and be willing to defend 
your values and choices.

LEADERSHIP 
ADVISOR

Gugu Mtetwa CA(SA) is 
a Non-Executive Director 

BE AUTHENTIC
Authenticity is ‘undisputed credibility’. Being authentic is 
being yourself. Don’t be a carbon copy of someone else. The 
more people know who you are, the more they can trust 
you. Being authentic means doing what you say. One of the 
easiest ways of losing credibility is not delivering on your 
work. But what is worse is promising something and not 
delivering on it and not communicating any challenges you 
are facing. Be courageous and honest. 

DEVELOP EXPERTISE
The more expertise you have and can demonstrate, the greater 
your credibility. Choose a single area that is fundamentally 
important to your role, organisation, or industry. Stay up to 
date with your industry knowledge - hence the importance 
of continuous professional development (CPD). While your 
reputation for expertise is important, it’s just as important to 
acknowledge what you do not know.

BE EXCELLENT CONSISTENTLY
Consistency is a key pillar to building credibility, with 
excellence as a foundation. People want predictability and 
very few surprises, especially in key leadership positions. 
Being excellent at what you do is not negotiable. Being 
excellent means putting in the effort, and knowing your 
work. Being inconsistent means people cannot trust that 
you will deliver excellent work all the time or for all the 
projects.
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CONSISTENCY OF INFORMATION 
IN ANNUAL REPORTS
AN ISA 720 PERSPECTIVE

Auditors have for many years been required to read other information included in documents 
containing the audited financial statements. So what will change in future under International 
Standard on Auditing (ISA) 720 (Revised), The Auditor’s Responsibilities Relating to Other Information? 
By Leon Kies

‘Lack of 
consistency can 
bring on a lack 
of interest.’ Now 
that’s interesting, 

I thought, when I stumbled across 
the words on the Internet. My mind 
raced as I tried to think about the 
circumstances that could have given 
rise to these words. Unfortunately I was 
not able to identify the epigrammist, or 
the background to the wisdom, but it 
certainly made me think about ISA 720 
(Revised).

The aim of requiring auditors 
to read ‘other information’ has 
always been to identify material 
inconsistencies between the other 
information and the financial 
statements, which could undermine 
the credibility of the financial 
statements and that of the auditors’ 
reports.

During April 2015 the International 
Auditing and Assurance Standards 
Board (IAASB) released ISA 720 

(Revised). One of the aims of the 
IAASB’s revision of the standard is to 
improve audit quality by bringing 
greater consistency around the world 
regarding auditors’ consideration of 
the diverse range of other information 
encountered in today’s financial 
reporting environment (IAASB, 2015). 
Looking back at the quote that has 
gripped my imagination, it would 
appear the IAASB is trying to reduce 
the risk of a lack of interest in the audit 
and in auditors’ reports that may result 
from inconsistency in practice.  

ISA 720 (Revised) is effective for 
all ISA audits of financial statements 
for periods ending on or after 15 
December 2016,1 which is the same 
as that of the IAASB’s suite of new and 
revised auditor reporting standards. 
The new and revised standards are a 
move towards making audit reports 
more informative, discursive, bespoke 
and insightful for its users, and ISA 720 
(Revised) has a big role to play in this 
regard. 

AUTHOR |Leon Kies CA(SA) is 
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ISA 720 (Revised) requires the 
auditor to read ‘other information’ 
(as defined in the standard) to 
consider whether there is a material 
inconsistency between the other 
information and the financial 
statements, and between the other 
information and the auditor’s 
knowledge obtained in the audit. As a 
basis for the consideration of whether 
there is a material inconsistency 
between the other information and 
the financial statements, the auditor is 
required to compare selected amounts 
or other items in the other information 
with such amounts or other items 
in the financial statements.2 The 
standard also requires the auditor 
to respond appropriately when 
material inconsistencies appear to 
exist, or when the other information 
appears to be materially misstated.3 
A new requirement of the standard 
is for the auditor to describe his/her 
responsibilities under ISA 720 (Revised) 
in the audit report, and to state the 
outcome of his/her work relative to the 
other information.4

Similar to the situation under the 
current standard, the auditor’s work on 
other information applies regardless 
of whether the other information is 
obtained before or after the date of the 
audit report. 

In order to satisfy the requirements 
of ISA 720 (Revised) it is vital to 
understand the definitions of ‘other 
information’ and ‘annual report, as 
contained in the standard:
•  ‘Other information’ is ‘financial or 

non-financial information (other 
than financial statements and the 
auditor’s report thereon) included 
in an entity’s annual report’.5

•  ‘Annual report’ is ‘a document, 
or combination of documents, 
prepared typically on an annual 
basis by management or those 
charged with governance in 
accordance with law, regulation 
or custom, the purpose of which 
is to provide owners (or similar 
stakeholders) with information 
on the entity’s operations and 

the entity’s financial results and 
financial position as set out in the 
financial statements. An annual 
report contains or accompanies 
the financial statements and 
the auditor’s report thereon and 
usually includes information 
about the entity’s developments, 
its future outlook and risks and 
uncertainties, a statement by 
the entity’s governing body, and 
reports covering governance 
matters.’6

A read of these definitions raises 
the question as to what constitutes 
the ‘annual report’ in the South 
African context, and in particular for 
companies listed on the Johannesburg 
Stock Exchange. This is in light of the 
fact that the reporting practices of 
listed companies are quite diverse. As 
examples: 
•  Some companies title their reports 

‘integrated reports’, while others 
refer to ‘integrated annual reports’ 
or ‘annual reports’.

•  Some companies include the full 
annual financial statements in their 
integrated or annual report, while 
others only present summaries of 
those annual financial statements.

•  Some companies issue their 
integrated or annual reports at 
the same time as their results 
announcements, while other 
companies’ integrated or annual 
reports only follow later on.

•  Some companies issue a single 
document, while others issue two 
or more documents comprising 
the companies’ annual reporting to 
stakeholders.

Because of these different reporting 
scenarios that can be encountered, 
it is not inconceivable that auditors, 
regulators and the users of the 
auditors’ reports may have different 
views and interpretations about 
which of the companies’ reported 
information constitutes the ISA 720 
(Revised) ‘other information’ in the 
specific client circumstances. Could 

this lead to inconsistency in practice 
and a widening of the expectation gap 
about the nature and extent of the 
auditor’s work? 

As we prepare for the 
implementation of ISA 720 (Revised) 
auditors, regulators and other 
stakeholders of the auditors’ reports 
will have to carefully consider the 
implications of the standard in the 
South African context, recognising that 
the auditor’s professional judgement 
in the application of the auditing 
standards is a fundamental and 
essential part of every audit. Major 
inconsistencies in how auditors apply 
the requirements of the standard, as 
well as misunderstandings by users 
of audit reports about the nature 
and scope of the work performed by 
the auditors, would obviously not 
be in the public interest and must be 
avoided. Let’s heed the warning of the 
anonymous philosopher who claimed 
that a ‘lack of consistency can bring 
on a lack of interest’. A lack of interest 
in audits and auditors’ reports will not 
be consistent with what the enhanced 
auditor reporting model aims to 
achieve. 

NOTES
ISA 720 (Revised), paragraph 10.

ISA 720 (Revised), paragraph 14.

ISA 720 (Revised), paragraph 16.

ISA 720 (Revised), paragraphs 22(d) and 22(e).

ISA 720 (Revised), paragraph 12(c).

ISA 720 (Revised), paragraph 12(a).
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TAX
AMENDMENTS 

2015
Ernest Mazansky looks at some controversial recent amendments to the various fiscal Acts, 
particularly with regard to the administrative aspects of the law 

The Taxation Laws 
Amendment Act 25 
of 2015 and the Tax 
Administration Laws 
Amendment Act 23 of 

2015 are now law. 
Once again, and for the second 

year running, the number and scope 
of the changes to the various fiscal 
Acts (mainly the Income Tax Act, 1962 
(the Act) and the Value-Added Tax Act, 
1991) were relatively limited. In a way, 
given the plethora of amendments 
in the preceding years, this was not 
unwelcome. 

Again, those amendments that 
have been made were mainly of a 
highly technical nature and are more 
of interest to tax professionals than to 
business people in general.

That said, there are a number of 
controversial amendments, particularly 
with regard to the administrative 
aspects of the law.

But what the future may hold is 
probably more interesting (in the 
Chinese curse sense) when the Davis 

Tax Committee reports get turned into 
legislation, particularly with regard to 
recommendations in relation to base 
erosion and profit shifting (BEPS) and 
the taxation of offshore trusts, together 
with possibly expanded rules in relation 
to the controlled foreign company rules. 
But that’s a story for another day.

INDIVIDUALS

As has been widely published in the 
press, the most controversial aspect 
relates to annuitisation of provident fund 
credits, such that, subject to de minimis 
limits and payments of the full amount 
on death, a maximum of one-third may 
be paid as a capital sum on retirement 
and the balance must be utilised to 
purchase an annuity, just as in the case of 
a pension fund.

However, to maintain vested rights, 
the definition of ‘provident fund’ makes 
it clear that the portion to be paid as an 
annuity does not include the following:

•  In the case of a member of a fund 
who is 55 years or older on 1 March 
2016, all contributions to that fund 
plus other amounts credited prior to 
that date and fund returns; or

•  In the case of any other member, the 
contributions prior to that date plus 
other credits and fund returns, and 
in either case, less any permitted 
reductions.

Thus these amounts will be ring-fenced 
and vested. Clearly, any contributions 
after 1 March 2016 by a person under 
55 will be the subject of a compulsory 
two-thirds annuity.

CORPORATES AND 
BUSINESSES

Commissioner’s discretions
The Act is replete with discretions given 
to the Commissioner for SARS, most 
of which are subject to objection and 
appeal (and those which are not, are 
only subject to review in the High Court). 
Some of these discretions have been 
exercised in the form of interpretation 
notes or published general rulings, 
while others are left to be exercised on a 
case-by-case basis, and often these are 
never exercised at all (usually because 
the Commissioner is never put in a 
position to exercise his discretion in the 
first place, often through the innocent 
lack of knowledge by the taxpayer that 
the latter is supposed to request the 
Commissioner to do so).

Most of these discretions have 
now been removed, which is probably 
a good thing given the fact that they 
were not being exercised in practice 
anyway, and even if taxpayers were to 
request the Commissioner to do so, 
SARS would probably not have sufficient 
resources to do so efficiently. In some 
cases, however, as will be seen below, 
the removal of the discretion is largely 
cosmetic.

Legally, where the Commissioner is 
given a discretion and the taxpayer is 
dissatisfied with the manner in which 
he exercises it, the taxpayer’s remedy is 
to object against the decision (where 
the decision is subject to objection and 
appeal), though often this is done in 
the form of objecting to the assessment 
which embodies the decision. Where 
the discretion has been removed 
and the test is then objective, it then 
becomes a case for the court to decide 
on what the correct interpretation of 
the relevant section of the Act is.

The following are those of the 
discretions which have been removed 
that are likely to have more general 
interest, as they are likely to affect 
taxpayers on a day-to-day basis:
•  The rates of depreciation or wear 

and tear of capital assets have 
always been at the discretion of 
the Commissioner, but subject 
to objection and appeal. This 
discretion in section 11(e) of 
the Act has now been removed. 
Instead, however, the section 
states that the rates must be 
‘on the basis of periods of use 
listed in a public notice issued by 
the Commissioner, or a shorter 
period of use approved by the 
Commissioner on application in the 
prescribed form and manner by the 
taxpayer’. Frankly, I cannot see that 
anything has changed – this is still 
effectively at the Commissioner’s 
discretion. It is a case of a rose 
by any other name smelling as 
sweet. Fortunately this subsection 
remains subject to objection and 
appeal.

•  The allowance for doubtful debts 
under section 11(j) of the Act is 
similarly ostensibly no longer 
subject to the Commissioner’s 
discretion but, again, the 
subsection now states that 
the allowance may be claimed 
‘according to criteria set out 

… in a public notice issued by 
the Commissioner’. This could 
be even worse than before as 
it might not take into account 
unique circumstances in relation 
to a particular taxpayer, unless the 
public notice allows the taxpayer 
and the Commissioner to engage 
in relation to the taxpayer’s unique 
circumstances.

•  Much the same applies in relation 
to stock provisions under section 
22 of the Act, which are supposedly 
no longer discretionary, but criteria 
will be ‘listed in a public notice 
issued by the Commissioner’ – again 
this could leave the taxpayer in 
a worse position unless unique 
circumstances can be catered for.

•  The allowance for future 
expenditure under contracts under 
section 24C of the Act has had the 
discretion removed as to the extent 
to which it will be deductible, so 
that now it is fully objective.

•  There are numerous discretions 
contained in the Seventh Schedule 
to the Act, which quantify the 
taxable fringe benefits for 
employees.

INTERNATIONAL TAX

Foreign tax credit
Double tax agreements between 
countries regulate what each country 
(the source country and the residence 
country) is and is not entitled to tax. 
The agreement also regulates the 
maximum amount that the source 
country may tax.

It is an unfortunate state of affairs 
that many African countries with 
which South Africa has concluded 
such agreements ignore the fact that 
the agreements effectively prohibit 
or minimise the extent to which a 
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number of withholding taxes imposed 
by those countries’ domestic laws may 
be deducted, and they deduct large 
withholding taxes in total disregard 
of their obligations under those 
agreements.

Some years ago, and uniquely in the 
world, South Africa introduced section 
6quin of the Act to allow South African 
companies facing this problem to claim 
these incorrectly withheld taxes on fees 
(and only on fees) as tax credits, though 
latterly the claim was only valid if a 
special return was submitted to SARS 
(the purpose of the return was to give 
SARS information so as to engage with 
the relevant country concerned as to 
why it was disregarding the treaty).

It has now been decided to repeal 
section 6quin. This caused something 
of an outcry, particularly by those 
who seek to promote South Africa as a 
gateway to Africa and as a headquarter 
company jurisdiction. There can be no 
doubt that, technically, repealing is the 
correct thing to do, and that if treaty 
partners are not respecting the treaties, 
there are other ways of dealing with 
them, and those other ways should 
aggressively be pursued.

But Treasury and SARS did make 
some concession, and that was to 
enable these withholding taxes to be 
claimed as a deduction instead under 
section 6quat(1C) of the Act instead. 
But this is possible only where there 
is no mutual agreement procedure 
available under a relevant double 
tax agreement. In essence this is 
likely to exclude a goodly number of 
deductions anyway.

Participation exemption
South Africa enjoys a limited 
participation exemption in relation to 
holdings in foreign shares, both with 
regard to dividends and to capital gains 
tax (CGT).

With regard to CGT, it is available if 
at least 10% of the equity shares and 
voting rights are held, the shares have 
been held for at least eighteen months, 
and they are disposed of to a non-
resident for proceeds equal to not less 

than their market value.
With effect from 5 June 2015 a 

further criterion has been introduced, 
namely that the non-resident 
purchaser may not be a connected 
person in relation to the seller.

Controlled foreign companies
Prior to 2011 the controlled foreign 
company (CFC) rules contained in 
section 9D of the Act contained the so-
called diversionary income rules, which 
are actually anti-diversionary income 
rules, and are designed to prevent 
income being diverted from the South 
African company to the CFC, where it is 
taxed at a lower rate. (These days this 
falls under the well-known heading 
of base erosion and profit shifting, or 
BEPS.)

In 2011 it was decided to simplify 
section 9D by removing some of these 
rules and instead relying on the transfer 
pricing rules, and including instead a 
high-tax exemption and permanent 
establishment exemption in section 
9D. But it is now felt that this is not 
adequate, no doubt prodded by the 
whole BEPS movement, and section 9D 
has now been amended to reinstate 
the diversionary income rules as they 
were in 2011, so as to apply in respect of 
foreign tax years applicable to the CFC 
ending during tax years commencing or 
after 1 January 2016.

In very brief terms these rules 
seek to bring within the South African 
tax net profits of CFCs, even if they 
have qualifying foreign business 
establishments, where goods are 
purchased or sold or manufactured, 
but the CFC is essentially dealing more 
with connected persons or residents of 
South Africa than with foreigners, or its 
activities in manufacturing are minor 
rather than significant (obviously the 
legislation is more detailed than this).

Corporate migrations
In 2014, in an effort to stop effective 
corporate migrations or changes in 
control, a simplistic amendment, 
with extraordinary consequences, 
was introduced with inadequate 

thought. That stated that if assets were 
transferred by a non- resident to a South 
African company in exchange for shares 
in the company issued by the non-
resident, the company itself suffered a 
capital gain equal to the market value 
of the shares it issued. This applied 
irrespective of the percentage of shares 
held by the non-resident, so that it 
would necessarily apply to the situation 
where there was not a change in control, 
let alone the transfer of residence of the 
company from South Africa to a foreign 
jurisdiction.

Fortunately sanity has prevailed and 
the amendment has been reversed, and 
the status quo ante has been reinstated, 
with effect from 2014. An alternative 
measure to deal with corporate 
migrations has been brought in, in the 
form of an amendment to section 9H of 
the Act, which deals with the so-called 
exit charge when persons cease to be 
residents of South Africa.

As indicated above, South African 
residents enjoy a participation 
exemption on both foreign dividends 
and capital gains. What this new rule 
states is that if a company ceases to be a 
resident:
•  Any capital gain which was 

disregarded in the previous three 
years as a result of the participation 
exemption will now be deemed 
to be a capital gain derived by the 
company, so that it will be subject to 
CGT; and

•  Any foreign dividend that was 
exempt from tax by reason of the 
participation exemption during the 
previous three years will be deemed 
to be a foreign dividend that is not 
exempt, so that it will be taxable at 
the rate of 28%.

TAX ADMINISTRATION

The most controversial aspect relates 
to the issue of so-called prescription 
of assessments in terms of the Tax 
Administration Act, 2011 (the TAA).

A B C D E F
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The general rule is that income 
tax assessments prescribe three years 
after the date on which they were 
issued, while taxes that operate on a 
self-assessment system, such as PAYE 
and VAT, have a five-year prescription 
period, that is, SARS may not raise an 
assessment in respect of a tax period if 
more than five years have elapsed after 
the relevant return has been submitted. 
In any case, however, the relevant 
period may be ignored if the relevant 
amount of tax has not been paid by 
reason of fraud, or misrepresentation or 
non-disclosure of material facts.

There is already a provision in the 
TAA which states that, prior to the expiry 
of any three- or five-year period, the 
taxpayer and SARS may agree to extend 
the period. This would typically occur 
if SARS is in the process of undertaking 
an audit, which is not yet complete, 
and rather than raise a premature 
assessment, SARS will typically 
approach the taxpayer and request that 
they agree to this extension.

Despite vociferous objections 
raised, the TAA has now been amended 
to give SARS unilateral power to extend 
the prescription period in certain 
circumstances as follows:
•  SARS complains that taxpayers do 

not always provide the relevant 
material requested within the 
required time periods or the 
extended periods granted, and 
sometimes taxpayers unnecessarily 
delay proceedings by taking 
procedural points and litigating 
them. On this basis, after giving 
at least thirty days’ notice to the 
taxpayer, SARS has the right 
to extend the period (even an 

extended period agreed upon) by a 
period approximate to the delayed 
period arising from the aforegoing.

•  On giving sixty days’ notice the said 
periods can be extended for up to 
three years (two years in the case of 
self-assessment) in the case of an 
audit relating to (i) the application of 
the doctrine of substance over form, 
(ii) the application of the general 
anti-avoidance rule (GAAR), (iii) the 
taxation of hybrid entities or hybrid 
instruments, or (iv) the transfer 
pricing rules under the Act.

Unfortunately, what the TAA does 
not provide for is offsetting remedies 
to the taxpayer where SARS itself is 
at fault. For example, what happens 
where (as has happened in practice), 
the relevant SARS official decides to 
commence his or her audit of the return 
a mere month or two prior to the end 
of the three-year period? Why should 
the law then allow SARS unilaterally 
to extend the prescription period by a 
further three years merely because one 
of the queries happens to involve, say, 
a hybrid instrument? Or if the query 
happened to involve information that 
was now nearly three years old and the 
taxpayer required more time to extract 
it from archives, why should SARS be 
entitled to delay prescription in the 
circumstances, when SARS could easily 
have commenced their audit earlier?

There is one subtle point of interest 
here and that is that, although it is 
the Commissioner for SARS that is 
responsible for administering the tax 
Acts, he is authorised to delegate the 
powers and duties and, as a result, the 
TAA, when something is to be done, 

refers to these things being done by 
‘SARS’, or ‘a SARS official’, or ‘a senior 
SARS official’, but in regard to this 
particular provision, it refers specifically 
to ‘the Commissioner’. Presumably 
this must be interpreted to read that 
it is the Commissioner personally that 
must make the decision to extend the 
prescription period, and not anyone else 
at SARS.

While this might give some level 
of comfort that the provision will not 
be abused, it would still be preferable 
if the law provided for the taxpayer 
to respond to the Commissioner with 
a submission before a final decision 
was to be taken. (In any event, the 
Commissioner’s action is subject to 
review in the High Court, but that is not 
necessarily a satisfactory remedy from a 
practical perspective.)
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SPECIAL FEATURE

Technical skills may get you the job, but it’s your people skills that will ultimately play to 
your best advantage. Work ethic, attitude, communication skills, emotional intelligence 

and a whole host of other personal attributes are the soft skills that are crucial to your 
career success – now, more than ever before

{                  }MODERN LEADERSHIP AND MANAGEMENT THEORY SUGGESTS THAT 
MANAGERS NEED TO BE SOCIALLY AWARE, EMPATHETIC AND TEAM 
ORIENTED. THEY NEED TO LISTEN TO EMPLOYEES AND APPRECIATE 

THAT STAFF THAT ARE HAPPY IN THEIR ROLES ARE LIKELY TO PROVIDE A 
VALUABLE CONTRIBUTION TO THEIR ORGANISATIONS
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UNLEASHING
THE POWER OF OUR PEOPLE

On entering the workplace, we are often placed in managerial positions through the prestige of 
our profession. This privilege gives us unique opportunities to realise our people’s potential, but 
first, we need to be humble and to listen. By Bruce Du Bourg

T he CA(SA) designation has a magical quality. It elevates its 
holders to managerial positions the moment that they step 
out of their training contracts. Before long, they are approving 
leave and leading team meetings. The only problem is that we 
can often fall horribly short of the mark when trying to manage 

people. This weakness isn’t usually our fault. 
It is rather the result of a corporate society that promotes people up the 

ladder based on their perceived technical strengths and business acumen. 
Whether they are equipped to lead and manage is often overlooked.

When we enter the working world, we are incredibly proficient at dealing 
with issues of accounting, auditing, taxation and finance. Unfortunately, none 
of these skillsets equip us in any way to develop effective relationships with 
employees. Our knowledge base merely guarantees that we are able to talk to 
staff in a language that both of us will understand. 

With this technical prowess, however, managers often can’t resist pointing 
out employee errors and then end up chastising employees when they miss 
the mark. A lot of us may not even be aware that there are any alternative 
approaches to drive performance within our businesses. Does this sound 
like an environment that motivates staff, drives productivity and inspires 
innovation?

As a profession, we have the unique opportunity to take up managerial 
and leadership positions within organisations. With the degree of influence 
that accompanies such posts, we can be fulcrums for organisational success. 
However, we may only be tapping into a fraction of our resources – it’s like 
having one hand tied behind our backs while taking on Muhammad Ali in a 
world championship fight. 

Let’s take a moment to reflect on how we can unleash 
that knockout punch by leveraging the strengths of 
the people that form the backbone of organisational 
performance.

There have been significant advances in management 
and leadership best practices theory. It would be careless for 
us to ignore the latest research and to simply continue as we 
always have. Working environments created by traditional 
management styles may be more likely to smell of stale 
coffee than to inspire productivity. As an example, find a 
small organisation with an ageing leadership team that has 
refused to move with the times. 

This will give you a taste of the mouldiness of 
unreformed leadership approaches. In such a scenario, 
managers often govern with the inflexibility of an 
undersized corset, with no room for manoeuvring. Staff that 
arrive late in the morning are seen to be destructive to the 
company and are reprimanded. 

The same is thought of people that don’t dress according 
to the code or prefer to work from home. These deviations 
from the norm are simply not tolerated in the old-fashioned 
organisation.

On the contrary, modern leadership and management 
theory suggests that managers need to be socially aware, 
empathetic and team oriented. They need to listen to 
employees and appreciate that staff that are happy in their 
roles are likely to provide a valuable contribution to their 
organisations. Unhappy staff can be energy-sapping and 
ultimately destructive in a team situation. 

By now, it should have become clear that the impact that 
managers and leaders have on the performance of a team 
and organisation is significant. 

A strong manager can create organisational value 
through inspiring and motivating the people around them. 
In contrast, a poor manager can cause staff to become 
bitter and despondent, which will reflect in their output. 
No amount of IAS 39 knowledge would turn the workforce 
around. 

Perhaps the greatest extension of modern leadership 
theory is the concept of servant leadership. This is the idea 
that Nelson Mandela personified – the notion that the role of 
a leader is to support and serve the people under him or her. 
When leaders adopt such an approach, staff are inspired to 
give their best to the organisation. 

In contrast, in traditional companies, employees have 
been led to believe that it is instead their responsibility to 
serve their managers. These employees are motivated to do 
no more than the bare minimum.

It is the role of the managers of a company to set the tone 
in the way that they treat their employees. The attitude and 

ability of managers are therefore pivotal in determining the 
way that an organisation’s people are influenced to achieve 
high performance.

Of course, we can sometimes be our own worst enemies 
in this regard. There is an unfortunate tendency for people 
to increase their notion of self-importance as they climb 
the organisational ladder. We cannot afford for this sense 
of entitlement to create distance between us and our 
staff. As the cloud of ego looms over us, we need to make 
the courageous decision to learn that the only path for 
organisational success is through managing the powerful 
impact that our actions could have on those around us. If we 
were to rely merely on our technical skills and fancy footwork 
in the boardroom, we would be as potent as an electric 
guitar being strummed through a bout of load-shedding. 
More importantly, we would be muting the potential that 
our workforce could realise, given the right guidance and 
leadership.

So, how do we modify our approach? It’s easy to put 
principles down on paper, but it’s not always intuitive as 
to how these ideas can be translated into action. Based 
on a number of expensive management courses, I have 
concluded that there are two main steps to follow. 

First, make sure that you understand yourself and what 
you are really looking for, from life and, more specifically 
from your time at work. Do whatever reflection is necessary 
to get to this point. Without a firm grip on your own ideals, 
your chance of understanding what makes your staff tick is 
greatly diminished.

Second, you need to make space. If you are to tap into 
your leadership ability, it needs space to develop. Within this 
space, you need to listen to your people and gain access to 
their aspirations. 

It goes further than listening about their concerns 
about particular tasks that you have given them. It is about 
identifying what makes them get out of bed every morning 
and making sure that you are able to provide them with 
the seeds that can make them flourish. If your employee 
likes solving problems, give him or her a mess to sort out. 
If your employee thrives on making people happy, make 
sure that he or she receives the positive feedback that fuels 
their enthusiasm. If he or she is not suitable in the current 
role, create space for them to grow elsewhere. You will earn 
respect for this.

It is no longer sufficient to operate merely within the 
one-dimensional plane of numbers and spreadsheets. 
Bubbling beneath the surface of our daily interactions with 
our people is the untapped potential of turning employees 
into power stations to drive electric growth within our 
organisational existences. Just think about it.
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THE CONSISTENT 
LEADER
A key foundation pillar of a good, solid business is consistency. Christiaan Engelbrecht believes it’s 
not only important for the success of a business, but also for our lives. And yes, it is possible to break 
old habits and create new ones

AUTHOR | Christ iaan Engelbrecht CA(SA) 
is  Executive Head at Vodacom

W hy is consistency important?
A few years ago, I heard the story of the man who 

cut down an oak tree and it instantly changed my 
understanding of consistency. The story goes that there 
was a man who had a very, very big oak tree in his back 

garden. As all good stories go, the man decided to cut down the tree. He did not 
have money to get a tree-felling team, nor did he feel the need to buy a chainsaw 
for only this one tree. He decided to cut down the tree himself. With an axe! 

Every morning he went into the garden with his axe and swung at the tree. 
Chop … chop … chop … chop … chop … Five strokes only. Every day. Without 
fail. You can guess the ending by now! Within no time at all he managed to cut 
down the tree without effort. He became known as the man who cut down an 
oak tree with an axe without breaking a sweat.

HABITS, HABITS, HABITS, HABITS …
Humans are creatures of habit. We may say that we are not, but on closer 
inspection of our daily lives you will discover that most of the actions are 
habitual, or routine. I know quite a few smokers who have tried on many 
occasions, but simply can’t quit.  They acknowledge that it is not the nicotine 
that keeps them hooked (there are patches for that!): the act of having a break 
to go outside for a smoke has become so habitual that it is almost impossible to 
quit. 

In our professional arena we have also created habits. We disguise them as 
policies and procedures, even call them best practices. Our intentions are pure, 
being protection of staff, their leaders, the company, suppliers, customers and 
shareholders. 
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CREATURES OF HABIT

When distilled and simplified, these are no more than a series 
of enforced habits, and for the most part they are mimicked in 
all organisations of similar size.

HABITS IN THE MIND
‘To know something is very interesting. To understand it will 
unleash the full power of the mind’, said John Kanary.

Having a closer look at the workings of the mind will 
enable us to better understand our habits. Understanding our 
habits will unleash the full power of the mind, interestingly via 
our habits!

Simply put, our mind can be divided into two parts: the 
conscious mind and the subconscious mind. Our conscious 
mind is the part that thinks logically. It differentiates between 
good and bad, wrong and right, positive and negative. We 
are for the most part aware of the ideas or thoughts we have 
in our conscious mind. We can look at these ideas and say 
that one idea is positive and another is not. We can say that 
one idea will assist us to reach our goal and another may 
not. Our senses connect the conscious mind to the outside 
world. What we see, hear, smell, touch and taste is fed into the 
conscious mind, from where this information used.

Our subconscious mind is that part of the mind that 
feels rather than thinks. This part of our mind just accepts 
everything as it is. It does not categorise anything as good or 
bad, positive or negative. It takes any idea or any thought as 
just that ... an idea.  Imbedded within our subconscious mind 
are paradigms, which I often refer to as mental programmes. 

These programmes were formed over years and years of 
repetition of consistent information. It was engraved into the 
mind and these programmes are essentially our habits.  

Think back to when you learnt how to drive a car. You 
did not simply get behind the steering wheel, listened to 
someone explain how to drive and then drove off. Not at 
all!You tried and tried, listened to advice, and practised some 
more and eventually you could drive. When you started 
driving you had to think continuously of what you are doing. 

A lot was happening in the conscious mind. Now, you barely 
give it any thought.It is nestled within in your subconscious 
mind. It is now a habit.  

So, too, are the other habits in our life. We are 
programmed in our ways. We give very little thought to most 
actions.

CHANGING HABITS
The best way to understand what you are doing habitually, or 
using subconscious faculties, is to write down what you are 
doing and feeling during the day. You only need to do this 
for a few days and then you start to realise how powerful the 
subconscious mind is and the stronghold that it has over your 
life. Re-surfacing these habits is a good start to changing the 
one’s that is not serving you.

I started with the story of the man who cut down an oak 
tree without breaking a sweat.This story teaches us that there 
is a real strength and value in doing something persistently 
and consistently over a period of time. According to Stephen 
Covey, it takes 21 days to change a habit. It takes 21 days of 
consistent effort to change a habit. This is not easy, but it can 
be done!

John C Maxwell provides us with an excellent method to 
fully understand the power of this simple concept used to 
change your habits. He suggests you look at your goals for the 
year and write down the five things you can do every day that 
would shift the needle. Write these five things down, recite to 
yourself early in the morning and make sure that you do all of 
them. Every day.  Without fail. Plan your diary around these 
five things. Treat them as critically important. 

Do not expect instant results, but do continue to expect 
the results they will bring. Do not be discouraged if things do 
not happen immediately; remember that the oak tree was not 
cut down in a day! It may take a few days, sometimes a few 
weeks, and for some goals a few months. Keep faith! The oak 
tree eventually fell. The needle will shift! And once the habit is 
created, there will be no need to think about it anymore.
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TO AWAKEN
YOUR 
CREATIVE 
APTITUDE

AUTHOR | Paul John Plummer CA(SA) is an 
Executive Lead in the Human Capital service 
l ine at Deloitte

W ith the rapid rise of the ordinary Joe to online 
super hero, we need to ask how these geeks 
can use widely available, simple online tools 
to achieve extraordinary results. They appear 
to bend the laws of business and they make 

things up as they go. Not being confined to commercial and 
industry reality, they just create their own instead. The world’s 
largest accommodation provider doesn’t own a single property, 
ditto for the vehicles of the largest worldwide taxi service provider. 
Can you imagine the tweets from Airbnb and Uber accountants: 
#offbalancesheetaccountinglikeaboss #IFRSthis.

What is the source of their super powers? As ambitious chartered 
accountants and business leaders, where can we get it? The answer is 
quite simple and humbling really: creativity.

If creativity were a commodity, the investment tip would be to 
‘buy in’ and do it quickly. So, how do you buy in if you aren’t naturally 
creative? 

You need to put in the hard yards, like passing board exams – you 
practise being creative and up your creative aptitude by exercise. 
From architects to artists, creative people all spend endless hours 
cracking away at their creative repertoire. So read on to explore a half 
a dozen and one tips to inspire creativity.

Paul Plummer gives seven left-field tips to inspire the right side of the brain to extraordinary 
breakthroughs in creativity – and, just maybe, your business
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1
BREAK ROUTINE’S BACK

As creatures of consolidations and reconciliations we love 
routine, putting things in their place, and balancing to the cent. 
Be honest, when last did you:
• Change your route home from work?
• Park in a different spot?
• Take your laptop and sit in a park?
•  Sit and work in somebody else’s office while they were away 

for the day? 

To many of us these things sound ‘cringeworthy’; but 
challenging yourself to be brave, simply changing your physical 
environment, scenery or routine, has been proven to wake up 
those creativity nodes. 

If you are braver, you could challenge yourself to take a trip 
to somewhere you have never been. There is plenty to do in and 
around our beautiful cities.

Want even more creative juices to flow? 
Try turning off your GPS and use a printed map and 

landmarks, or even better, friendly strangers to help you 
navigate to your creative utopia.

2
SHARPEN YOUR PENCIL

In the words of my father-in-law-to-be: ‘Always carry a sharp 
pencil, you never know when great ideas may strike you.’ Your 
collection of subconscious thoughts, no matter how trivial they 
seem, carry insights. 

Write them down, or even better, draw them. If you insist 
on going green, you can use the note app on your phone or 
even record voice notes. Amazing ideas will often materialise 
when you are doing normal life, hanging undies on the line, 
foaming up in the shower, or just sitting through a tedious 
teleconference call. When the mind slips into a meditative state 
during these activities, the subconscious is able to do some 
freestyling.

Ready the proverbial pencil behind your ear to record the 
lyrical waxing of your brain and set aside time to ponder on the 
day’s collection of brain waves, they may just condense into the 
next iCloud. 

3
BEAT AROUND THE BUSH – WALKING MEETINGS 

A winning way to up creativity and the output of a meeting is to 
take it outside and take a walk.

Walking meetings – a Steve Jobs favourite – are all the 
rage in Silicon Valley and are exactly what the name suggests: 
walking together as you talk business. Researchers at Stanford 
University found that people’s creative output increased  by 
60% on average when they are walking. 

Best for groups of five or fewer are ‘walkie-talkie’ 
meetings, which besides catalysing creativity, enhance lateral 
communication by breaking through hierarchies, increase 
energy and enthusiasm for execution of the task discussed, 
and, of course, help shed calories. Exercise as you meet sounds 
tweet-worthy to me: @walkingmeeting #summerbodyready 
#letsmeet. You may just find Mark Zuckerberg (Facebook) or 
Jack Dorsey (twitter) along your bushy meander as they both 
advocate regular walking meetings on leafy paths.

4
LISTEN TO YOUR DREAMS

Dreams? I know what you’re thinking – this sounds like hocus-
pocus, fortune-teller vibes. After all, you can’t seriously take any 
real-life inferences from your dreams. 

I assure you that professional scepticism pumps at a healthy 
rate through my veins, too. However, as chartered accountants 
it would be irresponsible of us to not look at substantive tests of 
samples where this has been applied before.

Einstein came upon the Theory of Relativity by dreaming 
of cows when he was a teenager; Paul McCarthy credits the 
Yesterday song and tune to his dreamland. 

For the Twilight fans that think the movie is a dream, 
Stephenie Meyer can concur, explaining that it was conceived 
while slumbering. After inventing the periodic table, Dmitry 
Mendeleyev said: ‘I saw in a dream a table where all the 
elements fell into place as required. Awakening, I immediately 
wrote it down on a piece of paper’ – luckily he had his pencil 
handy.  

With his list of dream breakthroughs encompassing 
highlights such as the invention of the sewing machine, the 
adjustment of a six-time Masters winner’s golf grip, to the 
conceptualisation of the double helix and DNA, we need to 
question why the sandman really hangs around when we get 
shut-eye. 

5
ENCOURAGE FAILURE

Do not discard it, tolerate it, or just accept it. Embrace and 
encourage failure. This seemingly counter-intuitive approach to 
failure results in a sense of achievement rather than discontent 
when you discover that your creative idea has not worked. 
Failure provides material for new, fertile creative ground as you 
plough your failed efforts back into your next idea. 

7TIPS
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FOR  SUCCESS
SETTING THE SCENE 

H ave you ever walked out of a cinema or theatre production 
feeling elated and impressed, wishing that there was more 
to watch? Have you ever been so impressed that you have 
bought additional tickets and taken all your friends along for 
the experience? Recently after watching the best movie I think 

I have ever seen, it made me reflect on whether our clients experience the same 
feelings of delight and excitement at the service we deliver or are they are left 
disappointed, feeling as though we have wasted their time and money? 

In today’s professional services industry, there is a high level of 
competition. Professional services in the financial space are quickly becoming 
a commodity that can be procured from a variety of sources, making it critical 
for providers to be able to deliver a unique and differentiated experience to 
their clients. Differentiated client service will ensure that your client is left with 
a memorable experience they will share with their colleagues and keep coming 
back for.

Impressing a client and creating that differentiated experience is not 
always easy, but right at the heart of achieving this is the need for excellence 
in project management. Excellence in project management is the platform 
off which that memorable client experience can be leveraged.

In an Economist Intelligence survey1 90% of global senior executives 
ranked project management methods as either critical or somewhat 
important to their ability to deliver successful projects and remain 
competitive, and a survey by consulting giant McKinsey & Co2 found that 
nearly 60% of senior executives said building a strong project management 
discipline is a top-three priority for their companies as they look to the 
future. 

A well-managed project is the key to impressing any clients, and its 
importance is often underestimated when diving into an assignment. 
The right emphasis on ‘proactive’ project management will ensure that a 
continual cycle of ‘reactive’ project management or ‘crisis management’ 
is not experienced. A continual cycle of crisis management will stifle the 
project team’s ability to add that ‘extra value’ on a project that the client will 
remember. 

Wikipedia defines project management as ‘the discipline of planning, 
organising, securing and managing resources to bring about the successful 
completion of specific projects goals and objectives’. 

Project management is a widely discussed, researched and debated 
topic. There is a wealth of literature available on the topic, all claiming to 
have the answer to good project management, the recipe for successfully 

Can we be successful in achieving project management excellence without over-theorising it? 
Jennifer McDonald discusses the key elements for success 

AUTHOR | Jennifer McDonald CA(SA) 
is a Senior Manager Executive Projects 
at Deloitte

Thomas Edison was encouraged by failure over 10 000 times 
before he shed any light on the matter and said: ‘Our greatest 
weakness lies in giving up. The most certain way to succeed is 
always to try just one more time.’ Challenge yourself to reward 
your own failure, and I bet that you will shorten your path to 
success and brighten it with loads of creative light en route.

6
NOTHING-ITATE*

Do nothing. Sound simple doesn’t it? But when last did you do 
nothing? 

We tend to fill our days with work, to-do lists, kids, sport, 
dinner dates, TV, iPads, news, until we yawn and let the sandman 
come and steal our creative thoughts. 

I challenge you to do nothing. Try initially to do nothing for 
just 20 minutes. Meditate, but consciously empty your mind … 
nothing-itate. Continue until you get bored and feel stupid for 
wasting time; this is when your mind releases and slips into its 
creative, chilled zone. Be sure to have that pencil handy to jot 
down your creative thoughts.

* It’s like meditate, but to consciously empty your mind and do nothing

7
DIVERSIFY YOUR INTERACTIONS

When last did you speak to a pizza chef, a tourist, or a deep sea 
diver?

In reality we are all quite staid in our comfort zone where we 
are surrounded by similar counterparts. If you challenge yourself 
to ‘change your lens’, you may discover new perspectives on 
your own life by reflecting your lens off others. 

After a recent failed Gumtree purchase exercise in ‘the 
wrong side of town’, my fiancée and I stopped at a quaint wood-
fired pizzeria for a margarita. Here we met the owner, a bright-
eyed, silver-locked Sicilian and self-proclaimed ‘Italian stallion’. 
We got chatting and it turned out that he zips around in his 
Bentley to check on his 150 employees at his various businesses. 

Simply listening to his personally delivered, Oscar-worthy, 
audio autobiography, albeit taken with a pinch of salt and 
oregano from his stainless steel countertop, was inspirational 
and flared my entrepreneurial creativity. 

You don’t need to be Picasso or Carlos Santana to be 
creative; you only need to awaken the side of yourself that you 
have been neglecting since you started playing with Excel and 
its numerous friends. 

Don’t think that creativity is not for you because you are 
a chartered accountant. Amazing things are achieved where 
creativity meets solid understanding of business processes – 
game-changing innovation can result. 

Besides, half of the word ‘innovative’ is found in your 
creative.
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A STRATEGY IS NOTHING MORE THAN A COMMITMENT TO A SET OF COHERENT POLICIES AIMED AT 
ACHIEVING A SPECIFIC GOAL. GOOD STRATEGIES PROMOTE ALIGNMENT AMONG DIVERSE GROUPS 

WITHIN AN ORGANISATION, CLARIFY OBJECTIVES AND PRIORITIES, AND HELP FOCUS EFFORTS AROUND 
THEM. COMPANIES REGULARLY DEFINE THEIR OVERALL BUSINESS STRATEGY (THEIR SCOPE AND 

POSITIONING) AND SPECIFY HOW VARIOUS FUNCTIONS – SUCH AS MARKETING AND OPERATIONS – WILL 
SUPPORT IT. BUT DURING MY MORE THAN TWO DECADES STUDYING AND CONSULTING FOR COMPANIES 

IN A RANGE OF INDUSTRIES, I HAVE FOUND THAT FIRMS RARELY ARTICULATE STRATEGIES TO ALIGN 
THEIR INNOVATION EFFORTS WITH THEIR BUSINESS STRATEGIES.
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managing a project or the ten steps you must follow to 
succeed in project management. In fact, the recognition 
of the importance of the subject saw in the 20th century, 
the Project Management Institute (PMI), one of the leading 
global bodies dealing with this discipline, being created. 
The institute developed the Project Management Body of 
Knowledge (PMBoK) to gather information and formalise 
all standards pertaining to project management, for use 
by those who manage projects and need best-practice 
principles to guide their work. 

Excellence in project management is imperative. 
However, while this wealth of theory is useful, most of us 
don’t have the time to write a thesis on the subject or to 
continually refer to the 500-page handbook to measure 
progress against the proposed steps. Neither does the 
implementation of all these proposed steps or principles 
guarantee a successful project! 

So can we be successful in achieving project 
management excellence without over-theorising it? 
I believe that the answer lies in the use of logic and 
common sense and simply understanding what it was 
that contributed to that feeling of elation at the end of 
that movie or production. What made it a memorable 
experience? 

THE KEY ELEMENTS FOR SUCCESS
Reflecting on the above, the key elements for success can be 
deduced as follows:

A good script or storyline 
Every great movie has a well-written story or script, and 
the same principle applies to a successful project. Project 
success or failure can often be cemented with a good or bad 
project plan. It is imperative that sufficient time is spent in the 
planning phase of a project which involves determining the 
goals and objectives, resources required, timing of delivery, 
risks or issues that may be encountered and any budget 
constraints. A good project plan will also identify when, where 
and how value can be added to your client, while poor and 
insufficient project planning could leave you with holes in 
your ‘storyline’ that will not impress your client.

Knowing your audience
A captivating story cannot be written without knowing who 
your audience is, in the same way that a successfully delivered 
project cannot be achieved without an in-depth knowledge 
of your client. Not fully understanding your client’s business, 
as well as their needs and requirements is like showing a 
horror movie to five-year-olds – their nightmares will be 
keeping you up at night! 

What is the genre?
Movie genre can be equated to fully understanding the 
project and client requirements, together with setting realistic 
goals and objectives to achieve the desired outcomes. Your 
client certainly won’t be laughing if they get ‘comedy’ instead 
of the ‘action’ sequence they were expecting.

Director and leadership
Leadership excellence is like a rudder to a ship; without it 
you will certainly veer off in the wrong direction. James 
Cameron was the leader who directed Titanic to blockbuster 
and Oscar stardom, but without a competent project leader, 
many projects will only be remembered for sinking into 
unsalvageable oblivion.

The best cast and crew
Correct talent resourcing of a project is critical to a positive 
client experience. The skill and ability of a competent, 
talented team will ensure delivery to the required standard. 
However, poor resourcing could potentially lead to damaging 
consequences for your brand. Thorough analysis of the 
project’s resourcing requirements in the planning phase will 
ensure that you don’t accidentally cast Mr Bean for the role of 
James Bond, because unless it’s a spoof, it is unlikely to have 
the desired effect.

Also, a project will often require the use of specialist skills 
for specific outcomes. Not identifying this need and failing 
to utilise the right experts at the right juncture could be 
detrimental to a successful outcome of a project, in the same 
way that special effects or a stunts man on a movie set cannot 
be replaced without detracting from the final product.

Meeting the release date
Meeting the project deadline will ensure that you reap the 
rewards that go with successfully delivering against client 
requirements, however, proper project management will 
ensure that realistic deadlines are set in the planning phase 
of the project. Missing a release date in the movie industry 
could significantly affect the returns and rewards. If the 
movie The Santa Claus were released in February instead of 
December, its full potential in terms of profitability would 
not have been met and probably would have left those that 
watched it with a diminished experience, compared with 
viewing it in the festive season. In the same way, meeting 
agreed deadlines will be a key factor for a positive client 
experience.

Winning an Oscar
Evidence of successful project management and success 
in creating that differentiated experience for your client 
can be quickly determined when they continue to contract 
your services and recommend you to others in the market. 
Creating loyal client advocates in the professional services 
industry is the Oscar you should be aiming for and will 
determine whether you are walking down the red carpet or 
relegated to the video store.

Excellence in project management will give you the 
necessary platform to deliver ‘box office hits’ every time, 
ensuring your clients will continue to buy tickets for more.

NOTES
1  Closing the gap: The link between project management excellence and long-

term success, Economist Intelligence Unit, October 2010.
2  Results based on a survey of 1,440 senior executives, McKinsey & Co, January 

2010.
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WHY STRATEGY EXECUTION  
UNRAVELS

Donald Sull, Rebecca Homkes and Charles Sull debunk five of the most pernicious myths about how 
to implement strategy and replace them with a more accurate perspective that will help managers 
execute strategy effectively

S
ince Michael Porter’s seminal work in the 1980s, we 
have had a clear and widely accepted definition 
of what strategy is – but we know a lot less about 
translating a strategy into results. Books and 
articles on strategy outnumber those on execution 

by an order of magnitude. And what little has been written on 
execution tends to focus on tactics or generalise from a single 
case. So what do we know about strategy execution?

We know that it matters. A recent survey of more than 
400 global CEOs found that executional excellence was the 
No 1 challenge facing corporate leaders in Asia, Europe and 
the United States, heading a list of some 80 issues, including 
innovation, geopolitical instability and top-line growth. We 
also know that execution is difficult. Studies have found that 
two-thirds to three-quarters of large organisations struggle to 
implement their strategies.

About a decade ago, one of us (Don) began a large-
scale project to understand how complex organisations 
can execute their strategies more effectively. The research 
includes more than 40 experiments in which we made 
changes in companies and measured the impact on 
execution, along with a survey administered to nearly 8 000 
managers in more than 250 companies. The study is ongoing 
but has already produced valuable insights. The most 
important one is this: several widely held beliefs about how to 
implement strategy are just plain wrong.

MYTH 1: EXECUTION EQUALS ALIGNMENT
Over the past few years, we have asked managers from 
hundreds of companies, before they take our survey, to 
describe how strategy is executed in their firms. Their 
accounts paint a remarkably consistent picture. The steps 
typically consist of translating strategy into objectives, 
cascading those objectives down the hierarchy, measuring 
progress and rewarding performance. When asked how 
they would improve execution, the executives cite tools 
that are designed to increase alignment between activities 
and strategy up and down the chain of command. In the 
managers’ minds, execution equals alignment, so a failure to 
execute implies a breakdown in the processes to link strategy 
to action at every level in the organisation.

Despite such perceptions, it turns out that in the vast 
majority of companies we have studied, those processes are 
sound. More than 80% of managers say that their goals are 
limited in number, specific and measurable and that they 
have the funds needed to achieve them. If most companies 
are doing everything right in terms of alignment, why are they 
struggling to execute their strategies?

To find out, we ask survey respondents how frequently 
they can count on others to deliver on promises – a reliable 
measure of whether things in an organisation get done. Fully 
84% of managers say they can rely on their boss and their 
direct reports all or most of the time. When we ask about 
commitments across functions and business units, the answer 
becomes clear. Only 9% of managers say they can rely on 
colleagues in other functions and units all the time, and just 
half say they can rely on them most of the time.

When managers cannot rely on colleagues in other 
functions and units, they compensate with a host of 
dysfunctional behaviours that undermine execution: they 
duplicate effort, let promises to customers slip, delay their 
deliverables or pass up attractive opportunities. The failure 
to coordinate also leads to conflicts between functions and 
units, and these are handled badly two times out of three – 
resolved after a significant delay (38% of the time), resolved 
quickly but poorly (14%) or simply left to fester (12%).

MYTH 2: EXECUTION MEANS STICKING TO THE PLAN
When crafting strategy, many executives create detailed road 
maps that specify who should do what, by when and with 
what resources. The strategic-planning process has received 
more than its share of criticism, but, along with the budgeting 
process, it remains the backbone of execution in many 
organisations.

Unfortunately, no plan can anticipate every event that 
might help or hinder a company trying to achieve its strategic 
objectives. Strategy execution, as we define the term, 
consists of seizing opportunities that support the strategy 
while coordinating with other parts of the organisation on 
an ongoing basis. When managers come up with creative 
solutions to unforeseen problems or run with unexpected 
opportunities, they are not undermining systematic 
implementation; they are demonstrating execution at its best.

MYTH 3: COMMUNICATION EQUALS UNDERSTANDING
Senior executives are often shocked to see how poorly 
their company’s strategy is understood throughout the 

ABOUT THE RESEARCH

Five years ago we developed an in-depth survey 
that we have administered to 7 600 managers in 262 
companies across 30 industries to date. We used the 
following principles in its design.
•  Focus on complex organisations in volatile 

markets. The companies in our sample are 
typically large (6 000 employees on average and 
median annual sales of $430 million) and compete 
in volatile sectors: financial services, information 
technology, telecommunications, and oil and gas 
are among the most highly represented. One-
third are based in emerging markets.

•  Target those in the know. We ask companies 
to identify the leaders most critical to driving 
execution, and we send the survey to those 
named. On average, 30 managers per company 
respond. They represent multiple organisational 
layers, including top team members (13%), their 
direct reports (28%), other middle managers 
(25%), front-line supervisors and team leaders 
(20%), and technical and domain experts and 
others (14%).

•  Gather objective data. Whenever possible, we 
structure questions to elicit objective information. 
For example, to assess how well executives 
communicate strategy, we ask respondents to 
list their companies’ strategic priorities for the 
next few years; we then code the responses and 
test their convergence with one another and 
their consistency with management’s stated 
objectives.

•  Engage the respondents. To prevent respondents 
from ‘checking out’, we vary question formats and 
pose questions that managers view as important 
and have not been asked before. More than 95% 
of respondents finish the survey, spending an 
average of 40 minutes on it.

•  Link to credible research. Although the research 
on execution as a whole is not very advanced, 
some components of execution, such as goal 
setting, team dynamics and resource allocation, 
are well understood. Whenever possible, we draw 
on research findings to design our questions and 
interpret our results.

A version of this article appeared in Harvard Business 
Review, March 2015
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organisation. In their view, they invest huge amounts of time 
communicating strategy, in an unending stream of emails, 
management meetings and town hall discussions. But the 
amount of communication is not the issue: nearly 90% of 
middle managers believe that top leaders communicate 
the strategy frequently enough. How can so much 
communication yield so little understanding?

Part of the problem is that executives measure 
communication in terms of inputs rather than by the 
only metric that actually counts – how well key leaders 
understand what’s communicated. A related problem 
occurs when executives dilute their core messages with 
peripheral considerations. When asked about obstacles to 
understanding the strategy, middle managers are four times 
more likely to cite a large number of corporate priorities 
and strategic initiatives than to mention a lack of clarity in 
communication. Top executives add to the confusion when 
they change their messages frequently – a problem flagged 
by nearly one-quarter of middle managers.

MYTH 4: EXECUTION SHOULD BE DRIVEN FROM THE TOP
Concentrating power at the top may boost performance in 
the short term, but it degrades an organisation’s capacity to 
execute over the long run. Frequent and direct intervention 
from on high encourages middle managers to escalate 
conflicts rather than resolve them, and over time they lose 
the ability to work things out with colleagues in other units. 
Moreover, if top executives insist on making the important 
calls themselves, they diminish middle managers’ decision-
making skills, initiative and ownership of results.

In large, complex organisations, execution lives and dies 
with a group we call ‘distributed leaders’, which includes 
not only middle managers who run critical businesses and 
functions but also technical and domain experts who occupy 
key spots in the informal networks that get things done.

If common beliefs about execution are incomplete at 
best and dangerous at worst, what should take their place? 
The starting point is a fundamental redefinition of execution 
as the ability to seize opportunities aligned with strategy 
while coordinating with other parts of the organisation 
on an ongoing basis. Armed with a more comprehensive 
understanding, managers can focus on the factors that matter 
most for translating strategy into results.

AUTHORS | Donald Sull, Sloan School of Management, 
Massachusetts Insti tute of Technology; Rebecca 
Homkes, Centre for Management Development, London 
Business School; and Charles Sull, Charles Thames 
Strategy Partners

YOU NEED AN INNOVATION   
STRATEGY

The problem with innovation improvement efforts is rooted in the lack of an innovation strategy. 
Innovation strategies must evolve and this process involves continual experimentation, learning, and 
adaptation, says Gary P Pisano

D
espite massive investments of management time 
and money, innovation remains a frustrating 
pursuit in many companies. Innovation initiatives 
frequently fail, and successful innovators have a 
hard time sustaining their performance. Why is it 

so hard to build and maintain the capacity to innovate? The 
problem is rooted in the lack of an innovation strategy.

A strategy is nothing more than a commitment to a 
set of coherent policies aimed at achieving a specific goal. 
Good strategies promote alignment among diverse groups 
within an organisation, clarify objectives and priorities, and 
help focus efforts around them. Companies regularly define 
their overall business strategy (their scope and positioning) 
and specify how various functions – such as marketing 
and operations – will support it. But during my more than 
two decades studying and consulting for companies in a 
range of industries, I have found that firms rarely articulate 
strategies to align their innovation efforts with their business 
strategies.

CONNECTING INNOVATION TO STRATEGY
The process of developing an innovation strategy should 
start with a clear understanding and articulation of specific 
objectives related to helping the company achieve a 
sustainable competitive advantage. A robust innovation 
strategy should answer the following questions:

How will innovation create value for potential customers? 
Unless innovation induces potential customers to pay more, 
saves them money or provides some larger societal benefit 
like improved health, it is not creating value. Of course, 
innovation can create value in many ways. It might make a 
product perform better or make it easier to use. Choosing 
what kind of value your innovation will create and then 
sticking to that is critical, because the capabilities required 
for each are quite different and take time to accumulate.

How will the company capture a share of the value its 
innovations generate? 
Value-creating innovations attract imitators as quickly as 
they attract customers. Companies must think through 
what complementary assets or capabilities could prevent 
customers from defecting to rivals and keep their 
own position in the ecosystem strong. Apple designs 
complementarities between its devices and services so that 
an iPhone owner finds it attractive to use an iPad rather than 
a rival’s tablet.

What types of innovations will allow the company to create 
and capture value, and what resources should each type 
receive? 
Certainly, technological innovation is a huge creator of 
economic value and a driver of competitive advantage. But 
some important innovations may have little to do with new 
technology. In the past couple of decades, we have seen a 
plethora of companies (Netflix, Amazon, LinkedIn, Uber) 
master the art of business model innovation. Although each 
dimension exists on a continuum, together they suggest four 
categories of innovation:
•  Routine innovation builds on a company’s existing 

technological competences and fits with its existing 
business model - and hence its customer base. An 
example is Intel’s launching ever-more-powerful 
microprocessors.

•  Disruptive innovation requires a new business model but 
not necessarily a technological breakthrough. For that 
reason, it also challenges, or disrupts, the business models 
of other companies.

•  Radical innovation is the polar opposite of disruptive 
innovation. The challenge here is purely technological. 
The emergence of genetic engineering and 
biotechnology in the 1970s and 1980s as an approach to 
drug discovery is an example.

... EXPERIENCED CAs(SA) INTRODUCED AS
TURNAROUND AND RESTRUCTURING 

EXECUTIVES CAN HELP EQUITY OWNERS, 
BOARDS AND MANAGEMENT TEAMS EXECUTE 

HIGH-RISK AND COMPLEX
RESTRUCTURING STRATEGIES ...

BASIS, WHILE MAINTAINING A STABLE PLATFORM
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•  Architectural innovation combines technological and 
business model disruptions. An example is digital 
photography. For companies such as Kodak and Polaroid, 
entering the digital world meant mastering completely new 
competences in solid-state electronics, camera design and 
software.

Executives often ask me, ‘What proportion of resources should 
be directed to each type of innovation?’ Unfortunately, there is 
no magic formula. As with any strategic question, the answer 
will be company specific and contingent on factors such as the 
rate of technological change, the intensity of competition, and 
the rate of growth in core markets. Businesses in markets where 
the core technology is evolving rapidly (like pharmaceuticals) 
will have to be much more keenly oriented toward radical 
technological innovation. A company whose core business is 
maturing may have to seek opportunities through business 
model innovations and radical technological breakthroughs.

MANAGING TRADE-OFFS
An explicit innovation strategy helps you understand which 
practices might be a good fit for your organisation. It also helps 
you navigate the inherent trade-offs.

Consider one popular practice: crowdsourcing. The idea 
is that rather than relying on a few experts to solve specific 
innovation problems, you open up the process to anyone. One 
common example is open source software projects, in which 
volunteers contribute to developing a product. Crowdsourcing 
has a lot of merits: By inviting a vast number of people to 
address your challenges, you increase the probability of 
developing a novel solution. Research by my Harvard Business 
School colleague Karim Lakhani and his collaborator Kevin 
Boudreau, of the London Business School, provides strong 
evidence that crowdsourcing can lead to faster, more-creative 
problem-solving.

But crowdsourcing works better for some kinds of 
problems than for others. For instance, it requires fast and 
efficient ways to test a large number of potential solutions. 
If testing is very time-consuming and costly, you need some 
other approach, such as soliciting a handful of solutions from 
just a few experts or organisations.

Crowdsourcing is not universally good or bad. It is simply 
a tool whose strength (exploiting large numbers of diverse 
problem-solvers) is a benefit in some contexts (highly diffused 
knowledge base, relatively inexpensive ways to test proposed 
solutions, modular system) but not in others (concentrated 
knowledge base, expensive testing, system with integral 
architectures).

Clarity around which trade-offs are best for the company 
as a whole – something an innovation strategy provides – is 
extremely helpful in overcoming the barriers to the kind of 
organisational change innovation often requires. People 
don’t resist change because they are inherently stubborn but 
because they have different perspectives – including on how 
to weigh the trade-offs in innovation practices.

THE LEADERSHIP CHALLENGE
Senior leaders must take prime responsibility for the 
processes and structures that shape how an organisation 
searches for innovation opportunities, synthesises ideas into 
product designs and selects what to do.

There are four essential tasks in creating and 
implementing an innovation strategy. The first is to answer 
the question ‘How are we expecting innovation to create 
value for customers and for our company?’ and then explain 
that to the organisation. The second is to create a high-
level plan for allocating resources to the different kinds of 
innovation. Ultimately, where you spend your money and 
effort is your strategy, regardless of what you say. The third is 
to manage trade-offs. Because every function will naturally 
want to serve its own interests, only senior leaders can make 
the choices that are best for the whole company.

The final challenge facing senior leadership is recognising 
that innovation strategies must evolve. Any strategy 
represents a hypothesis that is tested against the unfolding 
realities of markets and competitors. Like the process of 
innovation itself, an innovation strategy involves continual 
experimentation and adaptation.

AUTHOR | Gary P Pisano is the Harry E Figgie Professor 
of Business Administrat ion and a member of the US 
Competit iveness Project at Harvard Business School

WHY ORGANISATIONS
DON’T LEARN

Virtually all leaders believe that to stay competitive, their enterprises must learn and improve every 
day. But even companies revered for their dedication to continuous learning find it difficult to always 
practise what they preach. By Francesca Gino and Bradley Staats

W
hy do companies struggle to become or 
remain ‘learning organisations’? Our research 
has led us to this conclusion: biases cause 
people to focus too much on success, take 
action too quickly, try too hard to fit in, and 

depend too much on experts. We discuss how these ingrained 
human tendencies interfere with learning – and how they can 
be countered.

BIAS TOWARD SUCCESS
Most of us try to avoid mistakes, and when they do happen, we 
try to sweep them under the rug. This tendency is heightened 
in companies whose leaders have institutionalised a fear of 
failure. They structure projects so that no time or money is 
available for experimentation, and they award promotions to 
those who deliver according to plan. But organisations don’t 
develop new capabilities unless managers tolerate failure and 
insist that it be openly discussed.

Psychologist Carol Dweck identified two basic mindsets 
with which people approach their lives: ‘fixed’ and ‘growth’. 
People who have a fixed mindset believe that intelligence 
and talents are largely a matter of genetics; you either have 
them or you don’t. They aim to appear smart at all costs and 
see failure as something to be avoided. By contrast, people 
who have a growth mindset seek challenges and learning 
opportunities. They don’t see failure as a sign of inadequacy 
and are happy to take risks.

It is common for people to ascribe their successes to hard 
work, brilliance and skill rather than luck; however, they blame 
their failures on bad fortune. This phenomenon, known as the 
attribution bias, hinders learning. Unless people recognise 
that failure resulted from their own actions, they do not learn 
from their mistakes.

Leaders can use the following methods to encourage 
others to find the silver lining in failures, adopt a growth 
mindset and overcome the attribution bias.

•  Destigmatise failure. Leaders must constantly emphasise 
that mistakes are learning opportunities rather than 
cause for embarrassment or punishment.

•  Embrace and teach a growth mindset. When people 
are taught a growth mindset, they become more aware 
of opportunities for self-improvement, more willing to 
embrace challenges and more likely to persist when they 
confront obstacles.

•  Use a data-driven approach to identify what caused 
success or failure. Most leaders know that data is critical 
to uncovering the true causes of successful performance, 
but they don’t always insist on collecting and analysing 
the necessary information.

BIAS TOWARD ACTION
How do you usually respond when you are faced with a 
problem in your organisation? If you’re like most managers, 
you choose to take some kind of action. You work harder and 
put in even longer hours.

This bias toward action is detrimental to improvement 
for two reasons. Unsurprisingly, exhausted workers are too 
tired to learn new things or apply what they already know. 
And being ‘always on’ doesn’t give workers time to reflect on 
what they did well and what they did wrong.

To avoid these outcomes, leaders should do the 
following:
•  Build in breaks. Make sure workers take sufficient time to 

rejuvenate and reflect during the workday and between 
shifts.

•  Take time to think. Block out a short period each day to 
either plan your agenda or think about how the day went. 
If time is really scarce, try to reflect on your way to or from 
work.

•  Encourage reflection. Through reflection, we can better 
understand the actions we’re considering and their 
likelihood of keeping us productive.
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BIAS TOWARD FITTING IN
When we join an organisation, it’s natural to want to fit 
in. So we make a significant effort to learn and adhere to 
written and unwritten codes of behaviour. But here’s the 
catch: doing so limits what we bring to the organisation. 
In fact, being unafraid to stand out can actually garner 
respect, despite beliefs to the contrary. When members of 
an organisation feel free to stand apart from the crowd, they 
can exercise their signature strengths, identify opportunities 
for improvement and suggest ways to exploit them. But all 
too often, individuals are afraid of rocking the boat.

Leaders should encourage people to cultivate their 
strengths. To motivate and support employees, some 
companies allow them to spend a certain portion of their 
time doing work of their own choosing. Although this is a 
worthwhile practice, firms should strive to help individuals 
apply their strengths every day as a normal part of their jobs.

BIAS TOWARD EXPERTS
Beginning in the early 20th century, the scientific 
management movement introduced a rigorous approach 
to examining how organisations operate. In the process, 
though, it solidified the notion that experts are the best 
source of ideas for improvement. Today companies continue 
to call in consultants, industrial engineers and the like when 
improvement is needed. The bias toward experts creates two 
challenges:
•  Challenge 1: An overly narrow view of expertise: 

Organisations tend to define ‘expert’ too narrowly, 
relying on indicators such as titles, degrees, and years of 
experience. However, experience is a multidimensional 
construct. Different types of experience contribute 
to understanding a problem in detail and creating a 
solution.

•  Challenge 2: Inadequate frontline involvement: Frontline 
employees – the people directly involved in creating, 
selling, delivering, and servicing offerings and interacting 
with customers – are frequently in the best position to 
spot and solve problems. Too often, though, they aren’t 
empowered to do so. Even in organisations that espouse 
‘lean thinking’, standard work practices seldom change 
and only expert recommendations are implemented.

OVERCOMING THE TENDENCY
The following tactics can help organisations overcome the 
tendency to turn to experts.

Encourage workers to own problems that affect them. 
Make sure that your organisation is adhering to the principle 

that the person who experiences a problem should fix 
it when and where it occurs. This prevents workers from 
relying too heavily on experts and helps them avoid making 
the same mistakes again. 
•  Give workers different kinds of experience. We looked at 

how data-entry workers performed when they were 
doing the same task repeatedly (‘specialised experience’) 
and when they were switching between different tasks 
(‘varied experience’). We found that over the course of a 
single day, a specialised approach was fastest. But over 
time, switching activities across days promoted learning 
and kept workers more engaged. Both specialisation and 
variety were important to learning.

•  Empower employees to use their experience. Organisations 
should aggressively seek to identify and remove barriers 
that prevent individuals from using their expertise. 
Solving the customer’s problems in innovative, 
value-creating ways – not navigating organisational 
impediments – should be the challenging part of one’s 
job

CONCLUSION
Leaders should identify ways they can truly empower 
employees – whether by giving them more privacy, publicly 
acknowledging their contributions, or providing monetary 
rewards.

It may be cheaper and easier in the short run to ignore 
failures, schedule work so that there’s no time for reflection, 
require compliance with organisational norms, and turn to 
experts for quick solutions. But these short-term approaches 
will limit the organisation’s ability to learn. If leaders institute 
ways to counter the four biases we have identified, they will 
unleash the power of learning throughout their operations. 
Only then will their companies truly improve continuously.

AUTHOR | Francesca Gino is a professor at Harvard 
Business School and Bradley Staats is an associate 
professor at the University of North Carol ina’s Kenan-
Flagler Business School

RESTRUCTURING
AN INTERNATIONAL CASE STUDY
Restructuring is an exercise in strategy and tactics, as evidenced in the case of iSOFT, which is run 
by two CAs(SA) in London. This very successful restructuring resulted in a better than expected 
outcome for all stakeholders

R
estructuring is a high-risk period in the life of a 
company, in which value can easily be destroyed. 
One way to mitigate these risks is to bolster the 
board and management team with specialist 
experience. The success of this approach was 

evidenced in the case of iSOFT.
iSOFT plc, a UK-listed business, was one of Europe’s 

largest dedicated international healthcare software and 
IT services business. In 2007 it was acquired by IBA Health, 
a smaller Australia-listed competitor, funded by its major 
shareholder Oceania Capital Partners (OCP), a listed private 
equity fund.

While the board and senior executives of the enlarged IBA 
(now renamed iSOFT) were situated in Sydney, the centre of 
global operations and the senior debt facilities remained UK-
based. These facilities (£112.5 million) had been refinanced in 
December 2009. 

iSOFT had ambitions to become the market-leading 
global healthcare IT provider and growth became the 
driving ethos behind the enlarged group. By 2009, revenue 
had grown to A$500 million; installations to 13 000 in 40 
countries; products to 100; and headcount to 4 600. Major 
markets included the UK, Ireland, Australia, Germany, 
Netherlands, Spain, Mexico and Southeast Asia.

By early 2010, it became evident that the growth had 
been pursued without sufficient heed to proper planning or 
funding requirements. A liquidity problem was followed by 
a covenant breach, barely six months after the new facilities 
had been put in place! The company, led by the executive 
chairman, was then forced into difficult debt restructuring 
negotiations with the lending syndicate comprising six 
banks led by Barclays. The board and executive had no direct 
experience of restructuring, and in particular: the intensity 
of the process; the stress of operating with constrained 
liquidity; the complexity of managing multiple stakeholders 
and advisors; and the distraction that such a process brings 
to the running of the business. The distance between London 
and Sydney provided an additional challenge.

The lending syndicate appointed KPMG to produce an 
independent business review (IBR) which, in assessing the 
options available to the company, concluded that a new 
investor capable of refinancing the senior debt, or a sale 
of the business were the only viable rescue alternatives. 

... EXPERIENCED CAs(SA) INTRODUCED AS
TURNAROUND AND RESTRUCTURING 

EXECUTIVES CAN HELP EQUITY OWNERS, 
BOARDS AND MANAGEMENT TEAMS 
EXECUTE HIGH-RISK AND COMPLEX

RESTRUCTURING STRATEGIES ...
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However, there were significant downside risks. Chief among 
these was that any hint of distress in the marketplace would 
have deterred trade buyers and instead have resulted in 
a fire sale to opportunistic financial predators. Another 
consideration was that the value of the business, being in 
the intellectual property field, would have been destroyed 
by any formal insolvency process.

Hence it was vital for iSOFT to maintain strong liquidity, 
to present a strong and viable business to the outside 
world, and to conclude the new investment/refinancing 
or sale rapidly. The lending syndicate was the only source 
of liquidity while the solution was being delivered and 
naturally they wanted to mitigate their risks, particularly 
as it seemed likely that they would suffer a loss on their 
original lend. To this end, they engaged in a dialogue with 
the company about strengthening governance, primarily 
through bolstering the board and executive team by adding 
restructuring experience, robust management of liquidity, 
and a significant cost-cutting exercise.

OCP and the board agreed and the company reached out 
to, and engaged, Ron Series as a full-time chief restructuring 
officer (CRO), with overall executive responsibility for 
managing the restructuring process and a seat on the 
main board. Ron in turn engaged Alan Gullan to assist him 
with all the key financial aspects of the restructuring. The 
appointment by iSOFT of both Ron and Alan provided 
significant comfort to the stakeholders that the restructuring 
and governance experience was now in place to deal with 
the situation, and the executive team could now focus on the 
business with minimal distraction. 

VIEW FROM THE BRIDGE
If Ron was the newly appointed navigator of the good ship 
iSOFT, with responsibility for guiding and mentoring the 
captain and senior crew through dangerous waters, he 
needed to understand what the route ahead looked like. 
With time being of the essence, his first priority was a re-run 
of the business plan, 

The implementation of the business plan including 
the A$50m cost-cutting programme had to be done 
whilst ensuring that business remained robust enough 
to withstand a parallel due diligence programme. Some 
of the major initiatives were: centralisation of R&D from 
23 locations to five ‘centres of excellence’; downsizing of 
executive headcount and expansion plans; rationalisation 
of the product portfolio from 100 down to 50; reduction 
of global office and facilities costs; closure of loss-making 
businesses and disposal of non-core businesses; and a 
payroll and hiring freeze.

DOWN IN THE ENGINE ROOM
Ron needed the support of Alan, as an experienced chief 
engineer down in the engine room, to take control of the 
critical financial tasks. 

The re-run business plan showed that even with the 
new money and the significant cost-cutting programme, 
headroom would be close to zero within the next few 
months. There was no time to lose and Alan made an 
immediate start on managing the cash and complying with 
the very onerous terms of the new money facility.
Ron’s major requests of Alan were twofold: 
•  Don’t run out of cash.
•  Build credibility and a good working relationship 

between, on the one hand, the company and its 
advisors (Alix Partners) and, on the other, the lender 
group and its advisors (KPMG and Freshfields).

When Alan arrived down in the engine room, he found 
that the forecast showed all of the £40 million new money 
would be fully drawn and spent within three months. 
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Therefore, the forecast could give the navigator a 
precise idea of when the ship would hit the iceberg, but 
there was no alternate plan to sail around it! To develop this, 
Alan needed first to establish a professional treasury team 
and second to understand what the central cash funded 
and how many subsidiaries contributed cash to the centre.

The plan Alan took to Ron was to create a simple 
internal bank, based on a bespoke cash delivery 
requirement agreed for each major subsidiary. This was 
rapidly implemented and the group executive gained 
comfort from their participation in the regular meetings 
that Alan ran. 

The upshot was that three months later, when available 
liquidity had been forecast at zero, the outturn was 
headroom exceeding £20 million. The iceberg had been 
missed! By the time the business was sold, some £10 million 
of the new money facility was still available to draw down.

HEADWINDS
While all of this was going on, there were a number of 
difficult board and executive changes being made, and Ron 
was also overseeing the project management office (PMO), 
which was directly charged with taking out A$50 million of 
annual running costs.

In addition to the significant additional challenges of 
the company being listed, there were numerous difficult 
conditions attached to the new money facilities and a 
tight M&A timetable. The group finance function had to be 
moved from Sydney to the UK and a UK-based interim CFO 
was hired to take over from the incumbent.

Ron also had to manage a potential conflict of interest 
issue with the major shareholder OCP, which was itself in 
restructuring and controlled by its banks. It provided two 
directors on the iSOFT board, and also an A$30 million 
convertible note which would prove problematic in the 
final twist of the restructuring.

This was addressed by appointing Ron as chairman of 
the strategic options committee (SOC) of the board, which 
considered all M&A options available to the company. 
The representative directors of the majority shareholder 
OCP favoured the new investment/refinancing option, 
and this was pursued by the SOC while strictly adhering to 
the milestones contained in the facilities documentation. 
Ultimately the company ran out of time in pursuing the 
new investment/refinancing option, leaving a sale of the 
business as the only viable option. 

LAND AHOY
The information memorandum was circulated to a wide 
international buyer base and on 2 April 2011 iSOFT 
announced a recommended takeover offer by CSC (one of 
iSOFT’s major customers and a global IT services provider) 
at A$0.17 per share, a 227% premium to the last traded 
share price, and full repayment of all the senior facilities 
(including the £40 million of new money), and of the OCP 
shareholder convertible note. 

Interestingly, the decision by the purchaser to offer to 
redeem the convertible note at par when it had 18 months 
to run to maturity caused one final very choppy wave to 
be navigated during the scheme of arrangement in the 
Australian courts. This resulted in Ron having to spend a 
number of weeks in Sydney working hard with all parties to 
resolve this through the court. This was ultimately achieved 
by moving the noteholder (OCP) into a separate voting 
class of shareholder. 

With this resolved, the scheme of arrangement was 
approved, first by the court and then by the shareholders in 
general meeting, and then implemented on 29 July 2011. 

LEARNING THE ROPES
The iSOFT case study shows how the leadership and 
decision-making of experienced CAs(SA) introduced as 
turnaround and restructuring executives can help equity 
owners, boards and management teams execute high-risk 
and complex restructuring strategies on a cross-border 
basis, while maintaining a stable platform.

In this case, all stakeholders benefited from the 
restructuring: the lenders were repaid all of their money; the 
shareholders received a significant premium to the market 
price of their investment; most of the workforce retained 
their jobs; suppliers and creditors suffered no losses; and the 
business continued as normal under its new ownership.

Ron Series CA(SA) and Alan Gullan CA(SA) trained and 
qualified in South Africa, and since the early 1990s, mainly 
based in London, they have focused on restructuring and 
business turnaround in large and complex cases. They are now 
recognised by investors, debt providers and the restructuring 
advisory community in London and internationally as pre-
eminent chief restructuring officers (CROs).

SPECIAL REPORT STRATEGY STRATEGY SPECIAL REPORT
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TIME FOR EVERYONE 
TO GET ON THE BUS
Commitment to transformation in the profession is 
belied by negative university environments and poor 
support for Thuthuka. By Monique Verduyn
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The South African Institute of Chartered 
Accountants (SAICA) has made steady 
progress in helping to produce more 
black chartered accountants. Blacks 
in total form about 21% of the CA(SA) 

population. This is largely due to the success of 
the Thuthuka Bursary Fund launched in 2004 to 
transform the predominantly white chartered 
accounting profession. 

While tensions over funding for tertiary education 
ran high in the last quarter of 2015, Thuthuka, a 
private sector bursary scheme, has proven what 
can be done to help poor students. In 2014, the 
fund supported 919 undergraduate students at 
the University of Johannesburg, University of the 
Witwatersrand, University of Cape Town, Nelson 
Mandela Metropolitan University, Stellenbosch 
University, University of Pretoria and University of 
the Free State. Thuthuka bursary funds are secured 
through donations from the private sector and 
are then matched by the government through the 
National Student Financial Aid Scheme.

WHERE THE CHALLENGES LIE
Despite the successes achieved, the pace of 
transformation remains slow. Chantyl Mulder, 
Executive Director, Nation Building, SAICA, attributes 
this to a combination of poor maths education, 
antagonistic university environments, and lack of 
support from the CA(SA) community. 

‘It is inconceivable that our universities 
together cannot even produce 20 black [African 
and coloured] CAs(SA) per year for our profession,’ 
she says. ‘Certainly, some universities show greater 
commitment to transformation than others. The 
University of Johannesburg, for example, has 
demonstrated its commitment by being the biggest 
residential provider of black CAs(SA) in South Africa, 
and the biggest contributor of first-time African 
candidate chartered accountants in the country. It 

is also the biggest participant in the 
Thuthuka programme, and has created 
the most amenable and empowering 
environment for black accountancy 
students.’

Mulder pulls no punches in 
describing the lack of support for 
black accountancy students at some 
of the country’s other universities. ‘It’s 
insidious, and difficult to pinpoint, but 
when Thuthuka project managers who 
run our programmes at the universities 
inform us that they are losing the battle, 
we know how difficult it must be. One 
of the biggest challenges is that while 
you may have the Vice-Chancellor and 
all the senior academics on your side, 
the damage happens when students 
confront antagonism lower down the 
line. Because they are often too scared 
to talk about what is going on, it is 
difficult to confront this covert racism.’

The status quo highlights the 
critical importance of encouraging 
newly qualified, young black CAs(SA) 
to become academics. Among the 
most successful SAICA initiatives 
in the past year was its partnership 
with the University of Cape Town, the 
Department of Higher Education and 
Training, and Walter Sisulu University, 
to build the capacity of WSU by 
working towards re-accrediting WSU’s 
BCom (Accountancy) programme so 
as to further skills development and 
employment opportunities within the 
largely disadvantaged communities of 
the Eastern Cape. 

‘Given the dire shortage of CAs(SA) 
in South Africa, it has been encouraging 
to see the number of young CAs(SA) 
who have gone on to become 
academics at Walter Sisulu University, 
which has been the beneficiary of this 
capacity-building programme,’ says 
Mulder. ‘The result is that accountancy 
students are thriving there because 
they have the right role models. It’s also 
gratifying to see that there are young 
black professionals who choose to 
become lecturers rather than going into 
the more lucrative corporate world.’

Thuthuka covers student’s tuition, 
accommodation and books costs. 

Students are given an allowance, as 
well as non-academic support, such as 
life skills mentoring. 

These aspects of the Thuthuka 
Fund have made it a holistic support 
mechanism to students, and its success 
demonstrates what can be achieved 
when students have access to the best 
of the best

‘We have never dropped standards 
in an effort to transform the industry,’ 
says Mulder. ‘On the contrary, we have 
the highest standards in the world. 
Now, it’s time for all the members of the 
profession to show their support and 
put their money where their mouths 
are. We are calling for an absolute 
change of heart.’

BLACK PROFESSIONALS MUST 
SHOW SUPPORT
Mulder points to the cold reception of 
SAICA’s Thuthuka Pledge Campaign as 
a sign of the apathy of the profession. 
SAICA has a database of more than 
40 000 CAs(SA). A call was sent out to 
these members to pledge R500 per 
year to the bursary fund. Had every 
member pledged, an additional 
R20 million would be available to 
give disadvantaged students the 
opportunity to become CAs(SA) and 
create a better future for themselves, 
their communities and the country.

‘Instead, we received pledges from 
just 200 members, most of them white,’ 
says Mulder. An annual sum of R500 is 
less than the cost of dinner on a Friday 
night.

‘At the risk of being extremely 
controversial, the same applies when 
it comes to corporate funding. The big 
four (PwC, KPMG, Deloitte, EY) are the 
biggest contributors to the bursary 
fund, as well as the banking sector. 
SizweNtsalubaGobodo is the only 
black-owned firm that contributes to 
Thuthuka. Quite simply, black CAs(SA) 
need to get on board and provide 
support for black students. People 
are quick to criticise the slow pace 
of transformation, but we cannot 
transform an industry without being 
able to enrol new students.’

THE MATHEMATICS CRISIS
The biggest impediment to 
transformation, however, is the quality 
of maths education in the country. A 
recent Parliamentary response by Basic 
Education Minister Angie Motshekga 
revealed that at least one in four 
schools around the country does not 
offer mathematics for Grades 10 to 
12. According to these figures from 
the annual school survey in 2013, the 
worst statistics were in Mpumalanga, 
where 56,3% of schools did not offer 
the subject. 

‘In 2014, a total of just 19 000 black 
learners passed maths,’ says Mulder. 
‘What is interesting is that between 
30% and 40% of children who pass 
maths enter the accounting profession. 
Yes, we get the lion’s share, but this 
is by no means enough to meet the 
severe shortage of accounting skills in 
the country. This is why interventions 
are critical, through programmes like 
Thuthuka and by organisations like 
African Women Chartered Accountants 
(AWCA), which is doing exceptional 
work. It’s also important for industry 
bodies to work together so that we do 
not duplicate initiatives unnecessarily.’

At community level, says Mulder, 
parents need to encourage Grade 
8 learners to take mathematics. 
Thuthuka is working to help parents 
guide children on subject choices 
because teachers are often not 
properly trained or qualified to provide 
the appropriate guidance.

‘We cannot change the past,’ 
says Mulder. ‘But with the help of all 
stakeholders in this profession, we 
can have an enormous impact on the 
future, provided we can increase the 
pool of students. South Africa has a 
desperate need for more CAs(SA) as 
they help to ensure better financial 
controls and clean audits. Beyond 
that, on a socio-economic level, the 
impact that professional people have 
on their families and communities is 
enormous. Actively supporting the 
growth of the profession can not only 
change lives, but entire areas of the 
country.’

TRANSFORMATION TRANSFORMATION



THE GRACE FACTORY  

One baby girl is the inspiration behind her mother’s 
beautiful charity – The Grace Factory. Through it, 
Amy Westerman CA(SA) has brought a ray of hope to 
almost 2 000 desperate new mothers and babies and 
assisted more than 80 children’s homes. Lynn Grala 
spoke to her
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Quite coincidentally, it happens to be 
only two weeks after the premature 
and rather complicated birth of Amy 
Westerman’s second baby girl. She 
requested we meet in a quiet coffee 

shop close to her house, and after chatting a while 
she lets on the reason for her choice of venue.

 ‘The doctor actually said I may not drive yet,’ she 
tells me in almost a whisper. ‘But I need to get out!’ 

We hope this bit of news never reaches the doc’s 
ear and if it does, well, we’ll sure she’ll understand – 
Amy Westerman is just an extremely driven woman 
with a great purpose to fulfil. Because besides her 
full-time job as an assistant financial manager at 
Sage Enterprise and being a mom to two little girls, 
she is also founder of The Grace Factory, a non-profit 
organisation that supports children’s homes and new 
mothers by providing them with basic necessities 
such as clothes, blankets, toiletries, nappies and 
formula.

Amy says that with her second baby, she was 
again sharply reminded of the difficulty of child birth. 
‘It’s not an easy time,’ says Amy, ‘Financially it’s difficult 
and emotionally it’s also tough.’

Having her second baby prematurely has 
further broadened her scope because realising that 
apparently 10% of babies are born prematurely, she 
also wanted to start focusing on collecting clothes for 
premature babies.

It all began in 2012, after giving birth to her first 
daughter. Amy took a six-month sabbatical during 
which she realised she had a load of excess baby 
clothes and accessories she wasn’t using and didn’t 
know what to do with. Having had her first child 
quite young, she was without any friends or family 
members who were also pregnant.  Not knowing 
quite what else to do with all the extras, she would 
load them into the boot of her car and drive to the 
Spar behind her house, find out which of the car 
guards have babies in their families, and then pass it 

CA(SA) PROFILE

responsible leadership.

META MAPONYA CA(SA)
SARS: ADVISORY COMMITTEE
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all along to them. But she soon realised 
she couldn’t keep giving to the same 
people all the time. 

‘I didn’t know anything about 
charities, but having been raised in 
quite a charitable home, I thought, let 
me give it a go. I never thought The 
Grace Factory would become what it 
is today and that it would help others 
so much.’

The name comes from her 
daughter Erin Grace, Amy’s inspiration 
behind it all: ‘We started our NPO in 
February 2013 and have dropped 
off necessities to over 80 children’s 
homes in and around Gauteng thus 
far. We have many collection points 
in Gauteng and we collect from these 
whenever the bins provided have been 
filled. We donate to children’s homes, 
as often as possible, but usually once 
a week. Our secondary goal is to assist 
new mothers who have visited a South 
African government hospital or clinic 
for the delivery of their baby by giving 
them a maternity gift pack. These 
gift packs aid them in providing their 
babies with the basic needs that they 
require as well as vital information 
about the effective care of babies,’ she 
says.

‘I find in the Johannesburg 
community that if you put an appeal 
out and say, “Guys, I need this!”, they 
just come to the party. Volunteers for 
our packing days are usually found 
via social media appeals and by word 
of mouth. Sometimes a corporate will 
host a packing day for team-building – 
this way staff can get involved and see 
their donations being used for good.’

How does Amy manage to juggle 
it all with a full-time job? ‘I have an 
incredible support structure that I 
am extremely grateful for. The Grace 
Factory is run by myself and Alison 
Wright, without whom we would not 
have been as successful as we are 
today. My husband, family, friends 
and home administrator help me 
immensely.’

‘By being a CA(SA) I’d say I am able 
to juggle a lot; your articles really teach 
you that. Because I have a full-time 

career, family and my NPO, I’ve really 
had to use my juggling skills quite 
often. Being a CA(SA) has also helped 
me gain confidence to approach 
corporates for funding and has helped 
me with the statutory side of running 
an NPO such as setting up the NPO and 
getting SARS tax exemption.’

Says Amy: ‘South Africa is a country 
in terrible need of so many things 
and it’s satisfying knowing that you 
made a difference in somebody’s life, 
no matter how small. It also helps to 
put your life into perspective and to 
help you stop complaining when your 

problems are so small compared to 
some in desperate need.’

People can donate by contacting 
info@thegracefactory.co.za. Visit  
www.thegracefactory.co.za for more 
information.

responsible leadership.

Not only leaders in tax, CAs(SA) are trained in taking businesses further with calculated 
decisions that inspire real business results, results that are measured, results that 
show exactly what CAs(SA) can do. When you partner with a CA(SA), you partner with 
the skills needed to inspire the right numbers; numbers that will take your business to 
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FUN. WITH STYLE

OPEL MOKKA
The new Mokka is Opel’s attempt to 
break into the very popular SUV market. 
Unlike the Zafira, the MPV from Opel, 
the Mokka is more compact and has a 
raised ride height, which adds to the 
appeal for most buyers who prefer to 
see over the car in front of them.

To start, the Mokka’s front end 
looks like the Corsa’s bigger brother. 
The large grill proudly displays the 
Opel badge on the top section with 
a rather thick chrome surround. The 
headlights stretch rearwards giving it 
more prominence. The front bumper 
is incorporated seamlessly into the 
front end. The bottom section of the 
bumper is black and the section around 
the fog lights mimic large brake air 
intakes. This, together with the matt 
silver scratch plate in the middle of the 

bumper, finishes off the front end. The 
bonnet has a stepped finish to it, with 
the sections behind the headlights 
being lower that the centre section, 
making the vehicle look bigger than 
it actually is. The large windscreen is 
a pleasure to see through but can get 
very hot on sunny days. The side view 
continues the hatchback-on-steroids 
look with the elegant waistline and 
lower door creases. In keeping with 
the SUV rough-tough theme, the black 
bottom is carried all the way through to 
the rear bumper. The top of the range 
looks sportier thanks to the larger mag 
wheels. The rear windows have been 
tapered towards the rear giving the 
impression of a coupé rather than the 
standard SUV/hatch look. The window 
silhouette reminds one of the sports 
coupé but without the striking sporty 
front ground-hugging stance. At the 

back is where I think the designers got 
a bit tired, as the rather stubby rear end 
and dull rear-light clusters are not in 
keeping with the rest of the vehicle. The 
rear bumper matt silver scratch panel 
does help but not enough to say that 
the car has a refined rear end.

Inside, the Mokka is very well 
equipped and feels solid from the time 
you open the door. The larger three-
spoke steering wheel with its large 
centre spoke is standard Opel. The 
dashboard is neat and has an airy feel to 
it, thanks again to the large windscreen. 
The centre console looks rather busy 
with tons of buttons and a fair number 
of knobs to control the infotainment 
system and climate within the vehicle. 
The top centre of the dashboard houses 
the infotainment screen. This, together 
with the multifunction steering wheel, 
works well as you don’t have to look C
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down to check the time or what’s on 
your playlist. The gearshift is chunky 
and has a solid feel to it, which will 
definitely appeal to drivers who enjoy 
working the gears.

The seats are comfy and materials 
used are of high quality. Thanks to the 
high roofline, rear leg and head room 
is good. And you can fit five adults 
comfortably in the vehicle. The luggage 
compartment is in keeping with Opel’s 
tradition – large and usable. The boot 
opens right down to the floor, which 
makes loading a synch. The flat floor 
and foldable 60:40 rear seats make for 
some serious cargo space.

The most important factor for me 
though is the drive itself. The Mokka 
comes with a 1,4-litre turbo-charged 
motor producing a healthy 103 kW 
and 200 Nm of torque, which makes 
for a rather playful drive. The clutch is 

soft and gear changes are smooth and 
precise. The power steering is light but 
felt a bit dull for my liking. The all-round 
visibility is good, but the rear C-pillar 
does come in the way when reversing. 
Road holding is not bad considering the 
ride height, but it’s definitely not on the 
same level as the Astra OPC.

Overall, I think this new addition to 
the Opel stable is a good vehicle that 
will add to its sales, but it is up against 
some stiff competition who have 
already made their mark in this popular 
segment, and that may prove to be a 
challenge. 

 

FORD FOCUS

Ford has always had a rich history in 
South Africa as being synonymous 
with fun, family and powerful engines. 

The all-new Focus is keeping with the 
above, except in the power stable, as 
this is no 5,0 litre but a 1,0 litre. No, I 
have not left out a number – the car 
has a 1,0-litre engine. 

This new range of motors features 
the now famous eco-boost engine, 
which effectively makes the normally 
puny engine into a power house for its 
size. It’s like a little dynamite package 
under the bonnet. If you’re still not 
convinced, let me add some stats 
into the mix. To start with, the 998 
cm3 engine has only three cylinders 
but produces as much as 92 kW at 
6 000 rpm and 170 Nm of torque. In 
plain English, this means that this 
vehicle produces as much as what a 
2,0 naturally aspirated motor from 
the 1990s produced. This addresses 
any scepticism around the size of the 
engine. To add to the amazement, 
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this vehicle is claiming to manage a 
combined fuel consumption of 5 litres 
per 100 km. 

The new-look Focus Hatch looks 
a lot more refined and sophisticated. 
The new-shaped bonnet has two 
pronounced lines that form a small V 
and widen as it stretches back to the 
windscreen. The grill on the Focus has 
a similar shape to that of the Aston 
Martin. The headlights fit well and are 
in keeping with the new grown-up 
look. The rear end is well finished with 
the rear tail-light cluster that has been 
pulled forwards. This new shape looks 
good but lacks the sporty stance of the 
ST that was tested last year.

Pull on the door handles and the 
door opens effortlessly to reveal the 
rather airy interior. The grey contrast 
seats and dashboard look good and 
well balanced. The driver’s position 
is good and the multifunction 
steering wheel feels comfortable and 
is adjustable for all driver sizes. The 
dash layout is different in that the 

speedometer and tachometer are on 
the outside of the dashboard, while the 
space between the two dials houses 
the fuel and temperature gauges. 
Just above this is the LCD screen that 
displays all the computer data on the 
car, like fuel consumption and range. 
The centre drop-down console is rather 
wide, but as it is set back it does not 
intrude much in the space between the 
driver and passenger. The infotainment 
system looks great and works well, 
although there are a number of 
buttons which makes it look a bit busy. 
Lower down is the climate control and 
the USB port. The manual gearbox is 
light and precise during gear changes. 
The door handles wrap the driver and 
passenger, making you feel like you are 
in a cocoon.

On the road the car feels light and 
simple to drive. The steering wheel is 
responsive and user friendly, making 
the school runs a synch. The windows 
are fairly large, making all round 
visibility good. Road hold is good.

But even though the car is 
amazing for its size, don’t expect it 
to burn rubber or challenge a pocket 
rocket. That being said, it has ample 
power for the daily run about and the 
occasional long haul. Overall, I think 
Ford has a winner with the new Focus 
as it looks Good and is easy to drive, 
light on fuel and has sufficient space 
for adults and their luggage. A worthy 
replacement of the previous Focus.

AUTHOR | Torque Talk is a member 
of SAGMJ
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FORD FOCUS

ENGINE: 1,4 l  4-cylinder 
  Turbo
POWER: 103 kW
TORQUE: 200 Nm 
0–100 KM/H: 9,8 s (claimed)
FUEL: Average 6,0 l /100 km
CO2: 139 g/km
PRICE: From R307 500

ENGINE: 1,0 l 3-cylinder 
  Turbo
POWER: 92 kW
TORQUE: 170 Nm 
0–100 KM/H: 11,1 s (claimed)
FUEL: Average 5,0 l /100 km
CO2: 116 g/km
PRICE: From R228 900

MANUFACTURER
SPECIFICATIONS
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P O Box 68472, Bryanston, 2021 | Wexford House, Three Seasons Office Park, 7 Spring Street, Rivonia | Tel: (011) 785 4930 | Fax: (011) 785 4939 | www.wexford.co.za

Financial Manager
R720 000 CTC + Bonus, Kyalami
Exciting, innovative branding company requires an F.M that 
has the ability to take control of the full financial function, 
manage the finance team and work hand in hand with the M.D, 
offering strategic and operational advice. If you are a “hands 
on” individual who has a passion for business and enjoys being 
operationally involved then this is the ideal role for you. Come 
and join this committed company where quality, professionalism, 
innovation and customer service are words they live by. CA 
(SA) plus 2 years’ financial management experience essential. 
Manufacturing experience secures.
Contact: janet.b@wexford.co.za 

Management Accountant
R720 000 – R680 000 CTC, East Rand
Successful FMCG group is looking for a management accountant 
to report to the group financial controller. They require a  
hands-on people’s person to manage a small dynamic accounts 
team and liaise with external providers. The management 
accountant is also responsible for management reporting, 
preparing and presenting financial statements and finalising 
audits. CA (SA) + 5 years’ experience required.
Contact: carmen@wexford.co.za

Financial Manager
R750 000 – R650 000 CTC, Isando
World class leader of heavy duty machinery and vehicles 
requires an analytical, accurate and focused F.M. who has the 
ability to supervise a team of accountants and accounts clerks 
in order to facilitate all financial reporting of South African and 
African businesses. You will require commercial acumen in order 
to support the business with budgets, sales reports, customer 
profitability, stock analysis and monitoring plus more. If you 
are an all-rounder who enjoys making a difference in business 
and working with a spectrum of people this exciting position 
is made for you. CA (SA) plus 2 years’ experience is ESSENTIAL.
Contact: janet.b@wexford.co.za

Senior Group Accountant
R850 000 – R600 000 CTC, Rosebank
Large listed group that has exceeded all growth predictions 
requires an above average technical whizz who has a “can do” 
personality and the ability to speak to anyone at a divisional 
level, ensuring deadlines get met and head office strategy is 
understood. This head office environment allows frequent 
interaction with all exec’s and ensures immeasurable growth in 
understanding business strategy and decision making processes. 
This role could be a ‘stepping stone’ into operations or if head 
office is your focus growth is guaranteed. If you want to work 
for a company that was one of the finalists for “employer of 
choice” and like making a difference this is the role for you. CA 
(SA) with at least 2 years group accounting experience essential.
Contact: janet.b@wexford.co.za 

Financial Reporting Accountant
R850 000 – R650 000 CTC, Jhb North
If you are a dynamic CA (SA) with a love for reporting and 
analysis, who likes a fast-paced environment where you are 
constantly challenged, and you enjoy complex consolidations 
this is the job for you! CA (SA) essential. Big 4 articles 
preferred. Must have post-article experience in a group 
reporting role. Key responsibilities include producing financial 
reports for Group shareholders and stakeholders in order 
to motivate investment and meet regulatory and legislative 
requirements, preparing interim and financial year end reports, 
analysing monthly management accounts and preparing the 
consolidated group financial statements.
Contact: carmen@wexford.co.za 

Financial Accountant
R600 000 – R500 000 CTC, Midrand
Our client is a medium-sized company that is rapidly growing. 
They are an innovative, passionate group who are looking for 
a motivated team player to be groomed into the Financial 
Manager role. The successful candidate will manage the 
accounts team and assume responsibility for the accounting 
processes to balance sheet and income statement level for 
the group as well as all head office reporting requirements. 
CA (SA) with 2 years post-articles experience essential. 
Previous experience in manufacturing preferred. 
Contact: carmen@wexford.co.za 
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Auditing Banking
IT AUDIT MANAGERS - MIDDLE EAST

MANAGER IFRS & TECHNICAL ADVISORY

SENIOR MANAGER FINANCE - RETAIL BANKING - AA PREFHEAD OF BUSINESS UNIT - MOTOR
Lucrative ex pat packages. World class advisory fi rm, 
renowned for its innovative business solutions and 
leading-edge methodologies, seeks IT Audit Managers 
for its Middle East offi ces. 3 IT Audit Managers and 
1 Data Analytics Specialist with IT audit advisory 
experience. Manage audit engagements across a 
broad range of industries. CA(SA) / B.Com IS / CISA / 
CSSP / M.Com Computer Audit. Excellent international 
opportunities offering mid to long term prospects & 
ex pat benefi ts. LORI

R750K - R650K + BONUS. CA(SA) with 2-3 yrs relevant exp 
sought by highly regarded investment bank. Provide technical 
accounting support to several specialist business units 
relating to new deals / structures / instruments. Be involved 
with local and international research on new accounting 
practices, plus the preparation of IFRS training material. Will 
suit self-starter with excellent attention to detail. RICK

R950K - R800K + BONUS. Leading retail bank seeks 
CA(SA) with 6-8 yrs commercial exp to play a key role 
in fi nancial effi ciency analysis plus driving several 
business transformation projects. Help oversee the 
full reporting function with detailed analysis plus 
conduct feasibility studies of existing joint ventures 
and any new product initiatives. Staff management 
experience essential. Grooming role for exec level 
appointment. RICK

R1.1M - R900K. Young business which has shown exceptional 
growth due to an aggressive, singular strategy in the 
automotive industry. Seeks an operationally minded, “action 
oriented” individual able to take the business to new heights 
within the next couple of yrs. CA(SA) with 7-10 years’ exp with 
an ideal combination of short term insurance and knowledge 
of the motor industry. Dynamic, fl exible environment. LORI

CREDIT MANAGER - DIVERSIFIED LENDING - EE PREF

TRANSACTOR: TRADE AND WORKING CAPITAL

R550K – R370K. Analytically minded B.Com (accounting 
major) with 2-3 yrs corporate credit risk management exp / 
newly qualifi ed CA(SA), pref banking audits. Conduct root 
analysis, minimise risks in order to recommend and or grant 
credit and manage internal and external clients. Leading 
banking group. LORI

R1M NEG. Esteemed bank seeks the specialist skills of a 
dealmaker with knowledge of credit and banking. CA(SA) 
/ CFA / MBA / B.Bus Sci with 5 years experience in credit 
or dealmaking with a solid understanding of risk based 
lending. Look across the bank’s balance sheet and identify 
opportunities to generate revenue and assist clients in 
optimizing their debt. Exciting opportunity with a growing 
area of the bank. JANN

Finance

SENIOR FM: DISTRIBUTION: EAST RAND

FINANCE BUSINESS PARTNER - STRICTLY EE

R1M NEG. Systems orientated CA(SA) with 8-10 yrs exp 
in a fi nancial role required for an exciting manufacturing / 
wholesale distribution business. Join a dynamic business 
and take full control of the fi nancial function. JANN

R750K – R650K. Excellent opportunity for CA(SA) with 3 
yrs fi nance exp to join an exciting and growing privately 
owned company. Manage budget and forecasts processes, 
analyse business results, proactively investigate variances 
+ assess and analyse new business opportunities. 
Willingness to travel to various operations essential. LORI

HEAD OF CORPORATE CREDIT
R1.3M NEG. B.Com with 8 years relevant corp and 
institutional credit experience in investment banking. 
Assist with establishing an overall credit analysis function 
through expanding the credit function. Provide strategic 
credit risk management direction and lead the credit 
analysis team. JANN

Financial Markets

SELL SIDE ANALYST - M&A
MARKET RELATED SALARY + COMPETITIVE BONUS 
SCHEME. Exciting opportunity for confi dent newly 
qualifi ed CA(SA) with excellent academic track record to 
work in a highly collaborative and entrepreneurial team. 
Meet clients to understand their businesses pre and post 
the due diligence process. Create business 
plans of the clients’ business to present to 
potential buyers. Review legal agreements 
and assist with deal negotiation. RICK

Recent CAs

MOTORING



Take your accounting journey to its next level by applying for The Oasis CA (SA) 

Training Programme.  Oasis is registered with SAICA and is a progressive, innovative 

and committed asset and wealth management company that operates across multiple 

jurisdictions in a highly regulated, automated and digital environment. The company, 

known for its distinct value and service offering, its excellence in product and its deep 

and broad expertise offers graduates in-depth, practical exposure to the key functions 

of the business through the accounting and �nancial divisions.

The Oasis CA (SA) Training Programme

Overview of the Programme

www.oasiscrescent.com

A rotational programme of training, supervision, mentorship and exposure to the entire business 

function across all jurisdictions of operation.
 

Broad and deep exposure into the Financial Services Industry including regulatory accounting, holding 

company accounting and consolidations, treasury functions, property accounting, governance that 

includes internal auditing, risk management and compliance, technology exposure and auditing, 

investment administration, transfer agency processes and the company secretarial function.

All trainees will be provided opportunities to showcase their capabilities and skill through the collaborative, 

inclusive and team orientated environment at Oasis. Candidates who align themselves to the dynamic 

environment and espouse the values of excellence, consistency in performance and show initiative will 

be seconded to Oasis partner of�ces in Ireland and/or London to gain exposure to global best practice 

across the key functions of the business. 

Who Should Apply

• Students completing their honours in B.Com / B.Com (Accounting) 
• GDA Students 
• Students with other degrees/qualifications pursuing the 
 CA stream at universities

Application Process

E-mail your CV, copy of your ID, Certified University Transcripts 
and Matric Certi�cate to recruitment@za.oasiscrescent.com. 

Your submission is to be accompanied by a cover note that con�rms 
submission of all required documents and references an application 
to the Oasis CA (SA) Training Programme. All submissions are to 
reach Oasis by 30 june 2016. Remuneration

Competitive market related packages and a system of continuous reward for excellence.

©
Shutterstock
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CREATE LIFELONG
CONNECTIONS WITH

COMMUNICATE 
PERSONNEL
THE FINANCE RECRUITMENT SOLUTIONS SPECIALISTS

Communicate Personnel specialises in placing professional, top-
level finance professionals at well-reputed clients – creating long 
term career partnerships and opportunities for our candidates, 
and innovative recruitment solutions for our clients.

Launched in 1981, and acquired by ADvTECH Limited in 1998, Communicate 
Personnel is a trading division within ADvTECH Resourcing, the recruitment 
arm ADvTECH Limited.

We excel at sourcing high demand skills in the following fields for 
permanent and contracting positions throughout South Africa:
FINANCE • IT • ENGINEERING • SUPPLY CHAIN/FREIGHT

FINANCE: A KEY FOCUS INDUSTRY:
The importance of the correct finance professionals in your business cannot 
be underestimated. If you are a company looking to recruit top talent, we 
can partner with you to effectively source the right people. Connecting with 
us means you will have access to our extensive database of top talent in the 
finance industry.

Our recruitment consulting services are focused on understanding each finance 
professional’s career vision. Our specialist consultants will help you achieve your 
career goals and manage the entire recruitment process, from interview to offer 
stage. They will consult to you and offer valuable industry insights.

Connect with us today for top talent and great careers.

• MIDRAND Finance
 Tel: +27 11 318 2101
 midrand@communicate.co.za

• CENTURION Finance
 Tel: +27 12 348 2960
 centurion@communicate.co.za

• BRUMA Finance 
 Tel:  +27 11 622 2723 
 brumafinanceinfo@communicate.co.za

• CAPE TOWN Finance
 Tel: +27 21 418 1750
 capetownfinanceinfo@communicate.co.za 

www.communicate.co.za

Join Oasis expanding investment business as a senior �nancial accountant and advance 
your career globally. Oasis is a progressive, innovative and committed asset and wealth 
management company that operates across multiple jurisdictions in a regulated, 
automated and digital environment.  The company is known for its distinct value and 
service offering, its excellence in product and its deep and broad expertise as well as 
its commitment to offering its people opportunities that showcase their capabilities 
and skill through the collaborative, inclusive and team orientated environment.

Rewarding Global Career Opportunities for Accountants 

Description of the Role

www.oasiscrescent.com

Oasis Accounting and Finance division incorporates the disciplines of Business Finance, Corporate 

Accounting, Treasury, Regulatory Reporting and Accounting Operations across multiple jurisdictions 

and specialist businesses. Reporting directly to the Chief Financial Of�cer and the Chief Executive 

Of�cer, the incumbent will need to possess exceptional technical, analytical, consolidation and reporting 

abilities coupled with sound business acumen, excellent communication skills and the ability to work 

independently and integrate seamlessly within teams as required. The position will require management 

of the entire global accounting and �nance framework for the business and experience within a 

multi-currency and multi-jurisdictional accounting and �nance environment will be a distinct advantage. 

The candidate will manage and form part of a focused team based at Oasis’ of�ce in London and will 

need to travel to similar operations of�ces from time to time to ful�l functional, project and management 

requirements. This is a complex but rewarding opportunity for a specialised professional who strives 

for excellence, thrives on challenges and is determined to grow and  advance his/her career.

Candidates who Should Apply

• 5-10 years of accounting experience with an excellent track record. 
• Strong Management experience
• Excellent technical and analytical ability
• Superior communication and reporting skills
• Suitable qualifications 
• Registered as a Chartered Accountant
• Working knowledge of current industry standards

Application Process

E-mail your CV, copy of your ID, Certi�ed Academic Transcripts 
and Industry Quali�cations to recruitment@za.oasiscrescent.com. 

Your submission is to be accompanied by a cover note that con�rms submission of all required documents. 
All submissions are to reach Oasis by 29 February 2016.

Location

London, United Kingdom
Remuneration

Competitive market related packages and a system of continuous reward for excellence.

©
Shutterstock
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CLASSIFIEDS

APPOINTMENTS

QUALIFIED CFO/COO AVAILABLE
After gaining valuable experience in finance and operations in the 
Middle East and Africa, I am now seeking a position back in SA. As a 
qualified professional, I have held exco positions over the past 30 years. 
Roxanne +2711 593 2560

ARE YOU A SOLE PRACTITIONER? 
Do you value your independence? 2017 audit partner rotation 
problematic? Call me Marius on 0828873496 for solutions.

PARTPARTNERSHIPS & PRACTICES

ARE YOU INTERESTED IN A MERGER?
Should you be interested in merging with a long established and 
extremely successful accounting and auditing firm in South Africa, 
which is JSE accredited and internationally affiliated, then there is no 
doubt that this could be mutually beneficial to both 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.

WE BUY
Accounting, auditing and tax practices or blocks of fees. Contact Pieter at 
0823320646 or pieterw@bvgroup.co.za if you are interested in selling.

GROW YOUR PRACTICE – WITHOUT A MERGER
Are you looking to grow your accounting practice, without a merger? 
Do you want to broaden your range of professional services, without 
employing expensive professionals? Our association of legally 
independent professionals wants to partner with you. The future 
of small and medium practices. Werner Landman 0823364445 or 
wernerl@thecoregroup.co.za. www.thecoregroup.co.za

SERVICES

AFFORD YOUR SOUTH AFRICAN CLIENTS THEIR FREEDOM TO BE
Earn referral fees when assisting clients who have, or planning, to 
emigrate from South Africa. Need to transfer clients’ funds locked in 
retirement annuities, pensions and other insurance assets offshore?
Make use of our turnkey exchange control, cross border tax and financial 
planning services. www.cashkows.com.  For more information contact: 
Ryno Viljoen CA (SA) CFP™ryno@cashkows.com | +27283122764 | 
+27822817384.

PROFESSIONAL BUSINESS VALUATION SERVICES
Objective, insightful and supportable business valuations.  
Contact us on 0861-99-99-32 or email info@businessvaluation.co.za 
Visit www.businessvaluation.co.za for more information.

Human Communications 124320www.humanjobs.co.za

Tel: (011) 628-0477 

Follow us on:

HIGH PROFILE OPPORTUNITIES

Group Financial Manager
•	R600k	–	R800k	pa	Cost	to	Company	plus	Performance	

Incentives
•		CA(SA)	with	minimum	5	years’	post-articles	Financial	

Management	experience
•		Strong	preference	for	service	sector	exposure
•		In	terms	of	the	Company’s	Employment	Equity	policy	this	is	an	

Affirmative	Action	appointment
A major JSE Listed Group in the Services sector has a vacancy for 
a highly results-driven and output-focused Finance Professional to 
manage the Group Finance responsibilities as well as its outsourcing 
arrangements.
Duties will include: • Liaising between Group Shared Services 
and the Operating Entities to identify challenges with financial 
reporting and assisting in having these challenges resolved  
• Assisting the GM: Finance in ensuring that the Group adheres 
to IFRS, Corporate Governance and company policies • Assisting 
with financial and management reporting requirements and general 
accounting function as well as assisting with Group annual closing 
and account analysis • Acting as liaison between Business and 
Auditors in ensuring smooth reporting structures and adherence to 
timelines • Assisting, on a project basis, when requested, with the 
preparation of monthly results to the Group in line with Company 
standards, with supporting schedules supplied • Analysing, 
investigating and documenting variances to budget and prior year 
results • Reviewing balance sheet reconciliations – ensuring that 
the reconciliations are prepared monthly, are accurate and relevant 
and meet both internal and external audit requirements and escalate 
problems.    Ref. CHS/afm

Financial Accountant –  
Cape Town
•	R650k	–	R850k	pa	Cost	to	Company	
•	CA(SA)	with	minimum	5	years’	post-articles	experience	

(completed	articles	from	the	Big	4)
•	Exceptional	academic	results	at	both	Secondary	and	Tertiary	

level	is	essential
•	Must	have	knowledge	of	current	IFRS	Statements
•	Candidates	with	previous	experience	in	Fund	Accounting	

and	Mutual	Funds/Collective	Investments	will	have	a	distinct	
advantage	over	conventional	Accountants

Large Financial Services Group is looking for a 5-star, highly skilled 
and meticulous Finance Professional with exceptional technical skills 
to take full responsibility for all Group reporting functions as well 
as complex Group Consolidations, ensuring complete compliance 
with IFRS, IAS and all other technical and regulatory reporting 
requirements, including JSE Reporting requirements. 
Reporting to the CEO, duties will also include assistance with the 
preparation of strategic plans, budgets and financial forecasts. 
 Ref. CHS/osa

Newly Qualified CAs – Cape Town
•	R450k	–	R500k	pa	Cost	to	Company	plus	Performance	

Incentives,	negotiable	dependant	on	specific	skills	and	
experience

•	CA(SA)	recently	qualified
•	Articled	to	Big	4	plus	exposure	to	the	Financial	Services	Sector
•	Excellent	academic	track	record	at	both	Secondary	and	

Tertiary	level	is	essential
Due to the exponential growth of this International Group in the 
Financial Services Sector, vacancies exist for newly qualified CAs who 
wish to embark on an exciting career in this direction. The vacancies 
range from Accounting, Finance and Reporting to Investment, Fund 
and Asset Management.
The ideal opportunity would be assessed on an individual basis 
following the interview process and taking into account the 
candidate’s aptitude and preference towards a chosen career.
Candidates must possess a real desire to carve a career in the 
Financial Services Sector and a flair for financial instruments with 
above-average analytical and problem-solving skills.
This is an excellent opportunity to gain sound commercial experience 
in an environment where training and mentoring are fundamental to 
providing a successful transition from the profession to commerce. 
 Ref. CHS/onq

Please submit detailed CVs (MS Word format) 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.
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Private Bank

All great journeys 
begin with ambition.  
Investec is the proud sponsor of the Top 35 under 35 - an award 

that recognises the best Chartered Accountants under the age of 35. 

These out of the ordinary people are persistent in their pursuit of 

making their dreams a reality. These are the kind of people around 

whom we shape our business.

What drives you?

For Private Banking, call our 24/7 Global Client Support Centre on 

+27 11 286 9663 or visit investec.co.za
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